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Abstract
Studies on non-standard labour have focused on unskilled and semi-skilled workers.
This study examines female university graduates employed as non-standard labour,
specifically those who are employed in the secondary external market.
The study was primarily informed by a political economy perspective. In addition,
labour segmentation theory was used as a model of the labour force.

Feminist theory

directed the methodology of the research. Human capital theory was also drawn upon
to explore the relationship between education and employment.
The purpose of the study was to (1) examine whether the transformations that the
labour force is currently undergoing have resulted in a blurring of the distinctions
between the different sectors of the labour market; (2) determine whether higher levels
of human capital protect women from the vagaries of the secondary sector of the labour
force; and (3) determine whether the secondary sector is undergoing change.

In

addition, I wished to examine the subjective experience, material conditions, and career
trajectories of female university graduates in the secondary external market.
The study uses both quantitative and qualitative data with the main body of the
research resting on in-depth interviews of twenty women in non-standard employment,
methods. The sources of the quantitative data were two extensive surveys conducted
in the late 1980s: The General Social Survey - Cycle 4: Education and Work (Statistics
Canada, 1989) and the Follow-up of 1982 Graduates Survey (Statistics Canada, 1989).
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The survey data were used to give a broad, general picture of the female university
graduates in the secondary external market.
Qualitative data were collected in 1993-94, using intensive interviews of 20 female
university graduates employed in the secondary external market. These women were
accessed through snow-ball sampling methods.

Two additional women, lacking

university degrees, were also interviewed and are included separately from the female
university graduates, since their experience addresses issues of ageism.
The survey data reveal that more than one in ten female university graduates have
temporary work, though more than 60 percent of these women would prefer permanent
employment.

Although the majority of these women are married, most (over 60

percent) do not have dependent children. On average, these women earn one third less
annually than permanently employed female university graduates.

Less than half

receive any employee benefits as part of their compensation package.
Interview data reveal that opinions about employment in the secondary external
market (as fixed-term contract workers) are affected by the respondent's perceptions of
her own financial security. Most would prefer permanent employment because of the
financial security, predictability, and opportunities for career advancement.

The

material conditions for most of the respondents were worse than their permanently
employed counterparts. Issues surrounding gender roles and levels of human capital
were implicated in increasingly the likelihood of employment in the secondary sector.
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CHAPTER ONE
INTRODUCTION

After the dual human horrors of the Depression and the Second World War, the
governments of western nations, in conjunction with business, deliberately created
policies during the early post-war years based on the Keynesian argument for full
employment. Remembering the huge losses incurred during the 1930s, business was
willing to allow partial involvement of the government in the economy if high levels
of employment resulted in a market of mass consumers for mass produced products and
increased profitability and predictability for the business community.

Keynesian

modifications included regulation of markets, labour protection and acceptance of
workers' rights to engage in collective bargaining, welfare provisions, and some goods
protected from the market.

Many of the imposed employment controls came as a

delayed reaction to the Depression by blue collar unions (Piore, 1986). At the same
time, governments grew more powerful as the public sector grew to include income,
housing, and equal employment opportunities - all of which challenged rights assigned
to property and investment capital (Marchak, 1991).
The end of the post-war economic boom came with the first OPEC oil dispute
in 1973, resulting in a downturn in the global economy (Reskin and Padivic, 1994;
Picot et al., 1990). Suddenly, the concern was no longer fair access to good jobs and
full employment, but whether the Canadian economy would continue to be productive.
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Despite the fact that unemployment was increasing, the business sector blamed high
levels of employment for driving both wages and levels of inflation continually ever
higher (McBride, 1992). This new combination of rising unemployment and rising rates
of inflation, known as "stagflation", triggered the move away from corporatist strategies
employed by western governments in the 1980s. Instead, governments increasingly
turned to monetarist policies in an effort to fight inflation.

Monetarists in Canada

sought to reduce inflation by controlling the supply of money, reducing government
spending, and removing obstacles to the free operation of markets (McBride 1992:15).
It was not only business that was expected to jockey for position within the economic
market; workers, too were expected to compete. This could only be accomplished by
abandoning

full-employment

policies and

accepting

that a certain

level

of

unemployment was not only tolerable, but was probably desirable (Lane 1989).
Governments now emphasized the need to control public debt (in order to create a more
efficient government and a more competitive external market), abandoning keynesian
policies that supported of full-employment (Williams, 1993, Friedman and Friedman,
1979).
The decade between 1975 and 1985 saw the growth of the New Right and
increasingly the creation of government policies based on a monetarist paradigm
(Williams, 1993; McBride, 1992; Marchak, 1991). Labour market rigidities were seen
as the outcome of government regulation and the extensive social net linked to the
welfare state (Williams, 1993).
bargaining,

occupational

These were seen as a consequence of collective

classifications,

persistently

high wages

unrelated

to
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productivity, and the ability of trade unions to protect the status quo (Williams, 1993;
Friedman and Friedman, 1979).
The recession in the early 1980s was followed by a period of strong employment
growth in Canada, at the cost of a decline in job quality (Picot et al; 1990). The rise
of neo-conservative ideology and economic policies during the 1980s led to the growth
of labour flexibility as enterprises, both public and private, sought to reduce labour
costs. By the end of the decade, American employers were hiring more professional
and technical workers on a contingency basis - some as temporary employees, others
as independent contractors (Christensen, 1989). In 1992, two-thirds of all new private
sector jobs in the United States were temporary positions (Ansberry, 1993). In some
cases, corporations laid employees, only to rehire a selected few as independent
contractors at lower pay and no benefits (Zachary and Ontega, 1993). In Canada, all
levels of governments have pursued a policy of contracting out civil-service work while
laying off government employees (Howard, 1994). According to Pollert (1988, 290):
Subcontracting in the public sector, through the privatization of services is, of
course, a major area of expansion. But while this is (often explicitly)
associated with labour market deregulation, the explanation in terms of
increasing "numerical flexibility" omits the central political thrust of the policy,
which is to dismantle public service, (emphasis in the original)
Hakim (1990, 166) suggests that, at least in Britain,
[the] explicit purpose of government policy in the 1980s has been to achieve
just this sort of manpower restructuring in the public sector as a whole,
including large scale 'privatization' schemes which require subcontracting work
to independent, smaller firms on a permanent basis.
The role of the State was not limited to its effect on public service sectors. A
"new orthodoxy" arose in business circles, demanding that limits be placed on the
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State's ability to regulate market activity. The solution presented for overcoming the
economic crisis of the late 1970s and early 1980s involved selective promotion of
economic

growth, accepting

some unemployment,

lowering production

costs,

deregulation and restructuring of the economy. This resulted in a shift of power away
from labour to management, creating an "ideological reorientation" to free market
capitalism, that gave managerial freedom in the use of capital and labour (Lane, 1989).
The labour market policy of the State reflects either the concerns of labour or
management, depending on which group currently has the upper hand (Lane, 1989;
Sengenberger 1981). State intervention is normally required when the dismantling of
institutional structures favours employers, and such intervention, in the form of
legislation which reduces employee protection, limits union power, or eliminates of
minimum wages, can have lasting effects. In the 1980s, the intent of such changes in
labour policy was to create competition within the labour market; with increasing
unemployment, organized labour was losing members and organizational strength.
Several major changes took place in western market economies during the 1980s.
First, there was increased international price competition as products produced by
locally owned companies in foreign countries, and overseas division of domestic
corporations, flooded the North American markets. Second, the introduction of high
technology caused the displacement of workers by robots, the redundancy of middle
management, and the instantaneous transfer of information and funds.

Third, the

creation of a new international division of labour whereby transnational corporations
replaced low-skill manufacturing jobs in North America with low-paying job markets
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in developing nations, while financial and research jobs remained in western nations.
Fourth, there was a shift of consumer preference away from commodity to value added
consumption. Fifth, western economies were facing increasingly strong competition
from the emergent economies in east Asia (Reskin and Padavic, 1994; Williams, 1993,
Economic Council of Canada, 1990).
Finally, there were massive dislocations in the labour market as western
economies shifted from the final stages of an industrial society to a post-industrial
society. Whereas 60% the Canadian labour force had been employed in the goodsproducing sector in the 1940s, by 1990 70% of workers were employed in the service
sector. During the 1980s all of the net job creation in this country occurred in the
service sector. In 1986, 40% of those separated from their goods-producing jobs found
their subsequent employment in the service sector (Economic Council of Canada, 1990).
Additionally, there is increasing polarization of work into simple deskilled jobs and
upgraded more complex jobs, and an increasing use of part-time and temporary
employees (Reskin and Padavic, 1994).
When the Canadian government was abandoning full-employment policies in the
mid-1970s, the second wave of feminism and the mass entrance of women in workforce
also contributed to the transformation of work (Duffy and Pupo, 1992).

Ironically,

during the 1980s, the desire of employers' for non-standard labour (as a means to
increase profits) began to increase just as women were entering all levels of the
occupational ladder in increasing numbers. Many women entering the workforce during
that decade needed an income, but could not commit themselves to full-time hours.
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Women born since 1950 grew up in a world where education was increasingly
promoted as the factor that guaranteed success and where those with career ambitions
were typically employed full-time. If "middle class" is defined in terms of income, then
in 1967, 27 per cent of the Canadian workforce was in the middle level of income
(Economic Council of Canada, 1990). But in the earlier 1980s, members of the middle
class in North America faced the risk of downward social mobility as economic
restructuring in the labour market jeopardized previously secure jobs and careers
(Newman, 1993; Economic Council of Canada, 1990; Picot et al., 1990; Ehrenreich,
1989).

By 1986, only 22 percent of the labour force fell into the middle group

(Economic Council of Canada, 1990). For middle-class women, many of whom were
highly educated and raised in the prosperous post war years, this was unanticipated, and
often personally devastating.
The fact was that a university education no longer provided the assured
opportunity of good career prospects and life-long security. Most jobs created during
the 1980s were non-standard, in that they were not full-time permanent positions.
(Almost one in three Canadian jobs is non-standard (Duffy and Pupo 1992:61; Krahn,
1991:37.)) Increasingly, highly educated women (and men) have discovered that they
are not offered full-time standard employment with job security, high wages and
extensive benefit packages. Instead, they are often employed in the secondary external
market (SEM) of the labour force as fixed-term contract or temporary labour, with no
job security and limited compensation for their work. This study, is an investigation
into experiences of female university graduates (FUGs) employed in the secondary
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external market (SEM) of the labour force, their work, their material conditions, and
their career trajectories.

B. The Need for This Study
During the mid-1970s, scholarly research about the work experiences of women
in the Canadian labour force began. However, the experience of FUGs in the SEM of
the labour force has not, so far, been extensively researched.
Generally, people invest in extensive education because they believe that
increased human capital will result in increased wages, increased job security, an
anticipated career trajectory, and an overall better standard of living. Only recently
have large numbers of Canadian women chosen career paths that required an extensive
investment in post-secondary education. In part, this is a result of changes made to the
Divorce Act during the 1970s which made women responsible for their own financial
security (Jones et al., 1991).
Women employed in the SEM live without job and income security, experience
a real and continuing loss of career opportunities, especially in terms of internal
promotion within an enterprise, and have difficulties in establishing their careers. Since
women often have non-continuous employment, they frequently have low seniority, and
are the most likely to be laid off when corporations undergo restructuring.

Women

entering the job market for the first time after completing their degree often find that
their first paid employment is in the SEM. There is some evidence (Lundy and Warme,
1992) to suggest that employment in the non-standard labour force has a negative
impact on one's ability to a secure full-time job.
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This study provides valuable information about the FUGs of the 1990s who find
themselves marginalized from a core or standard workforce. This study is particularly
relevant at this time, when both the public (federal, provincial, and municipal
governments) and private sectors are reducing their labour forces, but are still expected
to provide basic services. They often accomplish this by attrition, or by laying off fulltime workers and then re-hiring them on a short-term, per-project basis whenever their
expertise may be required.

C. Statement of the Problem
The concerns raised by political economists and feminist theorists regarding recent
changes in the labour market, in particular the growth of employment in the secondary
external market (SEM), led me to question their impact on female university graduates
(FUGs). This has led to the formation of three prepositions:
1) Transformations of the labour market have resulted in a reduction of the
distinctions between the primary and secondary sectors;
2) Increased human capital does not necessarily protect women from the vagaries of
employment in the secondary sector, and
3) As a consequence of the transformation of the labour force, and the growing
number of skilled and/or highly educated women employed in non-traditional
labour, the secondary labour market itself is undergoing change.
In addition, I wish to investigate the subjective experience, material circumstances, and
career trajectories of FUGs employed in the SEM of the labour force; and to compare
their perceived experience of the SEM with the explanations offered by political
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economy and feminist theory.

D. Summary
Since the 1970s, governments have abandoned full-employment policies while
there was an increase in the number of women acquiring university degrees and
entering the workforce. In 1971, 3% of women held university degrees, while 38% of
undergraduate students and 10.8% of graduate students were women. By 1985, 8% of
women held university degrees, while 52% of undergraduate students and 35% of
graduate students were women {Decade of Promise, 1986:19, 37). In 1975, 44% of
women were in the workforce and by 1985, 55% of women were in the workforce (ibid
61-62). Seventy per cent of women with post-secondary education were employed in
1985 (ibid, p. 75), with an increasing number finding employment in the SEM of the
labour force.
This study examines the processes and consequences of shifts in the labour
market and explores the subjective experience, material conditions, and career
trajectories, of female university graduates who are (or have been) employed as fixedterm contract or temporary labour in an area of employment that is growing.
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CHAPTER TWO
REVIEW OF THE LITERATURE
A. Introduction
Because of the complexity of the issues I planned to address, the literature review
is extensive. The first section establishes the theoretical framework of the study. To
understand why highly educated women find themselves working in the secondary
external market, it was important to understand how the growth of high-skilled jobs in
the secondary external market occurred and I discuss Weber's concept of formal
rationality, and its impact on Western economies, in the next section. This leads into
a discussion of the "flexible firm", the concept of "flexible labour", and a description
of the labour market using labour segmentation theory as a model.
Section F focuses on women and work. The first part of this section is general,
focusing on the position and experience of women in the labour force and the
relationship between human capital and employment. Included in this general section
is a discussion on subjective experience of work.
Next the focus is on women and non-standard labour.

Because the growth of

temporary employment is a global issue, I examine international research on women in
the secondary external market. This is followed by a section on Canadian women in
the secondary external market, ending with a discussion of fixed-term contract work.
Then the focus becomes more detailed, analyzing experience of female academics
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as fixed-term contract workers. This leads into a discussion of involuntary participation
in non-standard work and rates of compensation for women in the secondary external
market.
Section G discusses the transformations of the labour force and the expected
consequences for work and women. This is followed by a general critique of both
theory and literature, a summary of the literature review, and finally a statement of the
contributions this study will make.
B. Theoretical Framework For the Study
This study is informed by political economy and feminist theory.

Political

economy focuses on capitalist societies, proposing that the character of capitalism leads
to divisions within society.

Certain groups, especially those whose function is to

accumulate wealth and maximize profit, are privileged above other groups in society.
This approach gives the clearest explanation for the changes that have occurred within
the labour market over the last twenty years.
Although the broad political economy approach offers the best general framework,
my interest in the role of women and their experience in the workplace was sparked by
feminist writings, especially Canadian and British authors whose feminist work itself
drew upon Marxist theories and political economy. These researchers have added a
gendered focus to the concept of divided labour markets. Feminist theory examines the
role of women and their experiences in society including their experience of the
workplace. Political economists (Marchak, 1991; Hakim, 1990; Walsh, 1990; Lane,
1989; Purdy, 1988), and feminist sociologists (Reskin and Padavic, 1994, Armstrong
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and Armstrong, 1990, 1987; Jenson, 1989), condemn the growth of non-standard work
considering it to be further evidence of worker (and gender) exploitation by employers.
To examine the relationship between occupation and education I draw upon human
capital theory, modifying the generally individualistic, rationalistic, and utilitarian
assumptions associated with this approach in order to put individual choices into a
broader context: fate of whole groups.
I also use labour segmentation theory, despite its limited ability to explain
changes within the labour market. Here it will serve primarily as a model of the labour
market, since labour segmentation theory distinguishes between the primary and
secondary sectors of the labour market. It is a popular theory arising from a variety of
sources and is extensively discussed in the literature (Armstrong and Armstrong 1990:
61-64; Hakim 1990: 158-160; Krahn and Lowe 1989: 84-93).

C. Rationality and Western Economics
Weber believed that modern western economies were based on formal rationality,
i.e., a concern for means/ends decisions, goals, and outcomes.

Bureaucracies evolved

as the most efficient method to organize, implement, and perpetuate

formal

rationalization and theoretically, at the corporate level, hierarchical bureaucracies serve
to maximize profits for shareholders; at the government level, they serve to maximize
administrative stability. In reality, these two bureaucratic systems often have common
goals and work cooperatively to see that the necessary means are implemented to
achieve the desired ends, even though the desired "ends" can change over time.
Formal rationality has six basic characteristics (Ritzer, 1992:139). First, formally
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rational structures and institutions emphasize calculability, focusing on things that can
be counted or quantified, such as gross revenues and total expenditures. Second, they
focus on efficiency, i.e. the best, most effective way to achieve a desired goal. A prime
example is corporate take-overs; rather than investing large sums of money in building
plants, buying equipment and building up a client base, it is more efficient to buy out
an established firm, later selling off those parts that have little interest to the buyer.
Third, there is a great desire for predictability. Ideally, things should operate the same
way, regardless of time or place, just like McDonald's hamburgers. Fourth, formal
rationality seeks to replace human technology with nonhuman technology. Computers
and robots are considered more predictable and efficient than human labour.

Fifth,

formally rational systems seek to control uncertainties, particularly the uncertainties
posed by the human beings who are served by, or work in them. An example would
be the demand for a minimal level of specified educational qualifications for job
applicants, or a specified minimum income level and job tenure before advancing credit
to purchasers. Sixth, rational systems tend to have irrational consequences (unintended)
for the people involved with them, the systems themselves, and for the larger society.
One of the less desirable consequences of formal rationality has been the
increasing concentration of economic power in fewer and fewer large corporate
organizations: a "powerful tendency of capitalism" (Zeitlin, 1990: 183). Another is the
current trend towards corporate restructuring, also called rationalization, which has
increased use of numeric, wage, and functional flexibility within existing corporations
and government departments and the transference of jobs overseas; in other words, the
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"flexible firm" and the "just-in-time" work force.

D. The Flexible Firm
In the 1980s, labour flexibility became "the foremost management preoccupation"
(Lane, 1989: 583). During the first years of the decade, management was contending
with economic recession, increased competition, and uncertainty of product markets
(Hakim, 1990; Belous, 1989; Lane, 1989). According to Lane (1989), the response of
management was to create flexible employment structures and flexible forms of
production organization. Attempts were also made to create a downward movement in
wages and social costs (benefits) paid to workers. There has also been a move towards
the individualization of wages and benefits.
Flexibility in the labour force can take three forms: functional, numerical, and pay.
Functional flexibility allows an employer to assign a variety of tasks to one core worker
(permanent full-time) instead of hiring several workers, each assigned to a particular
task. Numerical flexibility allows an employer to increase or decrease the number of
peripheral workers (non-permanent) to fit the levels of product demand. This is also
known as the "just-in-time" work force.

Pay flexibility allows employers to

differentiate pay rates (wages and benefits) dependent on the worker's classification
(such as temporary versus permanent), rather than the type of work performed.
According to Walby (1989, 140), new forms of patriarchy are being formed: "In
women's part-time work men do not lose their individual domestic labourers while
employers gain cheap labour."
Anna Pollert (1988) argues that much of what is claimed by the flexible firm
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model is not new; employers have always striven for numerical flexibility to minimize
labour costs and increase productivity:
It assumes the translation of neo-classical emphasis on labour market
deregulation and employment fragmentation into a new management policy of
"peripheralization", without considering how sectoral and occupational
development relates to employment forms. (Pollert, 1988, 238).

£. Labour Segmentation Theory and Labour Flexibility
According to Catherine Hakim (1990), labour flexibility can be viewed from a
number of perspectives.

One economic perspective is labour market segmentation

theory which is based on the premise that there is no single open labour market (Krahn
& Lowe, 1988:84-93; Hakim, 1990:158-160). Instead, the labour market can be divided
into two major sectors: a core sector with a primary labour market and a peripheral
sector with a secondary labour market. Each labour market, in turn, can be divided
into an internal and an external market. The primary labour market is characterised by
workers who have a high degree of discretion over their work and long term stable
earnings. Workers in the primary internal market form the central "core" workforce
of permanent full-time employees. This market has been divided into two levels of
employment. The subordinate primary internal market consists mainly of blue-collar,
unionized industrial workers.

The independent primary internal market includes

management, professionals, and craftsmen who tend to be flexible but have specific
skills, greater levels of education, and more direct control over their work. The chances
for career advancement are greater for workers in the independent primary internal
market, especially in large corporations or in government departments that have well-
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developed internal training programs and career routes. The primary external market
includes professionals and other skilled workers who are occupation specific, but not
firm specific.

Their labour is supplied by contract or through self-employment.

Workers in both the primary internal market and the primary external market enjoy a
high level of job discretion and long term stable earnings.
The secondary labour market is characterised by workers with a low degree of
discretion over their work and unstable earnings. Wages tend to be low, benefits few,
and long-term job security scarce. The secondary internal market consists mostly of
permanent part-time jobs. The secondary external market (SEM) includes seasonal,
casual, short-term contract work, and some unskilled work.

Opportunities for

advancement from the secondary labour market to the primary labour market are
extremely limited, and barriers to advancement include employment in "job ghettos"
with short career ladders for job promotion, lack of access to internal training systems,
and seniority rules which regulate movement through the ranks. Unlike the primary
sector of the labour market, the secondary sector traditionally pays very low wages and
does not offer returns in terms of higher wages for age, experience, or education
(Edwards, 1979).
Labour market segmentation theory predicts that women who work on fixed-term
contracts will work in the external labour markets. Those who are highly educated and
skilled should enjoy the same stable high income as professionals in the primary
external labour market.
secondary

Women with fewer skills will find employment in the
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external labour market.
T. J. Walsh (1990) finds flaws in both the labour segmentation theory and in the
"flexible firm" model. He suggests that both would be improved by analysis of the
differences in labour use by contract and status (both the status of the
position and the potential worker), which he considers essential to the understanding of
labour market structuring. He believes that the "flexible firm" wrongly implies that
only core workers are indispensable to the organization. According to Walsh (p. 526)
peripheral workers are not "supplementary recruits" to full-time staff. At peak times,
they can form up to 2/3 of a company's labour force in certain industries, such as retail
or hospitality.
The costs of labour flexibility seem to be born primarily by the workers in the
secondary external sector of the labour force.

Women are the majority of those

employed in the SEM, which offers low wages, few benefits, little opportunity for
advancement, and high job turnover (Kelly, 1991:246).

Walsh's (1990) study of

employment practices in the service sector (which now employs 70% of the British
work force) also indicated that "unskilled" women tended to be hired into peripheral
jobs, with little or no further training offered by their employers. These employees do
not receive compensation at the same rate, even for the same work, as do full-time
permanent staff. Thus, they cannot accumulate seniority, scheduled wage increases,
scheduled increases in vacation time or paid sick leave. In the United States, peripheral
workers can find themselves in a precarious position, failing to qualify for either
company health care benefits or state sponsored health care, yet unable to afford private
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health care insurance (Belous, 1989). Even those with work skills are stigmatized by
a history of "contract work;" such a history handicaps the worker in her search for fulltime permanent employment (Lane, 1989).

F. Women and Work
Research tells us that women work primarily because of the financial needs of the
family, or the need to support themselves (Duffy and Pupo, 1992; Crompton and
Sanderson, 1990; Jones et al., 1990; Armstrong & Armstrong 1983). Fiscal restraint
and government departmental cut backs have affected women more than men. Various
structural changes such as government restraint and inflation have made two paycheques necessary (Duffy and Pupo, 1992), but in recent years women formed a
"reserve army of labour" that provided cheap, available domestic labour, or
undervalued, low-paid labour in the workplace that could be drawn upon when the
demand for both product and labour was high (Armstrong and Armstrong 1978,
Connelly, 1978).
Sylvia Walby (1989) argues that the recent growth of women's participation in the
workforce, despite economic recession, proves that women no longer form a "reserve
army of labour." She concludes there is an ongoing, "long term restructuring of the
gender composition of the workforce," that is a result of changes in gender relations
both on and off the job-site.
In the early 1990s, 12% of managers in Canada were female. Half of Canadian
women (51%) employed in Public Administration jobs are in higher status occupations
while 68% of Canadian women employed in education, health, and welfare industries
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are managers or professionals. However, this advancement of women into management
has not translated into equal opportunities for all women. The wage gap between men
and women continues, and as men do not usually lose the domestic labour of women,
much of the growth of female participation in the peripheral sector of the workforce is
as part-time labour within a flexible labour market (Walby, 1989). In addition, more
than half of employed women (56 percent) of women work in either clerical or service
occupations (Green et al., 1992).
Flexibility has resulted in the roll-back of "hard-won protection of worker's conditions of employment" and the feminization of the labour force (Jenson, 1989:145).
Jenson (1989) argues that women are discriminated against by the segmentation of the
labour market and by the social construction of skill. Men are seen as "skilled" but
women have "talents," a particularly important distinction in an era of rapid technological change. According to Jenson, "new" social relations will continue to reproduce the
situation in which women's skills are not recognized.
Marchak (1987) argues that historically there has been a "split labour force:" a
product of job segregation by gender. As late as the 1950s, physical strength may have
been an important job requirement, and between 1950 and 1970, ideology and popular
culture inhibited employers from recognizing women as potential employees. In some
cases, employees were fearful of job competition; few production unions (organized by
men, for men) considered gender inequalities prior to the 1980s. Since there was no
cost advantage to hiring women, (union members are paid the rate specified in the
collective agreement), it was easier to just make jobs in unionized industries "male"
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(Marchak, 1987).
By restricting access to the male job stream, women were channelled into low paying
jobs, and kept in dependent domestic arrangements. Low wages eased fears that equal
pay would give women independence and an opportunity to "free themselves from men,
the family, and domestic labour" (Marchak, 1987: 202).
In relationships where both men and women work, flexibility is impeded unless
the employment of one takes precedence over the employment of others (Marchak,
1987). Typically, women sacrifice their careers to follow their husbands when they
relocate to take new jobs or promotions, and women who see themselves as supported
by their husbands end up with little identification with their career and fewer
opportunities (Holland and Eisenhart, 1990).
During the 1970s, the government civil service experienced rapid expansion that
resulted in increased employment opportunities for women in the service sector.
According to Marchak (1987), capitalists were served by the socialization of services
formerly performed by the family, since it helped reduce internal dissent, but there was
a need to limit the costs of publicly funded services. For example, in the case of
unemployment benefits, premiums were paid by employers and employees in order to
support the unemployed. The solution to minimize administrative costs was to hire
women at low wages.

This, according to Marchak (1987), explains why the state

became a major employer of women, concentrating women in jobs that service capital
instead of jobs that directly increase its profits, i.e. surplus producing jobs.
Unfortunately for women, jobs that service capital cannot be paid at the same high rate
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as surplus producing jobs because costs would soon outstrip the accumulation of profit.
David Purdy (1988: 156) refers to the experience of women in the labour force
as "occupational apartheid" and lists four reasons. First, is the unequal division of
domestic (private) labour between men and women.

For women, the boundaries

between paid employment and family responsibilities is "fluid"; "work" as defined by
women often means "enablers", "partners", and "mothers" (Chester and Grossman,
1990). Family responsibilities not only mean the raising of young children, but women
are increasingly required to give up employment opportunities to care for aging parents.
Often the only feasible form of employment is part-time work, but even women in fulltime occupations are disadvantaged by a discontinuous employment record as temporary
withdrawals from the labour market diminish valuable work experience.
Second, women remain largely segregated in a narrow range of industries and
occupations, primarily in the service sector.

Third, the earnings of women are

significantly lower than men. Robert Buchele (1981) argues that job tenure is the
primary determinant of wage level, and it is the loss of seniority or of positions in the
internal job queues, caused by women leaving and re-entering the labour market
(usually as a result of domestic responsibilities), rather than the loss of general skills,
which reduces their earnings. In addition, employers use women's disproportionate
responsibility for domestic labour as justification for lower wages and fewer
promotions.

Within the household, a woman's lower wages results in economic

dependence and subordination to her partner (Luxton, 1987).
Fourth, women are less willing and/or less able to gain access to jobs at the higher
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levels of skills, grading, and seniority through training, education, mobility, and
promotion. The labour market does not consider the special circumstances of women,
choosing instead to define work by the experience of men.
A "proper" job begins after school and continues without a break until
retirement age. It lasts for at least eight hours a day; it might spill into evenings
and weekends, and its most demanding phase tends to be the first twenty years,
as training is acquired and vital steps are taken towards a higher earning
capacity. This coincides with the period when children are young and most in
need of parental time. However, a "real" worker does not have distracting
family commitments, and is available for overtime and nightwork if necessary.
A "real" worker is able to move from one part of the country to another if that
is what the employer requires (Anna Coote and Bea Cambell, 1982, 62, cited
Purdy, 1988, 156).
If this is the case, referring to women as a "reserve army of labour" is not as
outmoded as Walby would have us think, and the employment of FUGs as members
of a "just-in-time" work force is further evidence of this phenomenon.
Women and Human Capital
Human capital theory is based on the assumption that human capital and earning
potential are positively related (Becker, 1975). By foregoing earnings in the present,
individuals "invest" in more years of education, with the supposed outcome of greater
productivity (a benefit for the employer and society at large), and greater income for
the individual (an obvious benefit for the individual, but also for society as it increases
the purchasing potential), all as a result of increased skills on the part of the individual
(Hunter & Lieper, 1993).
Redskin and Padavic (1994) argue that human capital takes three forms, but
women only experience the first to a comparable level with men. The first, formal
education, refers to the number of years one has been educated within a school system.
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In general, women tend to have more formal education than men, though more men
have graduate degrees than women.
In 1978, 45% of those enroled in Bachelor degree programs, 28% of those enroled
in Master degree programs, and 16 percent of those enroled in Doctoral programs were
female. By 1988, female enrolment had increased to 54% of those enroled in Bachelor
programs, 45% of those enroled in Master's degree programs, and 31 percent of those
enroled in Doctoral degree programs (Secretary of State, 1991: 15). Between 1971 and
1985, the number of women aged 18-24 attending university on a full-time basis
increased by 85% and part-time attendance increased a remarkable 144.5%. This was
a result of the baby boom generation entering the university system, and changing
perspectives about the "just society" and equality of opportunity. To a large extent,
however, it can also be explained by the rising level of unemployment and escalating
credentialization (Guppy et al., 1987).
Despite more women entering post-secondary education, gender divisions within
higher education persist. In 1984-85, the majority of students in the Arts (56.7%), and
the Applied Arts were women, while less than half the students in Commerce and
Applied Science were female.

Women generally remain at the lowest level of

university faculty positions and receive the lowest wages at all levels. As increasing
numbers of women are entering universities, funding has declined, and degrees have
lost much of their economic value (Guppy et al., 1987).
Women university students are more likely than their male counterparts to come
from higher socio-economic backgrounds; they are also more likely to complete their
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degrees (Guppy et al, 1987). Some evidence exists to prove that admission standards
have been historically higher for women than for men, so usually only the best female
students entered the university system (Guppy et al, 1987).
However, most women have not integrated career plans with post-secondary
education and the male dominated culture of the educational system consistently fails
to educate women to be breadwinners.

Most women still expect to stop working

following marriage, especially once they have children. This dependent role is often
reenforced by guidance counsellors who routinely ignore the aspirations of young
women and use gender to guide career advice rather than the talent, interest, and
abilities of the individual (Russell, 1987). Women who do perceive themselves as the
primary breadwinners are more likely to be successful academically and in their careers
(Holland and Eisenhart, 1990).
Research on women and employment during 1941-1974 shows that highly
educated women have been more likely to work in the paid work force (Armstrong and
Armstrong, 1978). Yet highly educated women are less likely to be considered serious
about their careers if they opt for non-standard employment. Such decisions may hinder
a woman's career advancement (Jones et al., 1990). Women are expected to have
academic credentials, but, in many cases, are still expected to accept lower salaries than
men with lower qualifications (Peitchinis, 1989). Krahn and Lowe (1988: 137-138)
argue that the main determinants in differences in the earnings of men and women are
differences in the levels of work experience, and the segmented structure of the labour
force. In Ontario, comparing men and women employed at the same firm doing the
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same job, they found that women earn between 90 and 95 per cent of their male coworkers' salaries. Two years after graduating with a university degree, women continue
to earn less than males with the equivalent education (Krahn & Lowe, 1988: 138).
The second form of human capital is training. Women tend to take job training
prior to employment, usually at their own expense, (Redskin and Padavic, 1994; Moore,
1992) as they are less likely than men to receive on the job training, receiving training
even less frequently if they work as non-standard labour (Dale and Bamford, 1988).
Men are frequently trained on the job, involving an investment by the employer, and
rewarded with greater compensation and status (Redskin and Padavic, 1994). Human
capital theory states that the returns for on the job training are higher than those yielded
by more general formal education because it increases productivity (Moore, 1992;
Becker, 1975).
The third form of human capital is experience. For a variety of reasons, usually
domestic responsibilities, women are in the workforce for fewer years and are more
likely to have discontinuous employment. As a result, they often have less experience
than their male co-workers of the same age (Redskin and Padavic, 1994, Jones et al.,
1990).
This difference in level of human capital has definite consequences. According
to Moore (1992, 258):
Because of men's greater investments in human capital and their higher rates of
return, an intensive influx of men into a specific occupations (even a femaletyped occupation) will enlarge the wage gap between men and women.
However, formal education does have benefits for women.

A study of 1009
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women and 1001 men suggested the enormous importance of diplomas and degrees for
earnings even though the individual does not possess greater skills than other
applicants. Completing the degree or diploma program is important; education without
formal credentials is not as lucrative as less but documented education. Employers use
diplomas and degrees to rank applicants for employment rather than the occupational
skills requirement (Hunter and Lieper, 1993), and see the educational certificate as
evidence of the prospective employee's level of productivity (Stiglitz, 1975).

In

addition, rapid technological change has resulted in a bias towards an educated labour
force (Allen, 1986). Globerman (1986) claims that, while most cognitive job skills are
learned on the job, formal education facilitates on-the-job adjustments to change, such
as retraining for a different occupation.

He supports the generalists' view of the

importance of formal education with a broad range of skills which are transferable
across a variety of occupations.
Bowles and Gintis (1976) argue that the relationship between education and
earning has little to do with productivity. Instead, the education system uses labels to
classify people which may signify employment related skills, but more importantly
educational credentials are evidence of having been socialized to a particular class, elite
or occupational subculture. Those who have the "right" or preferred documents have
preferential access to occupations controlled by the carriers of that subculture.

In

addition, worker characteristics valued by employers are not limited to job related skills
but include such ascriptive attributes as race, sex, age, and ethnicity; all of which could
be considered a form of "human capital" (Bowles and Gintis, 1975).
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Human capital theory predicts that FUGs should be in demand by employers; their
degrees being evidence of greater future productivity over workers with lesser
educational qualifications. Even Bowles and Gintis (1976, 1975), who are critical of
human capital theory, suggest that FUGs, with degrees establishing their proper social
credentials, would be in demand by employees for more prestigious jobs.

Human

Capital theory also predicts that FUGs, with their greater investment in human capital,
should be rewarded with higher earnings. In other words, FUGs should find permanent
high-paying jobs in the primary sector of the labour market.
Once hired, on-the-job training and experience levels are more important forms
of human capital than formal education, causing a real dilemma for FUGs employed in
the SEM, who are unlikely to get additional human capital beyond what they acquired
in a formal educational setting. Employers are unlikely to invest time or money in
temporary employees.
Subjective Experience of Work
An understanding of the subjective experience of work is important to this study.
Highly educated women may derive a great deal of satisfaction (or dissatisfaction) from
employment in the SEM, and those factors that contribute to the degree of satisfaction/
dissatisfaction with their employment situation should be examined.
Krahn and Lowe (1988:165) list six major dimensions of work that affect job
satisfaction.

The intrinsic reward dimension emphasises the need for interesting,

challenging, self-directed work that allows for personal development and growth. The
five factors of the extrinsic reward dimension include (1) convenience (the comfort and
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ease of the work); (2) compensation package (wages, benefits, job security); (3)
relationships with co-workers; (4) career opportunities; and (5) resource adequacy
(availability of tools, information, materials necessary to do the job).
Other factors that might affect the subjective experience of work include (1) an
aging effect: older workers have reduced expectations and may be more accepting of
unrewarding work; (2) cohort effect: for example, persons entering workforce since
1970s, are more highly educated, raised in an era that emphasised self-fulfilment, and
may bring higher expectations to the job; (3) life cycle effect: older people have family
and other outside interests that might compensate for dissatisfying work (Krahn &
Lowe, 1988:161).
Those who value their investment in human capital highly tend to expect higher
rewards. Younger workers, who tend to be more educated, tend to be less satisfied with
their jobs, perhaps because of higher expectations. However, because women tend to
devalue their investments, they frequently have lower expectations than men (Moore,
1992).
Working conditions, autonomy on the job, and promotional opportunities are all
factors that affect job satisfaction for both men and women (Reskin and Padavic, 1994)
but in determining job satisfaction "income is very important, if not the dominant
factor" (Riddell, 1986). Many female dominated professional careers, such as teaching
and nursing, have experienced an erosion of status in society while academic
qualifications have increased and wages have not risen in proportion to the higher
investment in education, giving rise to a strong feeling of inequity amongst those
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employed in these jobs (Moore, 1992).
According to James O'Toole (cited in Krahn & Lowe, 1988:162), "the placing of
intelligent, highly qualified people in dull and unchallenging jobs is a prescription for
pathology - for the worker, the employer, the society."
International Research on Women in the SEM
A study of fourteen European countries shows that levels of temporary
employment have increased since 1983.

In 1989, the percentage of all salaried

employees who were in temporary jobs ranged from a high of 26.6% in Spain to a low
of 3.4% Luxembourg (Natti, 1993). In European Community countries half of the
female temporary workers hold such jobs because they could not find a permanent one
(Natti, 1993) In Japan, 10% of employees work at temporary jobs (Green et al., 1992).
Natti (1993), in a study of temporary work in Nordic countries, found that
temporary work, for the most part, is a trap: connected with unemployment, typically
involuntary, and offering few opportunities for full-time permanent work. One out of
three temporary workers could not find permanent employment and 64% had been
unemployed in the previous five years.

The risk of unemployment for temporary

workers was four times that for permanent employees. More than half (57%) of all
fixed-term contracts were less than one year in duration and less than one third of
temporary workers had always been employed in the same occupation.

Half of the

persons (50.6%) employed in temporary work were between the ages of fifteen and
twenty-four. Between the ages of twenty-four and sixty-four, women are more likely
than men to be employed in temporary work.

Women formed 63.7 percent of all
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temporary workers in Sweden in 1989.
In France, Germany, and Spain, the increased use of temporary help has resulted
from new contractual reforms and the use of subcontracting in response to tight labour
regulations which protect permanent workers (Piore, 1986).
In Great Britain, 8% of the female labour force was temporarily employed versus
5% of the male labour force (Green et al., 1992). Fixed-term contracts are most likely
to be found in such services as education, health, and social services (Dale and
Bamford, 1988), areas where highly educated women often seek employment.

The

education sector alone is responsible for half the contract jobs in the public sector
services. Labour deregulation in Great Britain has been tied to the dismantling of the
public sector (Pollert, 1988).
In general, temporary/fixed-term contract work is associated with high levels of
unemployment and labour deregulation, is most frequently found in public services, and
is usually done by women.
Canadian Women in the SEM
Almost one third of the Canadian workforce is employed in non-standard work
(Duffy & Pupo, 1992:61; Krahn, 1991:37), and the low pay and benefits and the lack
of job security which characterize many non-standard jobs leads to increased economic
insecurity for the workers employed in them (Reskin and Padavic, 1994; Economic
Council of Canada, 1990). Women hold 53. 8 % of these non-standard jobs, but form
only 44% of labour force (Duffy & Pupo, 1992: 245). Thirty-five percent of Canadian
women in paid positions are employed in non-standard work (Green at al, 1992), and
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more than one in three jobs in education, health, and welfare industries are non-standard
(Green et al., 1992).

Forms of non-standard employment grew during the 1980s

(Hakim, 1990: 164), and it is obvious that women disproportionately filled those
positions (Green at al., 1992; Akyeampong, 1989).
Akyeampong (1989) found that temporary employees tend to be better educated
than permanent employees in similar positions, female, and work part-time. In 1986,
37% of female workers supplied by temporary help agencies had completed some form
of post-secondary education program, compared to 29% across all industries. Currently,
one in five is in a professional or managerial profession (Akyeampong 1989).
Women may be hired for temporary work, because it is assumed that women have
a secondary commitment to the labour market. As Armstrong and Armstrong (1990)
point out, the very fact that a woman is hired on a temporary basis will ensure it is the
case.
Fixed-Term Contract Work
Within the private sector, fixed-term contract work is typically found in small
businesses (Duffy and Pupo, 1992; Simon 1989). Duffy and Pupo (1992) found small
business more exploitive than larger corporations. Frequently, the use of fixed-term
contract labour is presented as a job creation strategy (Duffy and Pupo, 1992) or used
to provide numerical flexibility within the firm (Hakim, 1990). There seems to be no
statistic available on the percentage of Canadians who work as fixed-term contract
labour, but during 1986, 9.3% of all jobs in the United States were filled by contract
employees and that number is expected to rise (Sweeny and Nussbaum, 1989:62, cited
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in Duffy and Pupo, 1992:267).
Hakim (1990) suggests that many self-employed workers should also be
considered as labour, i.e. sub-contracted labour. These contactors and subcontractors
offer employers the same advantages as other forms of non-standard work. Managers
can contract small businesses in place of full-time permanent employees, thus reducing
costs and making their firm more responsible to changes in demand (Fevre, 1991).
Fixed-term contact work is most frequently found in health, education and welfare
occupations (Dale and Bamford, 1988). One quarter of all fixed-term contracts are in
professional occupations, mostly in the public sector, and the use of self-employed subcontractors on a fixed-term basis is particularly prevalent in the public service sector
(Fevre, 1991).
Although some workers may prefer contract work because of the autonomy and
variety it offers them, they often pay for the flexibility they enjoy in terms of reduced
income, primarily as a consequence of the work not being permanent (numerical
flexibility) and reduced wages (pay flexibility).

If the worker tries to make up the

difference by taking multiple jobs he or she gives up the benefits of being "flexible"
and might as well be permanently employed (Fevre, 1991). In addition, there can be
reduced income when one is out of work since unemployment benefits and pensions
depend on income earned prior to the loss of a job (Fevre, 1991; Purdy, 1988).
Although fixed-term contract workers do not necessarily receive low wages, during
times of recession they are in a vulnerable position and bear a disproportionate share
of the risk of unemployment (Rubery and Wilkinson, 1981).
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Dale and Bamford (1988) found that the primary reasons women contract workers
age 25 to 49 gave for being temporarily employed were: (1) the job included training 2%; (2) couldn't find permanent work - 34%; (3) didn't want permanent work - 32%;
and other reasons - 32%. Besides being risky for those employed as fixed-term contract
workers, the very presence of contract work in the labour force may undermine the
long-term returns to labour by contract workers' evasion of collective controls on
employment conditions, and the fragmentation of the labour force (Rubery and
Wilkinson, 1981). Obviously, unions resist contract work because it circumvents the
collective agreement, divides the workforce, threatening job security (Duffy & Pupo
1992:221; Rojot 1992).
On the other hand, the strategy of using collective bargaining to convert
secondary jobs into primary one is blocked by growing employer and
government antagonism, concerted attacks by the political right, and shifts in
industry composition and competition which sap traditional union organizing
efforts (Carre et al, forthcoming).
Why Contract Work?
Duffy & Pupo (1992) look at three explanations for changes in traditional work
patterns: (1) supply-side explanations: workers (esp. married women) want changes
away from traditional employment i.e. want more flexible hours of employment; (2) the
demand-side (structure) perspective: employers are creating non-standard jobs as a way
of increasing profitability; and (3) business cycle explanations: during high levels of
unemployment, workers are forced to accept non-standard work. Only when employees
are in demand can they insist on full time permanent employment (Duffy and Pupo
1992).
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Hakim (1990) found that for the majority of employers (62%), the main reason
for using temporary employees is to match staffing peaks and to help reduce overhead
(demand side/structural explanation). They believe that "self-employed" workers are
more productive than permanent employees, and that workers prefer to be "selfemployed" (Hakim 1990:173). Belous (1989:68) suggests that economic forces, rather
than sociological ones, contributed to the growth of non-standard labour in the United
States during the 1980s, as product market conditions, costs, and productivity became
the primary concerns for employers.
Employers justify the need for increased labour flexibility by citing the need for
increased competitiveness and its potential for job creation (Walsh, 1990; Hakim, 1990;
Belous, 1989; Lane, 1989)
substantiated.

However, Lane found that these claims could not

In reality, a revolving door of short term employment is followed by

periods of unemployment for the worker. Some American managers held the view that
growth of the contingent or periphery work force resulted in greater social equity. They
believed that it was more honest to promise only what one can deliver: protection, even
in times of recession, for a small core of workers. They further argued that increased
flexibility could add to the freedom of millions of Americans and make it possible for
older people to remain in the workforce (Belous, 1989).
Walsh (1990) found similar rationalization in his study of flexibility in the private
service sector. Generally, part-time, temporary, and casual work was confined to the
lowest graded jobs, such as chambermaids and cashiers, and these peripheral positions
were normally filled by women. Full-timers and men were normally hired for higher-
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grade positions.

Employers justified the use of peripheral labour by the need for

numerical flexibility, or the need to match the number of staff to the demand for
service; and the need to minimize labour costs. Personnel officers explained differences
in basic pay rates on the basis of skills demanded. Cleaning services and cooking were
seen as "suitable for a woman" based on their traditional domestic responsibilities.
According to Walsh, it is the belief that these basic skills are natural and thus do not
require any further formalized training (such as apprenticeship) that allows employers
to designate these jobs as unskilled and low graded. Employers often hold the view
that peripheral workers are less committed to the organization, often despite explicit
recognition of their reliability (Walsh, 1989: 526). Convenience of hours, not the rate
of pay, were seen by employers as the chief benefit to periphery workers.

Walsh

concludes that, at least in the private service sector, different policies toward different
categories of labour is a "convenient and cost effective way of organizing labour and
of controlling costs."
The benefits of increased labour flexibility and the use of non-standard labour
accrue mainly to the employers, primarily in the reduction of labour costs (Reskin and
Padavic, 1994, Armstrong and Armstrong, 1990, Akyeampong, 1989.) According to
Sengenberger (1981), during periods of expanding economies and full employment,
employers offer opportunities for jobs and career advancement in the internal labour
market.

Under these conditions, employers are subject to pressures for increasing

wages, and offer internal training courses to their workforce.

A shortage of labour

brings marginal workers, such as unskilled homemakers into the labour market. During
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periods of recession, the boundary lines between permanent and peripheral workers
becomes blurred. There are reduced opportunities for recruitment from the marginal
workforce to the permanent workforce. Employers use increasing selectivity in hiring
and firing, resulting in three classes of labour: (1) a primary labour force with secure
employment, (2) a secondary segment of workers which is cyclically vulnerable and
usually hired for unattractive jobs, and (3) a "tertiary" segment consisting of the hardcore unemployed. Jobs, and their ensuing quality, ultimately depends on the employers'
need for workers (Reskin and Padavic, 1994).
Peripheral workers can be hired as demand increases and laid off during slow
periods. As non-permanent, non-full-time employees, they are often denied the same
rates of compensation in terms of wages and benefits to which core workers are entitled
(Walsh 1990; Hakim, 1990; Belous, 1989; Lane, 1989;). Employers are trying to
reduce employment in the expensive primary sector by creating more non-standard jobs,
that is, more jobs in the secondary sector, and more jobs for women (Armstrong and
Armstrong, 1990) In addition, when workers are hired on short-term contracts, the
employer has an opportunity to screen the labour force before hiring on a permanent
basis (Lane, 1989).
Because many of these workers are regular casual labour, employers benefit from
(1) reduced discipline problems (because workers can be terminated at any time); and
(2) experienced staff at minimum cost (Walsh, 1990). At the same time, employers can
counter the strength of organized labour through the use of labour-only sub-contractors,
such as home-based businesses and fixed-term contract workers, and other forms of
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non-standard labour (Jenson, 1988; Purdy, 1988).
Employers gain the benefits of wage flexibility partially because of the low rate
of unionization among non-standard workers. Non-unionized part-timers earned, on
average, 80.6% of what unionized part-timers earn and only 63% of non-unionized fulltime employees and 42% of unionized full-time employees (Duffy and Pupo 1992: 156157). Since a large portion of part-time work is temporary, seasonal, casual, or shortterm contract, employers also gain numerical flexibility, hiring part-time workers to
cover times of high productivity, then laying them off as the demand for the product
or service falls.

Functional flexibility is associated with labour intensification and

deskilling as full-time jobs are broken down into part-time or "contract" work, and
automation replaces expertise. The result is much less job security for most workers
and none for the "self-employed" who hire themselves out on short-term "per project"
basis.
Employers object to legal guarantees of benefits to non-standard workers (Duffy
and Pupo 1992:162). The Canadian Chamber of Commerce supports a freeze on the
extension of benefits to non-standard labour while the Canadian Manufacturers'
Association warns that the extension of benefits will result in job loss (Duffy and Pupo
1992:162). A study by Frank Reid (1983: cited Coates 1988:67) shows that the direct
costs of prorating benefits (Canadian Pension Plan, unemployment insurance, worker's
compensation, holidays, vacation, private pensions, life and health insurance, sick leave,
personal leave, maternity leave, shift-work deferential pay, severance pay, and
retirement allowances) varies widely depending on the number of hours an employee
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works per week. For employees working less than 12 hours a week the direct costs to
employers amounted to 25 per cent of the employees' wages. Reskin and Padavic
(1994, 168) estimated that employers could save between 20% to 40% of the costs of
permanent, full-time employees by hiring non-standard labour.

Labour Canada

estimates that the cost of extending benefits to temporary workers is 9.4% of their
wages (Coates 1988:67). The vast majority of employers (approximately 75%) believe
extending benefits to temporary workers is impractical (Coates 1988:69).
Ann Duffy and Norene Pupo examine in detail the benefits and costs of part-time
employment for women in the 1990s in their book Part-Time Paradox: Connecting
Gender, Work & Family.

What their study revealed was a rapid growth of part-time

labour in the 1980s. Part-timers now form 15.4% of the total Canadian workforce, and
of the total female workforce, 25.2% are part-time workers. In British Columbia, the
percentage of the female labour force that works part-time rose to 29.8% during the
1980's (p. 46). In 1989, only 27% of employed women with pre-schoolers worked fulltime; the rest held part-time jobs (47). Up to one third of part-time jobs are in fact
temporary jobs (p. 64), many offered through temporary help agencies (p. 65). Unless
the part-time employee has a fixed number of hours of work per month, there is a 44%
chance that she works on an "on call," or casual basis (p. 64).
Lane suggests that there is a possible cost to employers: attempting to remain
competitive by using a peripheral labour force may seem effective in the short term, but
it could prove to be a case of "penny wise and pound foolish." In the long run, she
argues, the corporation might be better served by increased investment in technological
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change and increased commitment to a highly skilled core workforce.
Women Academics as Fixed-Term Contract Workers
Academics hired on a contractual basis have less security than their full-time
counterparts, while their employers have more flexibility. Universities and colleges can
hire or fire contract faculty as needs dictate, or the job can be eliminated (Duffy and
Pupo, 1992:150).
A study of 191 female academics at York University in 1988 by Katherine Lundy
and Barbara Warme (1992) looked at how women academics get on the part-time,
fixed-term contract work track. They conclude that women were more likely to believe
their gender affected their career decisions than men, and that academic women were
more likely than academic men to be hired on a contract (that is, part-time) basis
(p.257). Lundy and Warme found that, in general, women complete their education at
a later age, and that female contract workers were slightly older than their male
counterparts (p. 262).

Over 61% of women reported they had to interrupt their

academic training. Women were almost twice as likely to interrupt their academic
training because of domestic responsibilities as their male counterparts (52.4% cent vs.
23.5%), and were five times more likely than men to interrupt their training because of
their partner's work (7.6% vs. 1.5%) (p. 262).
Less than 10% of academic men, but more than four times as many women
believed that gender affected their career decisions (9.2% vs. 45.3%) (p. 263). Women
were four times more likely not to complete their dissertations because of domestic
responsibilities (11.6% vs. 2.7% for men) and almost five times more likely to have
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given priority to their partner completing his education (5.3% versus 1.1% for men) (p.
263). No man cited the transfer of his partner as a factor affecting career decisions but
5.3% of women did (p. 263). Women were more likely to cite gender as affecting
career opportunities. For women, domestic responsibilities extended the length of time
required to complete qualifications (25.8% vs. 4.4% for men) (p. 264). While no male
respondent had interrupted his career to stay with his children, 14. 2% of women
academics had (p. 264). Women academics with a doctoral degree are more reluctant
to be contract workers and less likely to opt voluntarily for part-time work (59.5% vs.
40.5% of women with lesser degrees) (p. 266). Contract faculty, both female and male,
found they were marginalized within the university system, and since only full-time
faculty are required to do scholarly activity at York University, and it is assumed that
contract faculty only teach, no record is kept of contract faculty members' research and
publications. Contract faculty were often not given even minimal support enjoyed by
full-time faculty. Over 40% reported lack of access to an office or a telephone, while
more than 56% reported the lack of secretarial assistance for scholarly activity (p. 267).
Almost 75% of women contract faculty members were satisfied with the intrinsic
rewards of teaching, but only 38% satisfied with their status as part-time faculty. Many
felt marginalized and exploited, and were clearly resentful of "the perceived inequities
of part-time status, both in terms of material rewards and in terms of exclusion from
the collegium" (p.269), believing they were hired to maximize the flexibility of the
university, and to allow specialized programs to be economically introduced with no
long term commitment, and economy.

The difficulty for women contract faculty
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members is that "not having a full-time job in the first place increases the likelihood of
never obtaining one" (p. 267).
Involuntary Participation in Non-Standard Work.
There has been a significant growth in increase of involuntary part-time work
since 1975 (Jones et al, 1990; Akyeampong, 1987).

In 1986, women ages 25-34

formed 41% of all involuntary part-timers (Akyeampong, 1987)

Duffy and Pupo

(1992:68) found that many Canadian women, even those with small children, would
prefer permanent, full-time employment. During the 1980s, one job in every ten created
in Canada was involuntary non-standard work.
Duffy and Pupo (1992:65) believe a "crucial distinction" must be made between
voluntary and involuntary part-time employment. The voluntary part-time employee
chooses part-time employment because the benefits of reduced work hours outweigh the
costs in terms of lower wages, reduced benefits, less job security, and less opportunity
for training and advancement.

However, women with young children experience

considerable limitations in their choices, because of the financial necessity to work, and
the absence of affordable quality daycare. It could be argued that their choice for parttime employment was not really voluntary and that a woman's choice of part-time work
is both the consequence of and supportive of "patriarchy, power structure, and the
family form" (p. 81). Men can remain the head of the household and the primary
source of income, while employers gains the benefit of womens' labour, usually at a
reduced cost. Women's unequal position within the family, and the fact that most jobs
available to women continue to be in the female job ghettos of clerical and service
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work, cause many women to choose part-time labour instead of the "double-day" of
full-time work and full-time domestic work. Women who have switched from full-time
employment because of time constraints see part-time employment as "the best of both
worlds" in the sense that they remain in the workforce, have some income, and have
more time for other things such as family (p. 134). Thus the paradox: part-time work
can be simultaneously beneficial if it helps a woman cope with the many demands
placed on her by her family obligations, and detrimental if it offers that same woman
lower compensation in terms of benefits and wages and less opportunity for training and
advancement than her full-time counterparts.
Many women part-timers, even those with small children, would prefer full-time
work. Over one third of the growth in part-time employment during the 1980s was
involuntary part-time. One job in every ten created in the 1980s was "involuntary parttime work" (Duffy and Pupo, 1992: 68). Since 1975, the percentage of involuntary
part-timers that could not find full-time work has doubled from 11% to 22.2% in 1989
(p.67).

Between 1975 and 1986, involuntary part-time employment increased by

375.4% while full-time employment rose by 15.2% and voluntary part-time employment
grew by 41% (p. 148). For women aged 24-44, involuntary part-time employment rose
from 16% in 1981 to 26% in 1989 (p.69). Women constitute 71% of involuntary parttimers, and 84 per cent of these women were married (p. 148). Duffy and Pupo believe
the "growth in the number of involuntary part-timers is an indication that there are few
options rather than a range of choices for workers in most fields (p.86). The percentage
of involuntary employment increases as the economy declines (p.70). In 1990-91,
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83,000 full time jobs were lost, but 27,000, mostly involuntary, part-time jobs were
created (p.240).
Duffy and Pupo believe that the growth in part-time labour is not a result of
women's demand for it but a consequence of changes in the "structural features of the
labour market" particularly the increased demand by capital for flexibility. All three
forms of flexibility (numerical, wage, and functional) are achieved in those sectors of
the economy where women workers predominate (such as the service sector) by hiring
women as part-time labour. Once hired, women part-timers frequently find their hours
extended to the equivalent of full-time work, but without the benefits. Where male
workers predominate, flexibility is more likely to be achieved through the use of overtime.
Compensation
Persons working as non-standard labour do not receive the wages or benefits of
regular full time employees (Duffy and Pupo, 1992:147), and extending pensions to
non-standard labour is considered the most expensive cost to employers (Duffy and
Pupo, 1992:163). This particularly affects women, who typically live longer than men;
the lack of adequate pensions contributes to the feminization of poverty (Duffy and
Pupo, 1992:164). Employers have suggested that pro-rating benefits to non-standard
labour would result in increased unemployment levels (Coates, 1988:67).

When

companies offer cash in lieu of benefits, the amount is usually not commensurate with
the benefits provided to permanent full-time labour (Duffy and Pupo, 1992:164).
Employers often justify the reduced benefits and lower wages paid to women for non-
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standard work by claiming such work is attractive to women, the primary benefit being
the convenience of hours as compared to permanent full-time hours of work (Walsh,
1990). The different categories of work become a "convenient and cost-effective way
of organizing labour and of controlling costs" (Walsh, 1990: 523). Employers may
deliberately avoid legal obligations to pay benefits to employees by hiring on a
contractual basis (Duffy and Pupo, 1992).

Labour legislation typically addresses

traditional labour relationships but may overlook the needs of non-standard employees:
The use of non-standard forms of production and employment enables
employers to increase the degree to which labour is commodified. The wages,
conditions, work tasks, job security, etc., of non-standard workers are exposed
to the direct and unmeditated effects of market forces and managerial authority.
They lack the protection afforded by statutory rights, work rules embodied in
collective agreements, custom and practice, or simply the capacity to organize
(Purdy, 1988, 150-151).
Employers may even use contract work as a legal loophole that allows them to
circumvent pay-equity legislation (Cuneo, 1990).
Robert Allen (1986) has an interesting interpretation of compensation packages.
According to Allen, workers have learned the "wrong" preferences. As work became
more and more routine in the early stages of industrialization, workers put more
emphasis on income rather than job satisfaction.

If more challenging jobs became

available, employees would learn to put more weight on job satisfaction rather than
wages and benefits. Employers would have to compensate only those with boring jobs
with more money. W. Craig Riddell (1986) has an alternative view: workers know
what they want (better income!) but this differs from what intellectuals think workers
should want.
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Duffy and Pupo (1992) believe that a redefinition of work is needed as a result
of the shift away from goods producing jobs to jobs in the service sector, and to address
the working conditions of non-standard employment (part-time, temporary, and selfemployment, etc.) that now forms 33.8% of the jobs in Canada (p. 239). They believe
that such a redefinition would enable women to avoid both employment in involuntary
part-time positions and continued economic dependence on others.

Economic

dependence can leave women vulnerable to oppression, including physical abuse from
their partners (p.258).

G. The Future
The Economic Council of Canada (1990) predicts that the labour market of the
1990s will have six characteristics. First, there will be a slow growth in the workforce
which will have an older age profile. Second, there will be increasing employment in
the service sector.

Third, there will be more work with a high knowledge level.

Fourth, "good" jobs will be concentrated in larger cities. Fifth, there will be continuing
growth of non-standard forms of employment.

Finally, there is the possibility of

widening disparities in the quality of jobs and in the degree of economic security they
provide for workers.
Researchers believe that contract work is likely to proliferate over the next few
decades (Duffy and Pupo, 1992; Beck 1992; Jones et al., 1990). Hakim (1990) suggests
that in the future those corporations whose labour strategies are consciously based on
the use of non-core workers (as opposed to the majority of employers who do so only
as the need arises) will continue to do so, primarily hiring self-employed specialized
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workers where their skills/knowledge are required by projects. She also believes that
there may be a narrowing of the gap in compensation rates between core and peripheral
workers in the 1990s. Fevre (1991, 70) is less optimistic:
So long as those employers who use non-standard forms of work regard labour
as a cost that must be reduced, rather than a resource which must be valued,
there is a danger that employers will neglect to improve non-standard jobs.
Instead the 1990s may bring high labour turn-overs and labour shortages to such
employers while the prospect of good non-standard jobs remains tantalizingly
out of the reach of most workers.
Lane (1989) suggests that changes in labour laws that facilitated the development
of a flexible labour force will be difficult to change, and expects that the use of
peripheral labour will continue in the long run.
Depending on government policies the growth of flexible labour markets could
result in continued greater inequality and a continued division of labour (Reskin and
Padavic, 1994; Duffy and Pupo, 1992). The service sector jobs that most women hold
are expected to either become deskilled or to shift to contingent status (that is,
employment will depend on employers' need for labour) (Reskin and Padavic, 1994).
The compensation gap between men and women will decrease primarily as a result of
the decline in men's wages rather than women's increase in pay (Reskin and Padavic,
1994).
Women in management positions will also face difficulties. Reskin and Padavic
(1994) give three reasons why there will be fewer opportunities for job promotion for
these women in the future. First, the glass ceiling has trapped many women in middle
management - positions that are being eliminated with economic restructuring.

The

elimination of middle management positions destroys the job ladders that lead out of
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lower level jobs. Second, women tend to concentrate in job areas that are not crucial
to the survival of the company, such as personnel and public relations. Third, as higher
level jobs require up-to-date training and skills, employers are more likely to prefer
newly-trained graduates from outside the firm.
This transformation of the workforce is seen as part of a longer term process of
change in response to changing economic circumstances (Marsden & Thompson, 1990;
Picot et al., 1990). However, women's responsibility for domestic work is expected to
continue to limit their participation in the standard workforce as they schedule hours of
work to accommodate demands in other areas of their lives (Eyraud 1992; Duffy and
Pupo 1992; Jones et al., 1990). Recent increases in the percentage of domestic labour
by males is primarily a result of women either leaving tasks undone, or hiring others
to do the work (Reskin and Padavic, 1994). In other words, the sexual division of
labour between men and women ensures that women will continue to have the primary
responsibility for unpaid domestic work. A more equitable division of domestic work
depends on the ability of women to insist that their partners do their share. This in turn
depends on equal pay cheques and equal job status (Reskin and Padavic, 1994).
Armstrong and Armstrong (1987) are not optimistic that this will happen in the
near future. Women's economic needs will increase, as a result of having children,
while support from men and governments will decrease. Opportunities for full-time,
meaningful paid employment will decrease while at the same time unpaid employment,
both domestic and volunteer, will increase.
Piore (1986) foresees extensive unemployment of specialized workers and
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continual wage cuts on a large scale. Increased social inequality, may, in turn, trigger
social unrest and dissension and an expansion of the underground economy (Duffy &
Pupo, 1992:247). In order to avoid anarchy in the labour market, Piore (1986: 165)
suggests that a new structure set of relationships between labour and management be
established in a deliberate and reasoned way rather than have them "emerge in a
political reaction after relationships have become embittered."
According to Beck (1992:145) the future is a:
risk-fraught system of flexible, pluralized, decentralized underemployment,
which, however, will possibly no longer raise the problem of unemployment in
the sense of being completely without a paid job.
Jones et al. (1990:47) talk of a shrinking middle class and a future society characterised
by a small core of privileged workers in permanent, secure employment and an
"increasingly feminized, sub-middle class working in one unsheltered job after another."
Walsh (1989: 527) believes that unless there is a corresponding change in wider social
relations, peripheral labour positions, which usually involve low pay and low status,
will continue to be filled "by groups whose social status is also low, multiple job
holders, overseas workers, students, and women."

Belous (1990) suggests that

increased labour flexibility, while necessary for industry to remain competitive, is
acceptable only under conditions of increased flexibility in social welfare programs such
as portable pensions and increased state supported benefits.

H. Critique of the Validity of Theory and Research Literature
Sociologists and economists discuss human capital in terms of investment and
return on investment. Employers benefit from high levels of human capital in terms of
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increased worker productivity and employees benefits in terms of increased income.
Unfortunately as a theory, it is primarily based on the experience of white males, a
group for which there is some evidence that greater education and earnings are
positively related.
Human capital theory does not, by itself, explain why some highly educated
women find themselves in temporary/fixed-term contract work, or why women are
concentrated in certain fields of study. Bowles and Gintis (1975, 1976) argue that
human capital actually consists of all those features that employers desire, including
race, gender, and education level. The level of education, they argue, has little to do
with productivity, and more to do with appropriate socialization for the job. If this is
the case, then FUGs should not be at risk of being employed in the secondary sector
of the labour market; they have the right "credentials" for the more secure jobs found
in the primary sector unless, of course, one of the necessary credentials is being male.
Women tend to concentrate in areas of study such as education, nursing, and
social work, that will lead to employment in those industries most likely to use
temporary labour: educational, health, and welfare. The question becomes: Are these
industries most likely to use temporary labour because of the nature of the work or the
nature of the employees?
Armstrong and Armstrong (1990:62-64) criticize labour market segmentation
theory for its failure to explain (1) how different labour markets come into existence
and (2) how women come to be slotted into particular jobs. Instead, they argue, labour
market segmentation theorists blame sex discrimination on employers' perceptions of
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the characteristics of men and women.

The Armstrongs acknowledge that labour

market segmentation theory has "exposed many of the links between women's domestic
and wage labour, offered some explanation for why jobs in the market are segmented,
and developed some approaches that recognize that people are active in making history"
(1992:64). However, they claim it offers no explanation of why women are paid lower
wages for doing work similar to their male co-workers in same sector, and does not
consider the relationship between household and formal economy.

Kenrick (1980)

believes that basic model of labour segmentation ignores that fact that although primary
core jobs are usually held by adult males, they become the norm of behaviour. As a
result, the secondary market's characteristics have come to be seen as negative.
Labour segmentation theory can also be criticized for making too sharp a
distinction between the primary and secondary sectors. It is no longer possible, (if it
ever was), to define "core" work in the primary sector as "skilled."
It is now commonplace to observe key skills, such as draughting, design, and
systems analysis and programming can be and are brought in on a subcontracting basis, and are often not part of the stable employment core. But
more widely, the judgement of which skills are "core" is crucially complicated
by the fact that "skill" is socially constructed and gendered (Pollert, 1988, 297298).
There appears to be an increasing number of highly educated workers who do not
enjoy the high wages and extensive benefits of the primary sector, but instead find
employment of the type usually associated with the secondary sector. Usually this
means less compensation (either in wages or benefits) than full-time permanent staff for
the same work, and less job security.
The literature is split between support for and opposition to the current
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transformation of the labour force towards greater flexibility, and depends to a large
degree on the author's ideological background.

Those who favour full-employment

policies are more likely to see the growth of flexible labour markets as the most current
form of exploitation of workers by capital. They tend to view the abandonment of fullemployment policies as a capitulation to the demands of business (McBride 1992; Lane
1989). Others, such as Anna Pollert (1988) argue that not much has really changed in
the labour market; employers have always sought to minimize costs by the use of
numerical flexibility, especially in a slack labour market.
On the other hand, some see a flexible labour market as a necessary component
of a competitive national economy (Bourgeault 1989).

The need for increased

competitiveness in the global market is often cited as a primary factor contributing to
the necessity for a flexible labour force.
In general, the literature on women and work focuses on the experiences of
clerical workers and other lower-end service workers. There is limited discussion of
highly educated women and their experience of work, yet, like other middle class
women, they are not exempt from wage gaps, job segregation, or the "double day" of
labour (Asner, 1993).
Discussions of women and education tend to focus on rates of attendance, fields
of study, and levels of education attained. There is little analysis of the usefulness of
a university education for women when they enter the job market, or how their
educational choices will affect career trajectories.

In addition, most of the literature

focuses on traditional students, despite the fact that women experience disruptions in
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their education, just as they do in their employment.

I. Summary of What is Known and Unknown About SEM
All forms of non-standard labour, including fixed term contract labour, have been
increasing since the early 1980s, at a rate significantly higher than the increase of
standard labour during the same time period (Duffy and Pupo 1992; Jones et al 1990,
Economic Council of Canada, 1990). This is the result of a number of converging
factors.

First, advanced communications

transportation

allowed multi-national

technologies and cheaper forms of

corporations to export jobs to overseas

subsidiaries. Second, both private corporations and government civil service and public
corporations underwent restructuring and rationalization of the labour force, although
for different reasons.

Private firms, facing increased completion in the global

marketplace, and a difficult local economy, seized on numerical and wage flexibility to
increase productivity. Governments have been eager to be seen as "seriously attacking"
the problems of the deficit and the number of persons on government and public
corporation payrolls. At the same time, employers (both private and public) enjoyed
a slack labour market, a result of high unemployment, primarily caused by changes in
the demographics of the labour force, the transferring of jobs over-seas, and the
employment of temporary rather than permanent workers. More people were competing
for fewer jobs, a result of the baby-boom, more women entering and remaining in the
workforce, and technological changes that made jobs redundant.
The history of labour in the twentieth century has been one of "contested terrain"
as management and labour strove to get the upper hand in determining wage levels and
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working conditions (Edwards, 1979). In the post-war boom, a time of a tight labour
market, employers had offered high wages to attract workers and benefits, along with
on-the-job training and opportunities for internal promotions as incentives for workers
to remain with the firm.

After 1974, high levels of unemployment put potential

employees in competition for the few jobs available. Employers no longer needed to
volunteer high wages or benefits.

At the same time, the shift from Keynesian

economics to monetarism gave business leaders the ideological justification

for

corporate decisions that led to the increase of involuntary non-standard work, including
fixed-term contract work, while at the same time eliminating permanent full-time
positions.
The rate of participation of women in the labour market has also increased since
the mid-1970s, particularly in non-standard labour (Duffy and Pupo, 1992; Jones et al.,
1990; Krahn and Lowe, 1989). At the same time, more women were (and continue to
be) graduating with university degrees (Krahn and Lowe, 1989, Guppy et al., 1987).
What is not known for certain is the percentage of Canadian women who are in fixedterm contract employment, and what percentage of these are university graduates.
However, 35% of women employed in the educational, health, and welfare industries
are temporarily employed and 70% of these jobs require a university degree (Green et
al., 1992). Studies of academic women indicate that a high proportion resent fixed-term
contract employment, and it is reasonable to suspect that other highly educated women
may hold similar views.
It is clear that transformations within the labour market are expected to have
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negative consequences for women, and that women are disadvantaged when seeking
permanent employment because of issues relating to gender, and inadequate or
inappropriate forms of human capital. It is not clear how the women themselves will
respond to employment that requires a high level of education and/or skill but is still
fraught with the risk of job loss, lowered levels of annual income, reduced or no
benefits, and the loss of predictability.

J. The Contribution This Study Will Make to the Literature
This study looks at an area of women's participation in the labour market that has
not been extensively studied before. By studying the subjective experience, material
conditions, and career trajectory/ambitions of highly educated women in fixed-term
contract labour, I hope it will offer some insights into the implications current
transformations of the labour market will have on highly educated women employees.
Quantitative data will demonstrate what factors, if any, influence these women's
educational choices and career opportunities.

The findings of this study will be of

particular interest to those in the fields of education, human resources and personnel,
labour relations, gender issues, and social policy.
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CHAPTER 3
RESEARCH DESIGN

No social study that does not come back to the problems of biography, of
history and of their intersections within a society has completed its intellectual
journey.
C. Wright Mills,
The Sociological Imagination (1959:6)

A. Research Questions
In addition to the three prepositions discussed in Chapter 1 (pages 8-9), I wish
to explore the following research questions:
1.

Do FUGs prefer fixed-term contract work?

2.

Would FUGs prefer a full-time permanent (core) job?

3.

What are the life/career ambitions of FUGs employed in the SEM?

4.

Do FUGs believe employment in the flexible workforce will help or hinder their
career advancement?

5.

Is career advancement important to FUGs employed in the SEM?

6.

Do FUGs employed in the SEM feel exploited or fortunate?

7.

Do FUGs feel women are particularly targeted for employment in the SEM, or do
they believe that both men and women are equally likely to be hired as contract
or temporary labour?

8.

Are there gender situational conditions that make FUGs more vulnerable to, or
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more desirous of, fix-term contract work?
9.

Do FUGs believe their gender affected educational goals, career goals, career
opportunities?

B. General Method
To answer these questions I used two approaches: secondary data analysis of two
Statistics Canada Surveys and intensive interviews of 20 FUGs employed in the SEM.
This second method was chosen because it has the possibility of providing "rich,
detailed material" that would be missed in a strictly quantitative study (Lofland and
Lofland, 1984:12). According to Chester and Grossman (1990: 5):
Data generated through the government census bureau and social science
research centres . . . are often used to imply that women's lot as workers has
been improved greatly with regard to opportunities, conditions, and pay...
[creating] a false optimism about women worker's experience... Research is
needed, therefore, that looks for a deeper understanding of women workers'
realities by including the meaning women make of their own experiences.
Several university-educated women known to me were either presently working
for employers on fixed-term contracts, or have done so in the last three years. They
agreed to allow me to interview them in depth about their experiences as fixed-term
contract workers and to contact other women employed under similar circumstances
about the possibility of being interviewed (snowball sampling).
I analyzed the data with the intent of discovering stages or patterns in the lives
of the women in relation to internal influences within corporate structures, and general
external influences such as life cycle demands, societal expectations for women, and
transformation within the structure of the labour market.
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Because I wished to place the experience of the women within a broader context,
I analyzed quantitative data on women with university degrees hired as temporary
labour from the 1989 General Social Survey - Cycle 4: Education and Work (Statistics
Canada, 1990) and the Follow-up of 1982 Graduates (Statistics Canada, 1989). The
data from these surveys give some indication of how widespread temporary employment
is for highly educated women as compared to the general population.

In addition,

information was available on educational issues, such as field of study, and
demographic data, such as marital status.

C. Specific Procedures
Field Interviews
Interview candidates were either known to me, or known to a respondent who
would have already discussed the project with the candidate.

Following standard

procedure, interview candidates were contacted first by a letter (see Appendix D). The
letter was followed by a phone call in which I introduced myself and the project, and
set up a convenient time to do the interview. Whenever possible, I phoned again the
evening before and confirmed the date, time, and place of the interview.
The interviews were tape-recorded with the permission of the respondents and
conducted with a fresh interview guide each time. Each interview guide included a face
sheet and post-interview comment sheet (see Appendix C).
Secondary Data Analysis
The variables I selected from the 1989 General Social Survey - Cycle 4:
Education and Work focused on: (a) seven variables on education: By including the
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variable on highest level of education attained, I was able to selectively analyze data
for general populations or specifically those who completed a university degree.
Because I was interested in why women go to university in the first place, I included
a variable which asked why the respondent choose his or her field of study.

In

addition, data was available on the respondent's general satisfaction with his or her
education; (b) thirty-eight variables work and occupations: They include such variables
as job satisfaction, benefits available, hours of work, number of months work per year,
occupation worked at, industry worked in, union membership, job security, and
occupational class. The variable for type of employment included eight different values
which I collapsed into three categories:

permanent employment,

temporary

employment, and self-employed.; (c) twelve different variables concerning demographic
data: These include the sex, age, marital status, and personal income of the respondent,
as well as variables concerning household size, household income, living arrangements,
and age of children.
I then discovered that the sample of university women employed in temporary
work) totalled only 37 women. Although this was 8 percent of all university educated
women respondents to the survey, this low number caused me to question whether the
sample was large enough to generalize to a larger population.
In general, I tried to select variables from the Follow-up of 1982 Graduates that
were very similar to those in 1989 General Social Survey - Cycle 4: Education and
Work, so that comparisons could be made between the different populations.

This

second survey was useful in that the sample included 677 female university graduates
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temporarily employed.
I analyzed crosstabulations on all nominal variables using type of employment
(permanent, temporary, or self-employed) as the independent variable and controlling
for sex.

Primarily, I was comparing the rates of men and women employed in

temporary work, for the general population and for university-educated persons. In
addition, I looked at other variables that may be associated with women working in
non-standard labour such as age of children, living arrangements, and age of
respondent.
D. Research Sample
Field Interviews
I interviewed Canadian women with university degrees hired either in the present
or in the last three years as fixed-term contract labour. This included women who
are/were officially "self-employed" but were performing work traditionally done by fulltime, permanent staff.
The number of interviews was originally to be restricted to a maximum of
twenty, but two additional women were interviewed because I was unaware that they
had not acquired a university degree until their interviews had started. Rather than end
their interviews, I decided to continue. Both of these women have held high paying
permanent full-time middle management positions in the past. Now in their early 50s,
they both are "self-employed" doing contract work for firms.

Because they lack

university degrees, they are not included in the sample total of 20. However, because
they both offered interesting insights into the experience of older women in the
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changing labour market, they will be discussed separately.
I contacted the respondents through either personal acquaintance or through
snowball techniques. Of the 22 women interviewed, the majority lived in the interior
of British Columbia. This was primarily for ease of access. My primary residence is
in the British Columbia interior, but it was possible for me to do interviews in the
Vancouver area whenever necessary.
I used a purposeful sampling strategy. Purposeful sampling, unlike probability
sampling, does not depend on selecting a truly random representative sample:
The logic and power of purposeful sampling lies in selecting information-rich
cases for study in depth. Information rich cases are those from which one can
learn a great deal about issues of central importance to the research . . .
(Patton, 1990: 169 emphasis in the original).
I wanted to explore how education, work experience, family responsibilities, and
gender roles influenced FUGs experience of employment in the SEM.

I selected

women for my sample who a range of educational levels and fields of study, work
experience, and family responsibilities.

In addition, they represented different age

groups. Thus, the sample for this study was selected to illuminate variations among
women and their opinion of fixed-term contract work. The emphasis of the qualitative
data will be on understanding, not prediction or generalization.
The twenty women with university degrees ranged in age from twenty-three to
forty-eight years old. Seven of the women started their university education in the
1960s, six in the 1970s, and seven in the 1980s. Three of the women completed their
last degree in the 1960s, one in the 1970s, eight in the 1980s, and eight in the 1990s.
Thirteen women had completed a degree at the Bachelor's level, six at the Master's
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level, and one at the Ph.D. level.
Of the twenty women with degrees, ten of the women were married, and of
these, nine had dependent children. Five of the women were divorced. Of these, one
had never had dependent children, one had two children who lived with her ex-husband,
two were single mothers whose children are now grown, and one was a single mother
with a dependent child. One woman was separated from her husband and at the time
lived common-law with another man. She had three dependent children. Four women
were single (never married) and of these, one had a dependent child.
Fifteen of the twenty stated their ethnicity was British descent or mixed British
descent. Three stated they were of northern European descent; one was Metis, another
Jewish. One woman (of European descent) said her ethnicity was Canadian.
Seven of the twenty stated they had no religious affiliation. Three were associated, either in the past, or in the present, with the Anglican Church. Three stated they
were Protestants.

Four stated they were non-practicing or non-denominational

Christians. Two stated their religious beliefs took the form of a personal spiritualism.
One followed native spiritualism. Religious belief did not appear to have a great impact
on the women's experience or feelings towards either family or work.
Secondary Data Analysis
Quantitative data from the 1989 General Social Survey - Cycle 4: Education and
Work are based on a sample (N=9338) of persons 15 years of age and older in Canada,
excluding residents of the Yukon and Northwest Territories and full-time residents of
institutions. The sampling method was Random Digit Dialling, so households without
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telephones were excluded. Survey results have been adjusted to represent persons without telephones. Data was collected from January 20th to February 28th, 1989.
The Follow-up of 1982 Graduates is an extensive survey conducted by telephone
interviews during the month of March 1987, five years after the respondents graduated
and three years after they were originally interviewed in 1984. I used the university
and college graduate section (N=l 5,978) from which I focused primarily on women
university graduates (N=6334) to examine where they are positioned within the labour
market five years after they graduated. The respondents came from all parts of Canada
except the Yukon and the Northwest Territories. Information as to which region of
Canada a respondent resided in was suppressed for reasons of confidentiality so it was
not possible to compare the experiences of FUGs from different parts of Canada.

£. Data collection
Data collection involved taping of interviews while taking notes regarding key
sentences, key words, etc. used by the interviewee. I used a new interview guide for
each interview.

The advantages of using an interview guide include: increased

comprehensiveness of data; systematic data collection; logical gaps in data can be
anticipated; and the interview still remains conversational and situational (Patton 1990).
The weakness of using an interview guide is that important and salient topics may be
unintentionally omitted.

Also, the flexibility of the interviewer's wording of the

question may result in different respondents giving different responses, thus affecting
the comparability of the results (Patton, 1990). Open ended questions were used to
allow the respondent the freedom to answer as she saw fit. Some limited probing did
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take place, however I was concerned about the possibility of "leading" respondents to
give alternative responses.
Devault (1990, 100) suggests there could be additional problems with this
method:
Traditionally, qualitative researchers have conducted interviews that are
"open-ended" and "intensive", seeking to avoid structuring the interaction in
terms of the researcher's perspectives. But eliciting useful accounts of
women's experiences is not simply a matter of encouraging women to talk.
Most members of a society learn to interpret their experiences in terms of
dominant language and meanings; thus, women themselves (researchers
included) often have trouble seeing and talking clearly about their experience.
Often the respondents would ask me to clarify what I was asking, expressing
uncertainty as to how to answer, and hoping a more specific question would guide them
as to what was expected in their response. I assured the respondents there was no right
answer; this was an investigation into their own interpretation of their experience. For
many women, it was the first time they had discussed (perhaps even thought reflectively
about) their experience in fixed-term contract work, and the connections between
education and gender issues. This often resulted in a respondent first stating one thing,
and then later in the conversation, correcting or reversing a previous statement.
Sometimes this was done consciously, with the woman interrupting herself, "No, wait
a minute....on second thought, I think I would rather..." or "Actually, it was probably
more like..." Sometimes women contradicted previous statements unconsciously, and
it was often difficult to discern which statement was the more accurate representation
of her true feelings and experience.
In general, the respondents were asked their opinion of fixed-term contract work,
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the relevancy of their education to their jobs, and the impact of gender and family
responsibilities on educational and career opportunities and choices.
Each interview took an average of 2 hours. Ten of the interviews took place in
the respondent's home, nine took place in the respondent's office (at their place of
work), two took place in my own home, and one was done over the telephone.

F. Treatment of the data
Field Interviews
After the interview, I transcribed the tape and wrote up my notes or analysis.
This was expected to take at twice as long as the interview itself, but often took much
longer.

Many feminist researchers emphasize the importance of verbatim translation,

since the meanings women give to their experiences is often revealed in the way they
use language - or don't use language (Devault, 1990; Chester and Grossman, 1990).
According to, Devault (1990, 101):
Since the words available often do not fit, women learn to "translate" when
they talk about their experiences. As they do so, parts of their lives
"disappear" because they are not included in the language of the account. In
order to "recover" these parts of women's lives, researchers must develop
methods for listening around and beyond words, [emphasis mine]
"Listening" is not to be limited to the actual interview, but also includes listening
to tapes, analysis of the transcriptions, and the eventual write up of the research.
Describing using "personal listening" as a research tool, Devault (1990, 104) states:
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My procedure involves . . . noticing ambiguity and problems of expression in
interview data, then drawing on my own experience in an investigation aimed
at "filling in" what has been incompletely said. The point is not simply to
reproduce my own perspective in my analysis; the clues I garner from this
kind of introspection are only a beginning and should lead me back to hear
respondents in new ways. What produces the analysis is the recognition that
something is unsaid, and I attempt to articulate the missing parts of the
account. The interpretive process is analogous to reading a narrative account,
placing oneself in the narrator's position and referring to an implied context
for the story that is told.
So, while "woman talk" makes it easier for women to converse and understand each
other, "personal listening" allows for even deeper understanding. To the extent that I
am able or capable, I have tried to use a similar approach.
The written record of the interview included: (1) summaries and notes of what
the respondent said in general; (2) verbatim transcription of the respondents
conversation; (3) ideas/bits of analysis that came to me in the process of transcription;
(4) notes on methodological success or failures; and (5) my own personal experience
of the interview.
I used inductive analysis to explore the subjective experience the respondents
have of their fixed term contract work in an attempt to discover any multiple
interrelationships that might emerge from the data. The first step involved trying to
fully understand each individual case. The second step involved looking for general
patterns across the cases. This method seeks to make sense of qualitative data without
imposing pre-existing expectations. According to Patton (1990:46), the advantage of
inductive analysis is: (1) the findings are grounded in a specific context; and (2)
theories that may result from the findings will be grounded in "real-world patterns."
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Secondary Data Analysis
Secondary data analysis involved crosstabulations where form of employment
(permanent, temporary, or self employed) was the independent variable.

G. Delimitations and Limitations of the Study.
Delimitations
1. The sample size was restricted to 22 interviews in order to keep the study to a
manageable number given time and cost restraints.
2.

Respondents were selected from two geographical regions: a small city in the
interior of British Columbia and the Greater Vancouver area.

This restriction

provided for ease of access to respondents, however, a greater proportion of my
sample came from the small interior city than I would have preferred. Jobs for
university graduates in small cities tend to be concentrated in the public sector.
In addition, because there are fewer employers than in larger urban centres, it is
more difficult to guarantee the anonymity of respondents if their job title is
revealed. For that reason, I reveal only the industrial sector that the respondent
works in.
The fact that there are fewer job opportunities for FUGs in smaller centres could
also affect their perceptions of work in the SEM. If they feel exploited by their
employer, they may feel even more so if they believe they do not have any
alternative potential employers. On the other hand, some FUGs may decide to
"make the best of a bad situation" and look favourably on their work experience,
since opportunities to change jobs may be limited.

68
3.

The use of snowball techniques to acquire interview candidates presents problems
of representativeness.

Since there was some sort of relationship between

respondents and those they recommended to be interview candidates, there are a
large number of women employed in educational services. (It should be noted,
however, that educational services do employ a large number of FUGs as nonstandard employees.) I tried to get as broad a sample of occupations as possible.
There was also risk that only women from a certain birth cohort would be
interviewed.

Again, every effort was made to get as broad a range of age as

possible. However, I was not able to interview any FUGs over the age of 50,
although two women age of fifty who were not university graduates.
Limitations
1.

Although I researched all sources of relevant data, Statistics Canada does not
make it a policy to specifically collect data on fixed-term contract work and
therefore this form of government data is not readily available. Workers tend
to be classified as full-time, part-time, self employed, or unpaid family worker
(Labour Force Annual Averages, 1991). By analyzing data from the 1989
General Social Survey - Cycle 4: Education and Work and Follow-up of 1982
Graduates I attempted to determine the extent of employment of FUGs in the
SEM.

H. Summary
This study looks at an area of women's participation in the labour market that
has not been extensively studied before.

By analyzing the subjective experience,
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material conditions, and career trajectory and ambitions of female university graduates
in the secondary external market, offers insights into the implications that current
transformations of the labour market will have on highly educated women employees.
The findings of this study will be of interest to those in the fields of education, human
resources and personnel, labour relations, gender issues, and social policy.
Qualitative data were obtained through intensive interviews with twenty-two
highly educated women who are either presently working in the secondary external
market as fixed-term contract employees, or have done so in the past three years.
Quantitative data concerning female university graduates employed as temporary labour
were derived from secondary data analysis of the 1989 General Social Survey - Cycle
4: Education and Work and the Follow-up of 1982 Graduates.
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CHAPTER 4
FINDINGS

A. Procedures
I extensively studied the transcriptions of the interviews, with the goal of
understanding each case as thoroughly as possible.

I then selected appropriate and

useful quotations from the interviews and placed under two basic categories: education
and work.
I choose these quotations because they represented the range of experience, opinion,
and emotion expressed by the respondents. I intend to use quotes from the interviews
extensively, allowing the women to "speak for themselves".

For clarity, where

necessary, I have eliminated some awkwardness in language, but for the most part,
quotations are verbatim.
I used quantitative data from the 1989 General Social Survey - Cycle 4: Education
and Work and the Follow-up of 1982 Graduates to introduce subject areas and to give
a broad frame of reference for different topics.

Tables are included in the text that

summarize statistical data. In general, I used quantitative data to examine the extent
of temporary work amongst highly educated women compared to other populations.

B. FUGs and Education
Questions regarding education are important to this research, since human capital
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theory suggests that those with more advanced levels of education will be more likely
to hold the better jobs in society. When, how, and under what conditions women seek
higher education may affect how they subjectively experience fixed-contract work. It
may also offer some insight as to whether certain educational paths are more likely to
lead to non-standard rather than permanent full-time careers. For instance, is it the case
that degrees most closely associated with women (teaching, arts, nursing) are more
likely to result in non-standard employment for the graduate?
In 1987, 5.6% of Canadian women age 15-64 held either a Masters or a Doctorate
level degree. Of these, 8.9% were in temporary jobs (6.6% of all women in temporary
jobs). An additional 23.6% of Canadian women held an undergraduate degree, and of
these, 8.7% were temporarily employed.

In fact, 27% of women employed in

temporary positions had an undergraduate degree. In comparison, 12.3% of Canadian
men age 15-64 held a graduate level degree, and of these 6.1% had temporary positions
(13.5% of men in temporary employment). An additional 22.4% of Canadian men held
an undergraduate degree, and of these 6.6% were temporarily employed (26.4% of all
men in temporary positions) {The 1989 General Social Survey). The highest level of
education acquired by female university graduates (FUGs) in 1987, five years after
graduating was: undergraduate degrees - 60.1%;

Master's degree level - 35.9%;

Doctoral degree - 4.0%. In comparison, the highest level of education attained for male
university graduates (MUGs) five years after graduating was: undergraduate degree
49%, Master's level degree - 42.%, and Doctoral level degrees - 8.1%) {Follow-up of
1982 Graduates Survey). Clearly, men are more likely (or more successful) in pursuing
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their education beyond the undergraduate level. Five years after graduating, men are
twice as likely to have completed a degree at the doctorate level as their female
counterparts.
Results from the 1989 General Social Survey indicate that female university
graduates (FUGs) in temporary positions are slightly more likely to have pursued a
university education because of interest in the subject area or a desire to improve their
careers when compared to FUGs in permanent employment (see Table 1, page 73). On
the other hand, FUGs employed in a permanent positions were more likely (57.6) than
similarly educated women in temporary positions (46.2%) to have chosen their field of
study in preparation for their first career. In fact, women in general were more likely
(60.5) than the men (53.8%) to have selected an education that prepared them for their
first career.
Surprisingly, only one interview respondent actually stated that preparation for first
career was the primary motivation for getting her degree. Those respondents who went
to university directly from high school gave a variety of reasons for attending
university, such as parental support (4/16), parents with degrees (5/16), being intelligent
or a history of being a good student, (4/16) and/or it was the natural next step in their
lives (8/16).
Most of my family has graduate degrees. Both of my parents have a university
education. So for me is wasn't like a great big leap or anything. It was just like,
oh, you're going to go to college...a natural step.
Number 3, B.A., age 28.
Government Services, Educational Services
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Table 1 —Reason for Field of Study, by Form of Employment Female University
Graduates, Canada, 1988.
reason for field
of study

permanent
employment
n
%

temporary
employment
n
%

prepare for
1st career

215

(57.6)

17

(46.2)

8

change career

15

(4.2)

2

(4.3)

-

improve career

34

(9.2)

5

(13.3)

-

improve earnings

1

(0.1)

1

(2.6)

-

interest in
subject

102

(27.2)

12

(33.7)

4

some other
reason

6

(1.7)

-

total & row %

373

(88.3)

37

selfemployment
n
%

Empty cells signify sample estimates too small to be reliable.

(29.1)

-

(8.8)

12

Source: Statistics Canada, General Social Survey - Cycle 4: Education and Work. 1989.
Notes:

(67.5)

(2.9)

Well, okay. I'm the youngest in my family. Everybody's gone to university.
I never thought that you didn't automatically finish high school and go to
university. I never questioned it. I always say its the same comparison as when
you finish elementary school - you go to high school. You don't even think about
it. You just do it. I never thought you thought about it. I was actually quite
shocked when I found out people thought about it.
Number 19, M.SW., age 38.
Educational Services, Social Services

It was just the thing to do. I mean, I was, well... intelligent. Everybody had
always thought I would go and I did. And I had always wanted to. Both of my
parents had degrees.
Number 20, M.Sc, age 38.
Educational Services
I guess I always assumed I would go. I didn't feel like I pushed into it by my
parents or anything. But I was a top student all the way through high school. I
got straight As and lots of scholarships and school was always easy for me.
Number 22, M.Sc, age 34.
Educational Services
Back then [1964], women, if they were going to continue on really had a choice
of secretarial training, which I didn't have, or nursing, or teaching. And it was
quite rare that women entered fields of engineering, law ...those kinds of things.
Most of my friends were going on to school and I always thought I'd like to be
a teacher. Most of my close group of friends went on to nursing or into teaching.
Number 10, B.Ed., age 47
Educational Services
Of the sixteen who went to university directly from high school, three interrupted
their education because they married, and three left their jobs for other reasons. These
six later returned, so in total ten of the respondents completed their degrees as mature
students.

Reasons given by these women for getting a university degree include

changing careers (4/10), marriage breakdown (4/10), and new or anticipated economic
responsibilities (2/10).

75

I think that I just have a very inquiring mind and I seemed to be always stuck
in jobs that didn't stimulate my thinking at all. That didn't expand me as a
person. And so I thought university would do that.
Number 16, B.A. age 40.
Educational Services
I didn't want to be taking orders and doing the thing I was doing. I was working
in a medical office and was treated like crap and thought, "Enough!" Low wages
and all the kind of stuff.
Number 6, B.A., age 43.
Social Services
So somewhere in the back of my mind I felt, "Well, you're going to have to
provide for the kids. 'Cause there's no way they're going to him. I wouldn't do
that to anyone I cared about...You're going to have to provide for them and the
one thing you really like doing is teaching. And goodness knows, you're already
on the path."
Number 5, M.A., age 45.
Educational Services
But the second time I went back partly because I like school and because I knew
sooner or later I was going to leave [my husband] and I wanted to have an
opportunity to have a good living. I wanted a better paid one [job] and regular
hours. You see, what I really wanted was a government job so I would get a
regular pay-cheque.
Number 8, B.A. age 37.
Educational Services
One other thing too is [my husband's] back. He injured his back in a trampoline
thing and I guess we were told he could be in a wheel chair after this major
surgery...They finally realized that if he had injured it again he would have been
paralysed from the waist down.
At this point I have two kids. And I thought, "Oh, I better get some sort of
training that would..." and I guess because the wages in those days were not
equivalent, I felt, "I got to get some training that would give me an equivalent
wage to a fellow."
Number 7, B.Ed., age 48.
Educational Services
For women who enroled in university for the first time as a mature student, getting
a degree was often part of a process of self-evolvement.
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[My motivation] when I first got married, a dewy-eyed twenty-five, was to get
pregnant as quickly as possible, so I would never have to work again. Took me
two months. And I actually remember saying to my husband at that time, (in a
little girlie voice), "All I want to do is to stay home and take care of your children
and look after your house."
I think I lasted until my first child was two months old before I decided enough
of this shit, [laughs] So I began to volunteer .... About the time my kids [were]
say six and four, I was thinking pretty soon the second one will be in school and
then I can do something...
Number 1, B.SW., age 43.
Social Services
The Follow-up of 1982 Graduates Survey found that 71.7% of temporary jobs held
by FUGs five years after graduating required a university degree. Interestingly enough,
55.2% of jobs held by FUGs that required a degree in medicine, or similar degrees were
temporary, whereas 28.3% of jobs held by FUGs that required a Doctorate degree,
21.7% of jobs that required a Master's degree, and 18.2% of jobs that require a
Bachelor's degree were temporary jobs. In comparison, only 9.5% of jobs that required
some post-secondary education held by FUGs were temporary. Amongst women in
general (based on data from The 1989 General Social Survey), only 4.2% who had a
diploma or a certificate from a community college, CEGEP, or nursing school were
temporarily employed, compared to 8.7% of women with a bachelor or undergraduate
degree, and 8.9% with a Masters or earned Doctorate degree. When compared to their
male counterparts, women with Master's or Doctorate degrees are 30% more likely to
be employed in a temporary position. Women with Bachelor or other undergraduate
degrees are 25% more likely than their male counter parts to be employed temporarily.
Apparently, further education does not improve job security, at least for women. In
addition, recent graduates appear more likely to be temporarily employed than women
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Table 2 —Education Requirement for Job Versus Level of Education Obtained, by
Form of Employment, Female University Graduates, Canada, 1988.

level of
education vs.
job requirement

permanent
employment
n
%

temporary
employment
n
%

n
n

%

more education
than required

1426

(31.6)

189

(27.9)

1617

(30.9)

same education
as required

2600

(57.7)

359

(53.0)

2959

(56.6)

less education
than needed

261

(5.8)

85

(12.6)

346

(6.6)

undeterminable

220

44

(6.5)

261

(5.0)

total & row %

4507

677

(12.9)

5184

(100.0)

(4.9)
(86.2)

Source: Statistics Canada, General Social Survey - Cycle 4: Education and Work. 1989.
Notes:

Empty cells signify sample estimates too small to be reliable.
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in general. Data from the Follow-up of 1982 Graduates Survey found that five years
after graduating, 12.6 % of female respondents were temporarily employed.
The Follow-up of 1982 Graduates Survey found that five years after graduating, one
in four FUGs employed in temporary work believed they were overqualified for the
position, while 12.6 % had believed they had less education than the job required.
Slightly more than half (53.0%) of FUGs employed in temporary work believed their
level of education matched the requirements of the job (see Table 2, page 77). For a
large majority of FUGs, it was important or very important that their job be related to
their field of study (87.2%), however, the women in temporary employment were more
likely to indicate it was very important that their education and job be related (see Table
2, page 77). Forty percent (273/677) of FUGs believed their education failed to prepare
them for their job.

Five years after graduating, less than 16% (34/214) of FUGs

employed as temporary workers would have selected the same field of study (compared
to 84.% of FUGs employed in permanent jobs), although the majority (68.1%) would
still have pursued a university degree (Follow-up of 1982 Graduates Survey, 1989).
Only one of the interview respondents openly regretted her choice of field of study.
She believed that by deliberately not choosing a field dominated by women she
lessened her chances for employment.
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I think, had I been smart when I went to school, I would have made a gender
choice. And that would have been educational [Faculty of Education].
And I didn't go educational because that's what women do. And I chose
geography because that's where you find, up until recently anyway, you find fewer
women.
And that has resulted not only in a degree that most people don't recognize, even
if its operated by a man, but understand even less if its a woman. Had I been
thinking in terms of being employed, I would not have chosen geography.
Number 16, B.A., age 40
Educational Services
Twenty-seven different Fixed Term Contract (FTCW) jobs were discussed by the
respondents when asked about the relationship between the jobs and their education.
Seventy per cent of the jobs (19/27 jobs) were related to the field of study selected
according to the women. Almost one in three jobs was not related to the education
taken by the woman (8/27).
When asked whether they were qualified for their FTCW, the women indicated they
felt qualified for the majority of jobs discussed (17/27 - 63%). In the case of four jobs,
the women involved believed they were overqualified, while in six other cases, the
woman involved believed she was underqualified.
Of course, the criteria by which individual women judged whether their education
related to their FTCW and their level of qualification ranged from being very specific
to being quite broad.
It's closely related - my education to what I am doing. Very. You don't want
to say that you're underqualified because you hope you're qualified! [laughs.]
Number 21, B.Sc.(P.T.) age 47
Health Services
Well, I think I am overqualified. I think I could be doing this with a Bachelor's.
I don't think you need any knowledge of research techniques.
Number 22, M.Sc. age 34
Educational Services
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They tell me I'm underqualified and I need a Ph.D. Yeah [I do think I ' m
qualified.] I do think I teach pretty good [sic.]. I think I am a fair teacher and my
students learn a lot from me.
Number 19, M.SW., age 38
Educational Services, Social Services

My formal education? I would be underqualified for my formal education,
definitely. But remember, I've done a lot of environmental work so... I learn on
the job. In an informal sense, I was well qualified.
Number 8, B.A. age 37
Educational Services
Yeah, it is relevant. Do you want to know how? It's relevant because the pattern
of loss in a head injury is the same as an age related loss. I'm appropriately
qualified for this.
Number 6, B.A., age 43
Social Services
Absolutely not at all. I never taught one course in literature. Not one. I taught
business English. I taught business communications skills for the office admin,
department. I taught composition and essay writing. I taught office English. I
taught everything but literature. Which is what I was trained to teach. It
[education and job] wasn't related at all.
Number 5, MA., age 45
Educational Services
At this point I think I am exactly right [in terms of qualifications] for this
position. If I had a Master's, they wouldn't pay enough. If I had less than a
Bachelor's, sometimes you're not treated as though you know anything by the
other colleagues in the community.
Number 1, B.SW., age 43
Social Services
Well I think it certainly expanded my view of the world. But I honestly can't
say that I think a university education was beneficial, particularly...I don't think
my getting a degree, like getting an education, has helped me to employ it.
Number 16, B.A., age 40
Government Services

C. Gender and Educational Choices
Simply being a woman affected the educational choices and opportunities of most
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of the respondents. For some, it occurred while still attending public school.
I have to go back to high school, because that's where I think it happened. I was
really good at math, as I said to you earlier. I took three grade thirteen maths and
my average was 87%. But no one ever mentioned engineering, actuarial sciences,
accounting, none of the traditionally male kinds of jobs. No one ever mentioned
them to me.
And I'm from a single parent family, just my mother and I. Like no male
influence whatsoever. My mother's a cosmetician. The last thing she's going to
do is say, "You should go into engineering." [laughs]
So I really feel that I was thwarted very early on by the fact that no one told me
how to make use of these particular talents I had.
Number 4, B.A., age 33
Educational Services
Back then [1964], women, if they were going to continue on, really had a choice
of secretarial training, which I didn't have, or nursing, or teaching. And it was quite
rare that women entered fields of engineering, law, those kinds of things. And I
guess education had always been important in my family. Most of my friends were
going on to school and I always thought I'd like to be a teacher.
Number 10, B.A., age 47
Educational Services
Oh, yeah. Very definitely. Very definitely. I was told by a guidance counsellor
in the early 1960s that I couldn't go into law because I'm a woman. That's
exactly what she told me. She told me.
Number 18, M.A., age 47
Educational Services
The majority of women who went to university directly from high school either
stated they had support and encouragement from their parents, or implied it.

For

women who first enroled in university as mature students, their family of origin was
often not supportive of their ambitions:
Because in my family, my brothers were all offered help from my parents, but
I wasn't. And I'm the only daughter that ever expressed any interest in getting an
education, but I just didn't get enough [education]. And both of my brothers did.
And so...I married.
Number 6, B.A., age 43
Social Services
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Marriage, husbands, children, and domestic responsibilities seriously compromise
the educational choices and opportunities for women. During the interviews it became
apparent that husbands often felt threatened by their wife's pursuit of higher education.
Family members were resentful of the loss of income when "mom" stopped working
and returned to school, and the women frequently felt guilty about "neglecting" their
children. Many women postponed their education until their children were "older":
Oh, definitely. I mean being a mom, I had to wait until my kids were older, old
enough.
Being a wife, I had to wait for about eight years until I convinced my husband
that it really wasn't an attempt to leave him. And in the end I just had to pack my
bags and go. And he had to accept that.
Kids...only in terms of waiting until I thought that they were old enough to make
a move to [city].
Husband definitely. Because its like he's always threatened in some way by the
thought that this [education] is a move away from him rather than movement
towards something.
Even now, when I want to take a course, its always, "How much will it cost?
Will it get you any better job?" You know, that kind of stuff.
Number 6, B.A., age 43
Social Services
All my course work had to be done out of town. So it was very expensive. I
would certainly never recommend anybody to do it the way I had to do it. To
complete my degree...I would hate to add up the costs. Because you are away
from your family. And there's the cost because you've lost the summer, the time
factor and the financial factor.
Number 7, B.Ed, age 48
Educational Services
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My husband was deeply resentful when I returned to college and did not pick up
the slack at home. He wanted a traditional family and my choices were severely
restricted. For instance, I had to forget about afternoon classes if that meant I
wouldn't be home when the kids arrived back from school. So I struggled through
the first four years only going part-time because my husband didn't want my
education to inconvenience the family.
It affected when I got my education. I waited until the youngest had started
school. It affected how I got my education starting part-time, and really only
going full-time at the end of the B.SW.
Also I couldn't get student loans,
so I was working much of the time to pay for my education, as well as
contributing to the family finances. My husband was reluctant to provide financial
support for my education.
So I worked full-time for a while but then I quit to concentrate on completing
my B.S.W. That meant I lost five months of full-time wages, but because I was
married I couldn't get a student loan.
So in total, the B.SW. cost me $17,000 or more in lost wages, tuition, lost
benefits, etc.
There were lots of stressors. Like the limited time I had available to do my
studies. Basically, I would go to work, come home, take care of the family's
need, dinner and all that. Then, once everyone was in bed, I would work on my
assignments, or projects, or whatever.
All this affected how I felt and I spent the last year very angry.
Number 1, B.SW, age 43
Social Services

In some cases, marriage, and especially the arrival of children has prevented or
postponed the completion of the respondent's education.
A little minor problem of having to follow my husband to [city]. I didn't quite
get finished [Ph.D.] because I followed him here and got pregnant within 30
seconds of my arrival.
And the fact I have the major responsibility. I pick her up from daycare and
take her to daycare in the morning.
I mean...we do balance...its a very hectic life. Its incredible. We both have a
large number of outside involvements. Too many. Far more than we should.
But still I do have the major responsibility for the household and the offspring.
Number 20, M.Sc, age 38
Educational Services
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When I started back to university in the early '80s, I used to go to school on the
weekends, and they said, "You have to come a spend a full year at the University
of Lethbridge."
And an instructor told me, "You know, the divorce rate is really high and I'm
telling you this, that there is quite a risk." So I went home and talked to my
husband about it. And we decided that I really didn't need to be going to
university that much just then. Like I would have had to leave the family. They
could do without me, but could I do without them? And the choice was mine.
And so I chose to work in the school library and that was it for that time.
Number 9, B.A., age 46
Educational Services
Oh, having children has certainly. I would go away and do a Ph.D. and leave
my husband behind. It would bother me, but I could do that. But I can't do that
to my kids.
Number 19, M.SW., age 38
Educational Services, Social Services
For single mothers, completing their education wasn't any easier; and in some
cases, it has proven impossible.
Oh yeah! Well, it certainly made my training much longer. It limited my choice
where I would study. At various points, what I would study. Because I was the
mother. I was the one who had the child.
At the Ph.D level I completed my courses and my comprehensive exams. I
started doing the research [for Ph.D. dissertation] and one day I stopped in the
middle of doing these interviews and developing my manual for statistics and
thought, "How long is this going to take?" And I figured it would take, at the
same pace I was going, working hard but allowing for things to go wrong - a year
and a half.
And suddenly it clicked that my son would be in school another year and a half
and then he would be gone. And I had been in school almost since [I was] a
child. And I wanted to have a life at home because I knew he was going to go
back to [city].
I thought, "I can't do this." You know, I never had a chance to enjoy him. I've
never really, except for a few months at a time, been able to just come home and
be a person at home. Instead of feeling like I have to study or read.
Number 13, M.A., age 46
Health Services
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Oh, for sure. I didn't go to a big university because I wanted my daughter to
grow up in a nice small little town where she could go outside and play on the
street if she wanted and not worry about being abducted.
Educational choices? Well, the length of time it took me. I had to take three
years off when I had my daughter. Not that I had to, but I wanted to.
I almost suffered a nervous breakdown my first year in college. I tried to be the
perfect everything: the perfect mom, the perfect student, the perfect housekeeper.
And I figured out I can't do it all and do all of it perfectly. I've had to find a
balance. So I quit doing my housework. That was the least important thing.
And the two most important things were being a good student and being a good
mother and I realized I couldn't do both. So I started letting my daughter watch
pre-recorded videos more often when I was doing my homework...using the TV
as a babysitter, which was something I swore I'd never do. And I settled for Arather than A+s. So that affected my GPA.
Number 3, B.A., age 27
Government Services, Educational Services
Oh, definitely. Absolutely. If I didn't have a family, I would have taken the
offer of the fellowships from [university]. Because I was offered a fellowship
from two different departments to do my Masters. And I would have been down
doing my Master's, of course, if I didn't have the kids.
Number 8, B.A., age 37
Educational Services

Other women cite gender socialization as affecting their educational choices and
options:
Having the capacity to have a child certainly impacts on your choices. For me
it wasn't an expected thing. It wasn't planned. I think it also seems to take a long
time when people have children and a family. Whereas, I don't think it would
have the same effect even if you were a man and married with children.
I imagine that probably if I were a man I would be more focused and career
oriented than I really am.
Number 17, B.A. age 31
Educational Services
I think the fundamental difference between boys and girls is that little boys are
raised to be men and little girls are raised to be mothers. Like, they're not raised
to be people. They are raised to be mothers. And boys are raised to be
individuals and men. That's the major problem.
Number 16, B.A., age 40
Government Services
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Maybe the only aspect would be the teaching aspect rather than the research. I'll
explain to you why I think it's gender related.
I've been told, and I believe this
to be true, that women blame their failure on themselves rather than on the
equipment or somebody else. And I spent a year - my first year of my Master's working on something that didn't work at all.
Now I took that very personally, right. I didn't blame that on the fact that my
supervisor had gone away on sabbatical and hadn't told me before hand he wasn't
going to be there. I didn't blame it on the fact that the machine wasn't working.
I blamed it on me. And I basically almost had a nervous breakdown.
I was twenty-three. I had always gotten straight As - high school, university.
I had never failed at anything before. I thought I had blew it, right. So instead
of continuing in the Ph.D program, I chose to do a Bachelor of Education.
Number 22, M.Sc, age 34
Educational Services

Neither of the two women in their twenties believed that gender affected their
educational choices.

Both were to be much more aware of their responsibility to

provide for themselves economically:
I don't think so, unless you say women nowadays need to be more independent.
That may have affected me. You know, things are changing and I may have to
do things on my own. And I've always felt that was a possibility. So I thought
I'd better be prepared for that. That's the only thing...I certainly wanted to be
totally independent.
Number 15, B.Ed., age 25
Educational Services
I don't think so, I never felt discriminated against in the Sciences. [University]
is quite strong in promoting gender equality.
I would hope if I was married that I wouldn't have to compromise my career.
Which is probably why I'm not married. Once you get married you have to make
concessions and compromises.
I don't think I would [compromise] if I was married and accepted, say, into
medical school. I would definitely go to med school. I don't think I would
compromise something as important to me as a career.
Number 14, B.Sc, age 23
Government Services
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D. FUGS and Employment in the SEM
Labour segmentation theory states that the SEM is comprised of jobs that offer
unstable earnings, little control of the work environment, and little opportunity for
advancement.

As part of the external market, one would assume that fixed term

contract and temporary work is even more susceptible to the risks associated with
economic change than non-standard workers employed as permanent part-time workers.
In this section, analysis of the survey data will examine various aspects of temporary
employment, while qualitative data from the interviews will illuminate the subjective
experience highly educated women have of the SEM of the labour market.
One of the objectives of this study is to determine (if possible) whether any
identifiable variables are associated with employment in the SEM. Between the ages
of 15 and 34 years, women are only slightly more likely to be employed in positions
with a specific end-date. However between the ages of 35 and 54, women are twice
as likely as men to be temporarily employed (see Table 3, page 88). Five years after
graduating from university, women were almost 25% more likely to be in temporary
jobs compared to their male counterparts. The highest rate was amongst
women age 30 to 34, when it is likely that many may be balancing the demands of
career and raising young children.

Not until age 40 does the rate drop below 10

percent. The rate for younger male university graduates is quite high, but by age 35
the number of men employed in temporary jobs is less than half the rate for women
university graduates (4.8% versus 10.5% - see Table 3, page 88).
In 1987, 51% of the 1982 female university graduates (82-FUGS) temporarily
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Table 3 —Age, by Form of Employment, 1982 University Graduates by Sex,
Canada, 1987 (Percent).

Permanent Emp.

Temporary Emp.

Age

male

female

male

female

male

female

25

62.1

78.1

37.9

21.9

29

32

26

80.0

82.3

20.0

17.3

165

237

27

86.7

83.9

13.0

15.1

639

908

28

86.7

86.0

13.0

13.4

850

827

29

88.4

87.5

10.7

12.1

749

472

30-34

88.0

84.7

11.1

14.4

1916

1118

35-39

94.8

88.6

4.8

10.5

996

664

40-44

95.5

89.3

4.5

9.7

549

475

45-49

95.5

92.6

4.5

6.7

242

283

50 +

98.2

92.7

1.8

6.2

163

289

n

Source: Statistics Canada, Household Surveys Division, Follow-up of 1982 Graduates Survey. 1989.
Notes:

Differences where percentages in categories do not add to 100 percent indicate a small "not stated"
category.
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employed were married or living common-law; 40.8 per cent were single (see Table 4,
page 90) . One might assume that temporary work would have more appeal for married
women, who, for the most part, enjoy the benefit of their partners' incomes, and might
find such employment less precarious. Surprisingly, single, un-married FUGs were the
most likely group to be temporarily employed. Over 14.5 percent of single FUGS were
temporarily employed compared to 13.2 percent of widowed FUGS, 13% of divorced
or separated FUGs and 11.4% of married FUGS, five years after graduating (see Table
5, page 91). The General Social Survey, 1989 - Cycle 4: Education and Work also
found that married FUGs are least likely to be temporarily employed (7.6%), compared
to single, never married FUGs (10.7%), widowed FUGs (11.4%), and separated or
divorced FUGs (11.5%).
It has often been stated that women choose non-standard forms of employment to
accommodate domestic responsibilities, particularly the raising of small children. Yet
five years after graduating, less than 30 percent of FUGs had dependent children
(Follow-up of 1982 Graduates Survey.) The General Social Survey, 1989 - Cycle 4:
Education and Work found that 61% of FUGs had no dependent children living at
home.
Almost one in four temporarily employed FUGs lives alone; 23.9 per cent live with
spouse/partner only; 34.3 per cent live with their spouse/partner and children; 11.7
percent are living with their parent(s); and 4.7% are single parents (General Social
Survey, 1989 - Cycle 4: Education and Work). Half the women university graduates
I interviewed lived with their spouse/partner and children (10/20). Three lived with
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Table 4 —Marital Status by Form of Employment, 1982 Female University
Graduates, Canada, 1987.
marital status

permanent
employment
n
%

temporary
employment
n
%

row
n

%

married

2688

(58.0)

348

(51.4)

3036

(56.8)

single
never married

1604

(34.6)

276

(40.8)

1880

(35.2)

widow

33

(0.7)

5

(0.7)

32

(0.7)

divorced
separated

280

(6.0)

42

(6.2)

323

(6.1)

column n %

4631

(87.2)

677

(12.8)

5308

(100.0)

Source: Statistics Canada, Household Surveys Division. Follow-up of 1982 Graduates Survey. 1989.

Table 5 -Form of Employment by Marital Status, 1982 Female University Graduates, Canada 1987.

form of
employment

married
n
%

single
never married
n
%

widow
n
%

divorced
separated
n
%

row
n

%

permanent
employment

2688

(88.5)

1604

(85.3)

33

(86.8)

280

(87.0)

4631

(87.2)

temporary
employment

348

(11.5)

276

(14.7)

5

(13.2)

42

(13.0)

677

(12.8)

column n %

3036

(100.0)

1880

(100.0)

38

(100.0)

322

(100.0)

5318

(100.0)

Source: Statistics Canada, Household Surveys Division, Follow-up of 1982 Graduates Survey. 1989.
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their spouse/partner only; four lived alone; one lived with her parents; and two were
single mothers.
Fifty-one percent of FUGs temporarily employed five years after graduating,
worked in education services. Almost 14% worked for government services and 16.4%
worked in health and social services. An additional 10.5% worked for business services
and other services. Almost 63% had full-time hours, while over one in three worked
part-time. (Follow-up of 1982 Graduates Survey). Amongst FUGs in general, however,
the majority who worked at temporary jobs (62.8%) worked part-time hours.

The

average number of hours worked per week for temporarily employed FUGS was 24
compared to almost 36 hours for permanently employed FUGs. Temporarily employed
FUGs also average less weeks of work per year compared with permanently employed
FUGs (29 versus 44) (General Social Survey, 1989 - Cycle 4: Education and Work).
Five years after graduating, the vast majority of FUGs (94.2%) had worked for
more than one employer (Follow-up of 1982 Graduates Survey). Four of the women
I interviewed have been employed by the same employer for the last five years either
on a series of fixed-term-contracts or on a contract basis which has recently changed
into permanent employment. The rest are either more recent graduates, or have had two
or more employers in the last five years. Eleven of the twenty women have been
employed only in contract jobs since graduating. Eight have histories of permanent
employment followed by contract work. Two women gave up permanent jobs when
their husband relocated to another city for job reasons.

Three gave up permanent

employment when their children were born. Three left permanent employment for other
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reasons:
They're all contract jobs. Everyone of them. I worked as a crisis counsellor.
I worked at the radio/television station as a copy writer. I have worked as a tutor
and an instructor.
Number 5, M.A., age 45
Educational Services
Two women believed they were hired as fixed-term contract labour because, as
women, the employers considered them to be cheap labour. Number 5 was, for many
years, a single parent raising two children on income earned as a contract instructor at
a local college. In her opinion, she was kept on contract work because the employer
knew she couldn't afford to refuse employment.

At the same time, she kept her

personal expenses low, so she could afford to accept what she believed would be the
only form of employment that would be made available to her:
BECAUSE ITS CHEAP!!! I'm highly skilled. I'm highly competent. And I'm
cheap! Also because I think most people either aren't in a position to, or are not
willing to accept low wages and no benefits. I mean, I don't owe a lot of money.
I live quite simply. So I don't require a lot of money.
Number 5, M.A. age 45
Educational Services
Number 9 relocated with her family her husband found employment in the early
1990s. At the time of the interviews she was working on contract at the local college
as a vocational instructor:
In the Division of Developmental and Regional Programs, which is where I have
done all my work, its like a housewife's ghetto. There are well-educated,
intelligent women there, a lot of whom are on part-time or short-term contracts,
and that sort of thing...We're [housewives] cheaper employees. Bottom line, I
think, as far as the college is concerned, we're cheaper.
Number 9, B.A., age 46
Educational Services
Five of the women stated that they were hired for fixed term contract work
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"because that was the only thing the employer offered." Explanations of this varied.
Number 16 believed she was hired as an administrative assistant within the Federal
Ministry of Transportation

because the position was so politically sensitive.

Responsible for approving development plans at a large international airport, she alleged
that her superiors were occasionally approving plans that didn't meet the criteria
established by the Ministry and the local municipality. The job was identical in terms
of wages, benefits and hours of work to other permanent jobs at the same occupation
level. The only purpose for making this position a fixed-term contract position, she
contended, was to make it possible for her superiors to fire any person employed in that
particular position with a minimum of fuss, should they feel the need to do so:
There is a simple awareness in working for government. And it's pretty standard
procedure to put people into positions that are politically correct. As opposed to
what fits their qualifications. I was simply the right person at that time for the
job...Because the position was, and still is, entirely political. And so they had to
be very careful who they put in there. Because if they weren't careful, and that
particular person didn't learn how to cover their ass, there could be serious
repercussions. They made this job a contract job, so if someone was to screw up
they could dump them fast.
Number 16, B.A. age 40
Government Services
During the 1980s, the British Columbia government sought to reduce the number
of civil servants on the payroll by eliminating positions, and then either contracting to
small businesses who in turn hired contract workers, or by employing staff as fixedterm contract workers, often rehiring personnel who had lost permanent employment.
In the past, Number 11 has worked, and Number 13 continues to work as sessional
psychologists for British Columbia ministries:
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Well there was the sort of sneaky advantage of having fewer employees, you
know. Just being able to do it that way - "We have cut down on the size of the
civil service." And the advantage to the government is also that they don't have
any on-going - well, they believed they did not have an on-going obligation to
these people [former employees rehired as sessional psychologists].
Number 11, Ph.D, age 46.
Health Services
Number 1 and Number 6 both first attended university as mature students. Shortly
after graduating, both were employed as fixed-term contract labour by small businesses
which were themselves contracted to the Ministry of Health and Welfare.

Both

believed they were offered contract work because as fledgling businesses, their
employers couldn't afford to offer anything else.
Others reasons given for being hired as fixed term contract labour included: 1) no
qualified person to fill the full-time position (2/20); employed on a time specific project
(2/20); not enough available work to create a permanent full time position (2/20);
employer wanted to test employee suitability (1/20); lack of qualifications for full-time
employment (2/20); lack of funding for employer (1/20); employer does not have to pay
benefits (1/20); hired as a temporary replacement (2/20).

E. Gender and the Job
Most of the women believed that gender affected their career decisions and options.
Seven believed they had experienced gender discrimination in applying for jobs or
while on the job itself. In five cases being a woman affected the choice of career:
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[LAUGHTER!!!] It's just I don't know where to start! [laughs] "In what way
has my being a woman not affected..." would be a far easier question to answer.
And it would be, "None at all.."
Because I was a woman? I know it was! They wouldn't dare try it [FTCW]
with a man! Single parent or not! I don't think it would ever enter their minds
to insult someone's education, skills, and abilities like that.
Number 5, M.A. age 45
Educational Services
I really don't think that if I had gotten a job, my husband would have, you know,
just calmly and quietly followed me. I can't see it.
Number 20, M.Sc, age 38
Educational Services

I think because it's a female profession...it seemed to me, at the hospital anyway,
the last few years we were being treated more and more like little students. That
they wanted you to do this and you do it. Don't question. Don't give your
opinion. I don't think you would find a group of men sitting there and bowing
and not opening their mouths or not giving their opinion.
Number 21, B.Sc.(P.T.), age 47
Health Services
Oh, yeah. Very definitely. I was viewed as the devil incarnate at [college].
Everything that went wrong at the college was my fault. Part of it had to do with
the fact I am a single woman whom he [the Department Chair] suspected was gay.
He simple couldn't wait to get rid of me. He was sexist and racist. It was very
stressful, extremely stressful.
Number 18, M.A., age 47
Educational Services
I tend to think I lost a couple of jobs because I wasn't a male. It's that old line
that women have experience but men have potential. And it's awfully hard to get
experience until you have a job.
Number 19, M.SW., age 38
Educational Services, Social Services
There is also a real paternalistic attitude around here I find. And its that old
fifties view that the "little woman's" money is just pin money. And, you know,
her husband's making a decent salary - and whatever she gets is gravy.
So in that kind of environment, its hard for a woman to get ahead.
Number 4, B.A., age 33
Educational Services
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While social work is predominately female, almost 75 per cent are female, it's
usually males that work their way up to regional director positions. Men push for
advancement.
Women, on the other hand, often start their careers later and have more work
interruptions because of family responsibilities. So there seemed to be little
opportunity for me in the government system.
Number 1, B.SW. age 43
Social Services
Being a woman has affected my career choices in that I want to promote the
interests and social welfare of women and children in my work, whatever I do.
Because I don't like being oppressed and downtrodden and I'd help other people
out of the gutter if I can [laughs].
Opportunities? Well, we all know about the opportunities. Being a woman
hasn't gotten me very far in whatever job. You're always being paid less. You're
being offered shitty jobs. And all the rest of it.
Number 3, B.A., age 27
Government Services, Educational Services
Opportunities? Yeah. Because I've applied for jobs in which I have been more
qualified education wise than the supervisor and I don't get the jobs because of it.
And a lot of times, if I feel that I need to upset men or to assert my authority or
come across as some sort of intelligent human being, it's very easy to upset them.
You just wear a suit, you know.
I find myself consciously trying to come across as either the helpless little blond
or the efficient worker. You know, like I've got two wardrobes, right? And it just
depends on what my purpose is at a particular meeting.
I can't play women like that, though. It's only men that work like that. Women
I can just talk to normally and most of the time they respect you.
Number 6, B.A., age 43
Social Services
Oh, I'm sure it has. I can't believe I would have gone into social work if I was
a guy. [laughs.] I probably would have done law or would have done engineering. Yeah, I'm pretty sure that my choice of career has a lot to do with my role
as a female in society and what was expected of me. Although no one ever said
so directly.
Number 19, M.SW., age 38
Educational Services, Social Services
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I guess you could call it a power struggle. I was struggling to be recognized as
a peer. And he [supervisor] was trying his damnedest to make me say, "Well, I'm
just a woman."
Number 16, B.A., age 40
Government Services

F. Family and Career
Eight of the twenty women had left full-time jobs to relocate when their husband
found employment in a different city. Family responsibilities affected the careers of
eight women:
I guess that goes back to the two significant events that changed my teaching
direction...and that would be me having children...and being transferred.
And so I chose, to stop teaching when we had little children. And then, of
course, when we got transferred to [city] I moved from one area of adult education
to another.
Number 10, B.Ed, age 47
Educational Services
Well sure. Because I have kids and I stay home (laughs). If I hadn't done that
I probably would have been looking for a full-time teaching job in the secondary
school system.
Number 22, M.Sc, B.Ed., age 34
Educational Services
I have a traditional family where women carry the family responsibilities. This
sets women up for less wages.
Number 1, B.SW, age 43
Social Services
Well, I became a single mom for about a year and I guess that had a great effect
on...well, I guess I've been working full-time since that time.
Number 21, B.Sc.(P.T.), age 47
Health Services
Career choices...yeah. I didn't go to law school because of my daughter.
Because I didn't think I would have enough time with her.
Number 3, B.A., age 27
Government Services, Educational Services
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I wanted to do research, right? But I had this kid. And I couldn't [do research]
and take care of him, so I choose clinical psychology instead.
Once when I was twenty-two, I wanted to be a psychiatrist. And that wasn't an
option.
They [parents] said, "Oh, no, that wouldn't be very good. You need your regular
hours. You wouldn't be able to do an internship."
Would they have said that if I was my brother?
Well, obviously the child made it take longer. It caused me to choose the more
practical career in terms of being able to complete the professional degree...in
terms of getting out and practising and making a decent amount of money.
Most of the time I didn't have a supportive spouse. Having a spouse who was
supportive would have been terrific. That would have made a difference.
If I had a supportive wife, it would have been a million times easier.
Unbelievably easier. If I could have come home to supper on the table. And
relied upon my spousal unit to do the cleaning and take primary responsibility for
child care....Yeah, I would have gone to Harvard....I would have chosen
Cambridge, actually...
Number 13, M.A., age 46
Health Services
Well, my main focus has been the family. I'm the one who has been responsible
for meals and the house and everything. So that definitely cuts into your career.
If I had started way back, I would probably would want to be working full-time
and going for a senior position or a management position, maybe. Hopefully
making a lot more than I have been making. With a lot more seniority and a
pension and some money in the bank [laughs]. Definitely it has affected my
career.
Number 21, B.Sc, age 47
Health Services
Well, there's the move, obviously. I quit my job at [place of work] to come out
here. Because as an academic he [husband] has fewer options than I do. And also
I thought I felt like I was ready for a change. I had been in the job for three
years.
I guess I also felt that with the college so new and expanding, I wouldn't have
any problem with all my experience. What a joke!
Number 4, B.A., age 34
Educational Services
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Well, first of all, I guess, we had to move from [city] to [city] for [husband's]
post-doc. And I had that nice full-time instructor's job at [university], complete
with all the benefits. And I would have been quite happy to have stayed with that
for many years.
It didn't affect educational choices by the career aspect - between moving and
wanting to stay home with them [the children] and not working full-time...
Number 22, M.Sc, B.Ed, age 34
Educational Services
When you look at women in general, I think that a lot of them have limited
choices. Is it their role that they have to stay with the children? Are they
undereducated? Do they have the same options as men? I'm not sure.
Do men have the same flexibility as women? Its always been perceived that the
man would go out to work and be the breadwinner. And I think maybe that's
changing too, with this idea of contract work. Maybe men are getting more
flexibility than they had before.
But I do think its an issue that women need to have some kind of availability
where if they want to work full-time in a particular situation they've got that
available to them.
Often women seem to be in the situation where they're in the part-time positions,
not because they want to be, [but] because that's the situation...that's the way it
is.
Number 10. B.Ed, age 47
Educational Services

G. Preferred Form of Employment
I want a full-time bloody contract. Permanent. I've always wanted that.
Number 5, MA, age 45
Educational Services
The majority of temporarily employed FUGs (59.5%) would prefer permanent
employment (General Social Survey, 1989 - Cycle 4: Education and Work). Fifteen of
the twenty women stated that their preferred form of employment would be permanent.
Six women stated they would prefer permanent part-time. Of these, three women were
married or living common-law and had dependent children; in two cases the male
partner was the main wage earner. Two were married or living common-law and had
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no dependent children, and one was a single mother. Four of the six sited domestic
responsibilities as the primary reason for this choice. Two referred to their ability to
devote time to variety of other interests by working permanent part-time.
I guess maybe the permanent part is attractive. It wouldn't have to be full-time,
but the permanent part is more important to me, that I sort of know what I am
going to be doing from year to year. The ideal thing, I think, and probably a lot
of people will say this, especially women, is that a sort of 3/4 appointment would
be great, so you have a day to do all that stuff around the house, you know
[laughs] rather that doing it on the weekend.
Number 4, BA, age 33
Educational Services
Depends on the wage I guess. Permanent part-time but at $20.00 an hour.
Because that would still give me time to pursue goldsmithing which is a real
money maker and my environmental work which isn't a money maker but which
is important. And I could live on part-time. When I say live, I could support my
family on part-time.
Number 8, BA, age 37
Educational Services, Business Services
Nine of the twenty women preferred permanent full-time employment. Of these,
four were married with dependent children, and in each case the male partner was the
main wage earner; two were single and never married; two were divorced with no
dependent children; and one was a single mother. They offered a variety of reasons
why this was their choice such as personal status and mental health. Predictability and
structure were the primary attraction of permanent work for two of the women, while
more than half the women who preferred permanent full-time work cited economic
and/or security reasons for their preference:
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I would rather just be a full-time real live person like everybody else. I really
would. Yes, I would. I constantly refer to myself as "not real" and the other
[permanent full-time] people as real. ...In an ideal world, I would like to be a real
live person just like my husband.
Number 20, M.Sc. age 38
Educational Services
Everyone has to eat. There is one salary that goes into my house: mine. And
I don't do very well being unemployed. I get very depressed very quickly. Old
British work ethic I guess.
Number 16, M.A., age 47
Educational Services
What I am looking for is permanent full-time. Because I like working and [it]
provides structure. ...I think its just having the structure back. With kids its really
nice to be able to plan better.
Number 19, M.SW., age 38
Educational Services, Social Services
Permanent full-time. Because more money. Money and job security. Job security is important especially for a woman. It's important to anybody in this
economy. Its really in transition and unemployment is high. There's academic
inflation whereby our degrees are being devalued every year. There's a lot of
tough competition. Things are really changing. I think its important for
everybody, especially a woman.
Number 3, BA, age 28
Government Services, Educational Services
Another woman believed that benefits and the potential for generating contacts and
networking made permanent full-time work preferable to other forms of employment.
In addition, she believed that permanent full-time employment placed her in a position
of power regarding controlling her future:
If I had a choice I would do permanent work. Because it's the only way...all the
options are on my side. I can choose to terminate the permanent full-time job but
in the meantime it gives me padding and it gives me benefits. It also helps you
to make those connections because the other thing about contract work is you're
always an outsider.
Number 16, B.A., age 40
Educational Services

103

Five of the twenty women preferred fixed-term contract work - although sometimes
with qualifications. Autonomy (3/5) and flexibility (3/5) seems to be very important
to these women. Three of the five women were married and each case the male partner
was the main wage earner for the family. The fourth actually earned a higher income
with fixed-term contract work than she would as a permanent full-time employee. The
fifth women was a recently graduated student who didn't want to commit herself to a
career choice at this stage in her life. This woman was 23 years old. The other four
women who preferred fixed-term contract work were between the ages of 43 and 47.
Fixed-term contract, but I would like to have some guarantee that you're going
to have at least a certain number of hours per week. I have control over my hours
- control and flexibility. I'm in control of the situation with the client. So I'm
using my education in the way that I see fit, then I'm not taking orders from
someone else. So I'm making the decision making. I'm doing all that kind of
stuff 'cause I'm out there in the field an there's nobody around...you know, during
the day to tell me that I was doing it right or doing it wrong.
Number 6, BA, age 43
Social Services
I like fixed term contract work at my age. And I like fixed-term contract work
so long as my husband is gainfully employed, and I don't have to worry about. .
We don't need my salary to survive by any stretch of the imagination. It's more
for whatever we want to spend it on. It's not required for our living. It's as basic
as that.
Number 9, BA, age 46
Educational Services
I like it as it is. I like control I have over work, If I want to go on holidays, I
can do it. If I want to take time off, I can.
Number 13, M.A., age 45
Health Services
Right now, I would prefer to work full-time on a temporary basis [FTCW]. I'm
looking to go back to school eventually - sometime in the next two years. I'm not
interested in having a full-time career type job in a field that I'm not interested in.
Number 14, B.Sc, age 23
Government Services
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H. Job Satisfaction
Regardless of form of employment, education level, or gender, the majority of
Canadians state they are either somewhat satisfied or strongly satisfied with their
temporary jobs (1989 General Social Survey).

Obviously, women who stated their

preferred form of employment was fixed-term contract work spoke more favourably
about their fixed-term contract job than the women who choose either permanent parttime or permanent full-time employment. These women enjoyed their jobs because of
their perception of increased autonomy, flexibility, and control that FTCW offered
them:
I'm not sure its the fixed contract that I like. But I like the flexibility, and I like
the control and the autonomy. But I think its basically the job that I'm doing that
I like the most.
Number 6, B.A., age 43
Social Services
There was a variety of responses amongst those women whose preferred form of
employment was permanent part-time. In most cases, the women liked what they did
(5/6); they just didn't like the conditions under which they did their work. In some
cases, the response was very angry and emotional:
It sucks here, [laughs] I have to say it. They come to me a week before my
contract ends to tell me that they want to extend me [sic]. You know, and they
tell me - they don't even ask me.
And I hate it, I just hate being treated that way. I feel exploited - no question.
I feel like I'm taken advantage of at every turn. Just because they know I like,
you know, I like to have a job. I would just go crazy at home.
Number 4, B.A., age 33
Educational Services
In other cases, the fixed-term contract job serves as an escape from the routine of
domestic work:
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I like the extra income. It makes me feel...I mean its the same old story. When
you're at home, you don't always feel as valued. You don't get much feedback.
...Its a real boost to you if you hand out a class evaluation and the students say
they've enjoyed your teaching.
When I go out to work in the evening, when I come home, I feel refreshed. I
could stay up until midnight.
When I'm home in the evening, even if [my husband] is here too, and we're both
trying to get the kids into a bath and bed - we're both exhausted.
Number 22, M.Sc, age 34
Educational Services
Similar to the women who preferred permanent part-time work, six of the nine
women who preferred permanent full-time employment liked what they did at the fixedterm contract job; they just didn't like the conditions under which they worked.
I don't like the paper work. I don't like the back-stabbing that goes on in
faculties. The inter-departmental struggle for power. And who's going up the
next rung next. I don't like all the bureaucratic crap.
But I sure loved teaching. I loved teaching. I really loved my job.
Number 5, M.A., age 45
Educational Services
I really liked my job at the [employer]. The wage sucked! That was bad. It
was $11.60 an hour. Everything else was good though. The autonomy was good
because nobody knew what it was I was supposed to be doing. I just did whatever
the hell I wanted. Nobody interfered with me. Because I was the expert.
On my second job as a lab demonstrator I really liked teaching. Liked the
autonomy. I didn't like the way they exploited me. They wouldn't allow me to
call myself a T.A. [teaching assistant], which is, in fact, what I was. [Department
Chair] tried really, really hard to get me full time hours and there was no way that
they were going to let me have any more than 13 hours per week. That class
times were structured at really sporadic times during the week and during the day
which made it impossible for me to go and get another part-time job. And there
were not enough hours to makes ends meet so I ended up making less than I
would have on welfare.
Number 3, B.A., age 27
Government Services, Educational Services
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I love the job and I like what I'm doing. I'm energized by it. Each day is
different. Each group of students coming through is different so that part I rally
liked.
And I like the idea that if I was on a fixed-term contract I was working full time.
And there is a substantial difference in our division. Full-time pay is better than
hourly rates. Because [on hourly rates] you don't get paid for office hours and
prep work.
Number 10, B.Ed, age 47
Educational Services
One woman expressed a preference for permanent full-time employment earlier in
the interview. Later, however she stated that permanent full-time employment in her
field would offer little of the job satisfaction her fixed-term contract job provided. She
also doubted the legitimacy of calling most new jobs "permanent." Ideally, she would
like to have her present job with all the benefits of permanent full-time (predictability
and income security) combined with variety, flexibility, and challenge she now enjoys:
ILOOOVVVE IT!!! BIG LETTERS!!!! UNDERLINE!!! CAPITALS!!! ...I
don't think there is such a thing as permanent full-time employment any more.
Ninety-five percent of new full-time jobs are created by small business. But we
know something like 95% of small businesses go broke or out of business in the
first five years. So I don't see those jobs as being any more secure than my own.
What full-time permanent jobs remain will be in big business and government,
both of which are cutting their work force and increasing the work load of those
that remain.
Further, the jobs impose restriction and rules: people are regarded as objects.
Whereas, where I work people are treated as professionals.
Number 1, M.SW., age 43
Social Services
When asked to describe their job, the most typical response was "there's no such
thing as a typical day on the job". Most stated it was this variety on the job that made
the work enjoyable - even if other aspects of the job were disliked.
One indication of job satisfaction is whether the employee would recommend
similar work to someone else. Of the five women who preferred fixed-term contract
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work, three would not recommend it to others because of poorer compensation, poorer
career prospects, and less security if one has dependent children:
I wouldn't recommend anybody even become a physiotherapist. Put in all that
time for the poor remuneration that they get? [laughs]...All these women who may
end up supporting their kids. If I had to raise four kids on a physiotherapist's
income, ooh - it would be a very tight living. Poor. Very poor.
Number 21, B.Sc (P.T.). age 47
Health Services
Even the two who would recommend fixed-term contract work to others do so with
reservation. Primarily this form of employment is recommended to those who want
autonomy, temporary employment, if wage level is unimportant, if they have time
management skills, and if they have money management skills:
Ideally, you would recommend it to someone who has management skills with
money. There is a risk in sessional work. Things could change and there's less
stability. There's no benefits, so an employee can't rely on benefits.
Number 13, B.A, M.A., age 46
Health Services
It's okay for someone who wants to be their own boss or someone who's
between episodes of education - who wants a break. Students often have to go to
work to pay off student loans. They don't have an option. For someone looking
for a career or with dependents, its not secure.
Number 14, B.Sc, age 23
Government Services
Most women who preferred permanent part-time employment

would not

recommend fixed-term contract work. Although they saw certain benefits, such as
flexibility or establishing or maintaining contacts in one's chosen career, they felt that
these did not out-weigh problems of exploitation and lack of economic security.
According to these women, FTCW would be most attractive to those who want
temporary work only:
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Yeah sure. Its better than nothing, right? [Like] stay-at-home moms. I always
say I'm keeping my foot in.
Number 22, B.Sc, M.Sc, age 33
Educational Services
No, I wouldn't recommend it to anybody. I think the best job in the world is
one in which you have job security and a steady pay-cheque. That is the epitome
(laughs) of employment as far as I'm concerned. Fixed term contracts are...dicey.
Number 8, B.A., age 37
Educational Services
I would have to say no, just in view of my experience here. Because my income
is a second income in the family, I have a little more flexibility so there are some
positive things about it. Like having the summer off so that I can go to
[university]. But the uncertainty and the exploitation and everything kind of
outweighs the benefits to it. There is no excuse for treating people bad just
because you want them on a temporary contract.
Number 4, B.A., age 33
Educational Services
Women who prefer permanent full-time work cite the lack of pensions, benefits and
job security, along with the lack of predictability as prime reasons why they would not
recommend fixed-term contract work. However, they will recommend it under certain
conditions, such as: 1) if there is a second income (2/9); 2) if there is a need or a
desire for flexibility (3/9); 3) if it is an opportunity to gain experience (3/9); 4) if one
is self-employed and highly paid (1/9); 5) if one telecommutes (1/9); 6) if one has
management skills(l/9); or 7) if one is looking for short-term employment (2/9). Only
one woman gave fixed-term contract work her whole-hearted recommendation, despite
having expressed a preference for permanent employment for herself.
In addition, fixed-term contract work was recommended to employers as a means
to save labour costs and as a way to evaluate workers prior to offering them permanent
full-time employment:
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Yeah, I would recommend it to others. I really enjoy it. I've enjoyed the
opportunity to grow and expand my skills. It's almost demanded of you. ...So the
variety [in the job] is exceptional...So I recommend it to people who have energy
and enthusiasm. [Who] Are not jaded by the system, certainly. And still have
some optimism and believe they can make some kind of changes. And I would
also recommend that they have either an extraordinary ability to manage money
so they're able to put away money for the down times. Or a second income in the
background.
Number 1, B.SW., age 43
Social Services
I would recommend it to other people who are recent graduates and trying to
break into a field. You will get exploited heavily but it looks good on your
resume and it gives you experience.
Number 3, B.A. age 27
Government Services, Educational Services
I have some real fears about that [the trend to employment based on contracting].
I don't think that's the way it should go. Its a way for companies to make greater
profits at the expense of labour. ...The wages may look the same but the benefits
are gone. And when you think that benefits are actually 20 to 23 per cent of your
salary, on top of your salary, employers are really doing well not paying that.
That's my other concern. Especially for women. Is that women, again, get
abused by the labour market by feeding into that. And the reason women feed
into it is because women need some flexibility in their lives. Because the majority
of women, or single parents, or women with children - married or not, tend to be
the main child carer. You know, provider or giver. We still don't live in a society
that accepts that men may want to stay home and do that.
Number 19, M.SW., age 38
Educational Services, Social Services
...[I]t can be frustrating in that you don't know what you're doing next year. We
don't even know if we are going to have to go some place else this September.
Its not the greatest for planning your life. You don't want to buy anything major,
just in case, because you might need the money. There's no job security at this
point.
Number 15, B.Ed., age 24
Educational Services
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It's better than the breadlines. Period. If it's a double parent family and you
just need a little extra income, but you don't want to devote all your time to a
career - you still want to be a resource person at home - then it's great. But if
you're trying to make a living, it's sadistic. It's fascist and sadistic.
Number 5, M.A., age 45.
Educational Services
But my general overview is that there is not very much that is positive about
contract work, in my estimation. Because it's really difficult to put roots down
anywhere or to feel at home anywhere for any length of time. Or to plan a future.
Or to even be able to save money at all.
Number 16, B.A. age 40
Government Services
One source of dissatisfaction was the lack of contact and recognition given by
permanently employed staff and management to fixed-term contract employees. Often
they are the last to be consulted when changes in the work environment take place.
I feel like an underling when I go in there [workplace]. I don't feel like I'm on
par with people who are there permanently. Part of it is I don't know where
things are. I go in there and "where is such and such a thing stored this year?"
They've moved it all around on me. "What's the routine this year to do this?"
I didn't even feel like I was working there. I would just come in for three hours
and that was it. So I didn't have the social aspect of work which is to me a big
plus.
I'm never asked to come to departmental meetings or anything like that.
Number 22, M.Sc, B.Ed., age 34
Educational Services
There's some devaluation there, not only in terms of compensation, but also in
the way you're viewed on a day to day basis. You're seen as sort of less than a
full and regular member of the organization.
And I can give you lots and lots of examples of that in terms of committee work
and things. Like, I'm never approached to be on committees. I'm always missed
in distributions of minutes and committee notes and all this sort of stuff. I never
receive drafts of timetables and things that I need to do my job. Because
basically I'm not really here. I'm just sort of a temporary person floating around.
Its that sort of old image of a temp [laughs].
Number 4, B.A., age 34
Educational Services
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The one thing you didn't get involved in was anything related to decisionmaking. Oh, you might get invited to parties and such things. You'd probably be
at the team meeting for your program. But you were not involved in any decision
making. You weren't involved in having any impact on things related to the
community and how the mental health service related to other service providers.
The expectation was - you just do your job.
I, on occasion, found it sort of minorly [sic] frustration that you're not involved
in the system in the same way. You know, that you're dealing with things on a
more individual level - not working in the "big picture".
Number 11, Ph.D., age 45
Health Services

I. Wages and Benefits
The wage was terrible. The numbers of hours per week that I got were terrible.
I got no benefits. Basically I was used.
Number 3, B.A., age 27
Government Services, Educational Services
Five years after graduating, over 50% of temporarily employed FUGs estimated their
income for 1987 would be less than $25,000. The average estimated income was
$21,825. Two-thirds estimated their income would be between $12,145 and $31,505.
The highest estimated income for a temporarily employed FUG was $51,000 (see Table
6, page 114). The average estimated income for 1987 for temporarily employed male
university graduates (1982-MUGs) who had graduated five years earlier was $23,815.
More than half estimated their annual earnings would be greater than $25,000. Twothirds estimated their income would be between $12,463 and $35,167. The highest
estimated earnings by a temporarily employed MUG was $96,000 (see Table 7, page
115).
Less than half of those employed in temporary jobs receive any benefits.

Fifty-

eight percent of FUGS in temporary jobs do not receive medical coverage, and 78.9%
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do not have dental insurance. FUGs are more likely to have paid maternity leave as
part of their benefit package (44.6%) than a pension plan (38.4%) (see Table 7, page
115).
Only two of the several fixed-term contract jobs discussed by the twenty women
interviewed had exactly the same compensation package (wages and benefits) as their
permanent full-time counterparts. Six jobs had the same compensation package but on
a pro-rated basis based on hours of work. One job offered a company group benefit,
but the woman had not joined since she derived her benefits through her husband's
employment.
Twenty-two jobs offered no benefits. Of these, 11 jobs paid less wages than similar
permanent positions. Wages were pro-rated at six jobs. At two other jobs, wages were
the same as similar permanent positions. In three cases, the jobs paid higher wages
than similar permanent positions. With the exception of the three women who earned
more as fixed-term contract labour, the majority of women expressed real concern about
the rate of compensation in fixed-term contract work:
I guess I have a number of concerns. One is that I think that for a lot of women,
there's a lot of issues around setting up a retirement and benefits. They're not
there unless you are a conscientious contractor who really understands these things.
As women I think sometimes we get shortchanged on the benefits when we're
doing this kind of contract stuff. Not that men aren't. But women tend to be over
represented in poverty in their old age.
Number 19, M.SW., age 38
Educational Services, Social Services
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There were no benefits! THERE WERE NO BENEFITS!!! You're talking about
sick pay...there was nothing. Absolutely nothing. I was paid for the hours I
lectured. I was not paid for hours I was in my office. I was not paid for
individual conferences with students. I was paid for the lecture hours on the time
table, period. All the prep work was on my own time. Absolutely. I was
required to have office hours but I was not paid for them.
Number 45, M.A., age 45
Educational Services
Not even the benefits of being considered for the next job which is why I quit
doing that. They are not faithful to their employees at all... A really disloyal
institution. They exploit all their employees. They do!
Number 8, B.A., age 37
Educational Services
Its lower. Because we don't have any of them [benefits]. We don't have
medical or dental. We don't have pensions. I asked for the pension. But
normally that doesn't happen. You have to ask for it to happen. And I don't
think that its matched. Whereas [husband], his pension is matched dollar for
dollar. So I lose a lot of bucks right there. Somebody at my level it [full pension
contribution] might be five [thousand dollars], so $2,500 [would be contributed by
the employer] right away if you're were full time.
Number 7, B.A., age 48
Educational Services
[Rate of compensation compares to permanent full-time workers] Poorly, very
poorly. And again, that's a balance or a weight that you must do before you select
contract work. Currently I make about $5,000 less a year I guess, with no
extraordinary benefits, or superannuation, or union protection things, and all that
stuff.
However, as a full-time social worker working for the government, I would also
have four bosses, each with succeeding power. I would have massive policy and
regulations books I would have to be running out of [sic]. I would have a case
load that would be so extreme that I wouldn't be able to devote the time and
attention I feel clients deserve.
And I would be protected by a whole bunch of administrative staff who would
attempt to keep clients away from me. I prefer for them to feel free to knock on
my door.
Number 1, B.SW., age 43
Social Services
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Table 6 —Estimated Earnings for 1987, 1982 University Graduates Employed as
Temporary Workers, by Sex. Canada, 1987.

Value $
n
< 5,000

Female
%

Male
%

n

30 (5.1)

14 (2.5)

5,000 - 9,999

41

41

10,000 - 14,999

74 (12.4)

70 (12.5)

15,000 - 19,999

75 (11.9)

67 (11.9)

20,000 - 24,999

109 (18.4)

84 (14.8)

25,000 - 29,999

138 (23.2)

123 (21.8)

30,000 - 34,999

79 (13.2)

83 (14.7)

35,000 - 39,999

29 (4.7)

49

(8.6)

40,000 - 44,999

22

(3.6)

23

(4.1)

45,000 - 49,999

1

(0.2)

2

(0.4)

50,000 - 54,999

1

(0.2)

3

(0.5)

55,000 - 65,000

0

5

(1.0)

> 65,000

0

3

(0.6)

Totals

(6.9)

595 (100.0)

(7.9)

567 (100.0)

Source: Statistics Canada, Household Surveys Division, Follow-up of 1982 Graduates Survey. 1989.
Notes:

Empty Cells signify sample estimates too small to be reliable.

Female : Mean = $21,825; Median = $23,000; Mode = $30,000. Standard deviation = 9,680
Minimum = $1,000; Maximum = $51,000.
Male:

Mean = $23,815; Median = $25,000; Mode = $30,000. Standard deviation = 11,352.
Minimum = $1,000; Maximum = $96,000.

Table 7 --Job Benefits, Men, Women, and Female University Graduates (FUGs), by Form of Employment, Canada,
1988.
Permanent Employment
men
n

%

women
n
%

FUGs
n
%

Temporary Employment
men
n

%

women
n
%

FUGs
n
%

medical insur. yes
no

2053 (72.3)
788 (27.7)

1420 (62.5)
851 (37.5)

276 (73.5)
99 (26.5)

77 (44.1)
98 (55.9)

46 (23.5)
151 (76.5)

16 (41.9)
22 (58.1)

dental plan yes
no

1740 (61.4)
1092 (38.6)

1218 (53.9)
1042 (46.1)

238 (63.6)
136 (36.4)

51 (29.7)
121 (70.3)

33 (16.9)
163 (83.1)

8 (21.1)
29 (78.9)

pension plan yes
no

1649 (59.0)
1146 (41.0)

1217 (54.5)
1016 (45.5)

249 (66.5)
125 (33.5)

62 (35.9)
110 (64.1)

50 (26.1)
140 (73.9)

14 (38.4)
22 (61.6)

paid maternity yes
no

1159 (57.0)
874 (43.0)

1088 (56.7)
832 (43.3)

228 (61.8)
144 (38.2)

41 (38.9)
64 (61.1)

52 (32.2)
110 (67.8)

13 (44.6)
21 (55.4)

Source: Statistics Canada, Household Surveys Division, Follow-up of 1982 Graduates Survey. 1989.
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When I ' m on an hourly rate, its pathetic. Because you are only paid for those
contract hours. Not paid for prep time, or talking with students afterwards, or that
sort of thing which is just as important. You're not paid for office hours.
Number 9, B.A., age 46
Educational Services
The two clinical psychologists earned considerably more as sessional (fixed-term
contract) workers for the British Columbia government. Number 11 opted to become
a permanent employee when the policy of the government changed to one of hiring
psychologists on a permanent basis:
Probably the reason for the demise of the sessional psychologists is that it [rate
of monetary compensation] went up. It went from a bottom of 109 [dollars] to
doubling - to probably around at least 220 [dollars] per session, working two
sessions a day. I think its around $108,000 per year if you worked two sessions
a day, 48 weeks a year.
But no benefits. No job security. But some tax write-offs.
Number 11, Ph.D, age 46
Health Services
Some psychologists in specialized fields (such as Number 13) were able to resist
government pressure to join the professional association and become permanent
employees.
benefits.

These psychologists do not enjoy job security nor do they receive any
However their earnings are considerably more than their permanently

employed counterparts and there is some suggestion that they enjoy increased status as
"professionals" rather than employees. Sessional psychologists form part of the primary
external labour market - along with other highly paid professionals such as doctors and
lawyers.
Permanent employees, members of P.E.A. [Professional Employees Association]
get way less. Somewhere between $35 to $40 [an hour]. They make about 2/3
what I do [$70 an hour]
Number 13, M.A., age 46
Health Services
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If I have more hours, I can make more money than I made at the hospital. And
so that's very positive. That's very good...I think if you were working there full
time you would probably get double the pay. I'm just talking straight pay without
the benefits and all that. Just straight hour. Because half your paycheque goes on
deductions at the hospital it seems like. I'm just comparing take home.
[I get] 40 per cent of the billing fee. Sixty percent goes to the company which
provided the clinic, aides, computer, patients, advertising, communication, etc...Say
we bill to W.C.B. [Worker's Compensation Board], well you don't get your money
back for two months. And it [income] varies on how many billings are done, like
how many people I see. Some months, if I work extra hours, I can make $3000
a month. But generally, working three half-days, I get $1500 a month.
Number 21, B.Sc. (P.T.), age 47
Health Services
J. Plans For the Future
Many of the women interviewed had interrupted their education or career to follow
their husbands as they relocated for employment purposes, or because of other family
responsibilities.

Those women with a history of FTCW seem to have the greatest

difficulty in obtaining permanent employment.

This could be a consequence of not

having the correct credentials for permanent employment.
Four of the twenty women expect no real change in either the trajectory of their
personal life or in their careers. Half the women continue to invest in human capital
by either finishing or continuing their education.

Most expect that the increased

credentials will give them more desirable forms of employment.

Two women

mentioned the possibility of working for special interests groups (non-government aid
agency and environmental group).

Six expect to be teaching at a post-secondary

institutions. Four hope to live in a rural environment. Only two expected work more
hours and to have a higher income in the future. One woman hoped to work fewer
hours. Four expected to start their own business or company. One woman anticipated
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the need to relocate in order to find permanent employment.

Three expected to

continue to work less than full-time in the immediate future because of domestic
responsibilities.
positions.

Three others were currently applying for permanent, full-time

One anticipated having children and being economically dependent on

someone else. Another was planning her divorce:
I foresee continuing to do the kinds of things I have been doing. Teaching
whatever possible. And continuing to do free-lance writing. The only major
change I foresee is finishing my doctorate.
Number 20, M.Sc, age 38
Educational Services
Short-term? It will probably remain much the same. I will stay with the same
contractor until the kids are 19 or 20. Until they grow up, I plan to stay until I'm
47. That's a total of seven years [with same company].
I've been writing some proposals regarding the creation of my own agency with
a couple of associates.
I also plan to start work on my M.SW. It will be done by distance education.
I plan to have it done by the time I'm 50.
As far as life-style expectations, I plan to be a single person. Currently I am in
a marriage of convenience and I'm sure my husband feels the same way. Ideally,
I'd like to have a home with some acreage in the country and a red jeep.
Number 1, B.SW. age 43
Social Services
I see myself doing decently, maybe not as decently as in the past. Things aren't
as certain any more. Even as a teacher you can be declared surplus labour. Also,
I think during an economic downturn there's a possibility for wage roll-backs. I
don't think its [teaching] is going to be as profitable a thing as it was before.
But I know that I'm going to be taking time off at some point to have children
and everything. I'm kind of assuming I'll be living off someone else's income at
some point.
Number 15, B.Ed., age 24
Educational Services
Two things. First to work less hours and spend more time writing, specially
poetry. And to establish my own clinic with a colleague where I can specialize
in those area that are of interest to me.
Number 13, M.A., age 46
Health Services

119

To be perfectly frank with you, I expect in the next five years to end up as a bag
lady and to spend the rest of my life in that situation. Even going back and
getting a Ph.D. doesn't mean you've got a job. I'm almost unemployable in areas
outside of what I do.
The job I am doing right now becomes full-time next year by the collective
agreement. I will not be considered because I do not have a Ph.D. The chances
of me being hired are virtually nil. I have been told this by two of my colleagues,
both of whom will be on the hiring committee.
I have to admit I would be leaving teaching with great regrets. I simply don't
know what to do for the rest of my life.
This is a worst case scenario. The best case scenario is that they will be forced
to keep me here. I already have [grieved this].
Number 18, M.A., age 47
Educational Services
I definitely want to get the Master's degree finished as soon as I can. And
hopefully remain in an administrative sort of position but at a higher level... So
I could see myself aspiring to a registrarial position or a student services director
kind of position. [It] would definitely involve a change of location. I'll never get
anywhere here. Even if I was to sort of break into upper administration here, my
life would be hell. Because the narrow-mindedness and the incompetence and the
way women are viewed. I couldn't stand it. No, it won't be here!
Number 4, B.A., age 33
Educational Services

K. Women and the Dangers of SEM
[Women end up with] absolutely nothing. No pension plans. They end up at
fifty-five with diabetes and no [extended] health plan. And no savings. No sick
leave. No earned time off. NO NOTHING!
Number 5, M.A., age 45
Educational Services
Inherent in any temporary job is the vulnerable position in which it places the
employee. Because fixed-term contract workers are considered "temporary", they are
usually denied the kind of on-the-job training that might make permanent employment
a possibility. Other permanent personnel are less likely to act as mentors, or to invest
much time in developing a social relationship with a fixed-term contract worker. The
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possibility then exists of perpetual employment in fixed-term contract work and the
insecurities that go along with it:
You never fit. You never feel you belong. You don't go to any of the training
seminars with anybody because they will not pay for them if you are a contract
employee and leaving. And you can't do the networking. Its really difficult to do
the networking.
And they also protected you from the information. Like they keep information
away from you. Yeah. They withhold information. And so you can't get the
inside track and you can't get ahead of it.
Number 16, B.A., age 40
Educational Services
In some cases, the pace of work is higher than would be expected from a permanent
employee:
But you couldn't stand working there [physiotherapy clinic] full-time 'cause it's
too high a pace. You just couldn't keep it up. Nobody works there full-time.
Even the owner, he doesn't.
He'll [the owner] reassure you over and over that you only need to see as many
patients as you want to see. And absolutely no pressure whatsoever to see more.
So I have no problems with the clinic at all. He's very good, and very
pleasant...no pressure. It's a really nice atmosphere in there...and supportive...yeah,
its good.
Number 21, B.Sc.(P.T.), age 47
Health Services
Number 21 enjoys her work and likes her employer. But the pace of work makes
full-time employment impossible. She had recently found it necessary to establish her
own part-time business as a home-visit physiotherapist to supplement her income.
Forty-five percent of FUGs in temporary employment believe there is little
opportunity for them to be promoted in their job {General Social Survey, 1989 - Cycle
4: Education and Work). One of the difficulties that face all women is the "glass
ceiling" effect of upper management dominated by older men, most of whom entered
the workforce in the 1960s. Women can "see through the glass ceiling" to jobs they

121

aspire to in upper management, but are stalled in middle management positions while
their male counterparts are promoted up the job ladder.

In addition to the "glass

ceiling", women in temporary employment face a "glass wall" that restricts their
opportunities for permanent employment:
Men? The men would be in their fifties. We just have to wait for the dinosaurs
to die off and then you should be cleaning up. I think that eventually they will
become a minority and just with the sheer force....
Now I don't think that you're going to see in any time too soon women moving
very rapidly through the federal government. Women could get to middle
management, maybe. But there was no way they were going to be able to get
through the glass ceiling they could see through. Because the men above were not
going to allow them to do that.
Number 16, B.A., age 40
Government Services
In university settings, which are supposed to be progressive, where there's
supposed to be miles of progressive thinking, you find a lot of "old guard" type
men. Basically, you know, men who sit in all their offices with their dust covered
books. And their wives have always been at home looking after the kids. They're
old guard people. They're old-fashioned; they haven't progressed in their thinking
at all. They're very traditional.
There's a lot of those in universities. The tenure system probably doesn't help
matters there, right? That you have these people who don't go forward but remain
and rot for years and years. So in that kind of an environment, its hard for a woman
to get ahead.
Number 4, B.A., age 33
Educational Services
Both these women worked in an office environment, and had male supervisors. As
fixed-term contract workers they were even more vulnerable to sexual harassment than
women with permanent positions.

Male co-workers and supervisors may target

temporarily employed women if they believe the women will be leaving the workplace
soon, and have little access to support systems within the workplace.

In addition,

women who are victims of sexual harassment may be reluctant to resist aggressively
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such harassment given the tenuous situation of their employment. They may believe
they would be jeopardising future contract work with the employer if they complained:
I can remember him coming into my office and literally feeling his hands on my
chest. Its a difficult thing to prove. Because he's not actually coming up and
going like that [gestures to indicate grabbing of breast], but he might as well be.
Or he'd come up and he sidle up beside me and I would move.
And I thought by the time you get through all of this crap, there's nothing....I
was not in the position where I could turn to the union. And that guy is still there.
Number 16, B.A., age 40
Government Services
Not only are FUGs in fixed-term contract work vulnerable in the workplace, but
because temporarily employed FUGs tend to work in either educational services or
government services, they are vulnerable to changes in government policy to a greater
degree than permanently employed government workers. Both Number 1 and Number
6 work for small, private business contracted to provincial government ministries:
This job is very dependent, very dependent [on government policies] because the
priorities of the government in Victoria determine how much money is spent on
social services in the province and as a particular, how much is spent on
employment training programs.
And this [program] is particularly aimed at youth, so it depends on whether
youth is the catch word for the year.
All funding comes from Victoria; none from the federal government. RISE [Reentry Into Successful Employment/Education] project funding is what this is under
right now.
Number 1, B.SW., age 43
Social Services
Number 21 has two contract jobs. One with a physiotherapy clinic, another with
the provincial government as a home-visit physiotherapist.

Recent changes in

government funding for medical services has effectively cut her income as a home-visit
physiotherapist by 29%.
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I don't know if you have been hearing about physiotherapy and MSP [Medical
Services Plan of British Columbia] decrease in coverage. First of all, they
instituted a user fee - so a $5.00 user fee. So the rate for a visit - seeing
somebody at home - would be about $24.85. That's through MSP.
So, then you are supposed to charge the client $5.00. Well, a lot of the people
that I see are really old people. Maybe 84 or 85. And you know a lot of them
live on fixed incomes and you can tell they're not really flush.
For that reason, plus I wanted to be busy; like, I want the income right now. So
I would just as soon take the business at a cut rate. So I haven't been charging a
user fee.
So then, as well, they put a 10% pro-rated discount on all MSP fees. So you
take another $2.00. And now just after Christmas, they started a $7.50 user fee.
So it [the base rate] dropped first by $5.00, then by $2.50, then by 10%. So I'm
making about $17.85 a visit and I'm expected to ask the client to make up the
difference.
Number 21, B.Sc.(P.T.), age 47
Health Services
Besides the difficulties women in fixed-term contract face in the workplace, they
also face problems over the division of labour on the home front:
It's hard to get into a routine where maybe your husband will do more of the
housework or more of the cooking, or he'll buy the birthday presents. I mean,
right now, I take responsibility for most of that and I don't feel too hard done by
because I am home full-time. And he still does the dishes at night and helps with
the laundry and all that.
But, say I work 20 hours a week next term. It's probably going to take a month
or two to get to a system where you get him [husband] to start doing, you know,
scrubbing the toilets or whatever. And then suddenly the contract is over at
Christmas.
And I can see where it would be very hard to work out a system where your
husband does half the cooking, when for three months you're working and for four
months you're not. And that's another whole aspect of fixed-term contract work.
Number 22, M.Sc, B.Ed., age 34
Educational Services

L. Union Membership, FUGs and the SEM
FUGs are more likely to be members of unions if they are they are temporary
employees (40.2%) than if they are permanent employees (33.3%) {General Social
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Survey, 1989 - Cycle 4: Education and Work). This is a result of the type of temporary
positions usually filled by FUGS - educational and government services - both of which
are highly unionized.
Unfortunately for the women I interviewed, union membership was not necessarily
an advantage. Number 14 paid full union dues but received no benefits whatsoever not even the benefit of being rehired based on experience and accumulated seniority.
Similarly, Number 7 paid full union dues and received no benefits.

However her

contract was renewed on the basis of accumulated seniority.
In most cases, unions will only protect current members. Once a worker has left
a position (either of their own accord or because they have been terminated) unions are
usually reluctant to intervene on behalf of that worker in the grievance process. Fixedterm contract workers can be terminated by either being fired, or by the completion of
the contract. Thus, an incident that occurs just prior to the end of the contract (however
terminated) is unlikely to be pursued by the union, despite the fixed-term worker having
paid union dues. Unions may concede to allow a limited number of contract workers
in exchange for the right to collect union dues and job protection for permanent
employees.

Union membership then, can mean different things to primary core

employees and secondary peripheral employees:
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Actually the union aspect of this job did not turn out to be a benefit. I ran right
up - like that [clapped hands loudly together once] against just a shit-assed
floormat [shop steward]. But you had to pay union dues.
I felt my supervisor started harassing me. Which I didn't take light of. And one
day I told him to get the fuck out of my office.
And he turned around and said, "I trust that you haven't read the back of your
contracts because if you read it, you will discover I can fire you with 24 hours
notice."
So I went to the union, and the union said, "Can't help you."
Number 16, B.A., age 40
Government Services
Despite the large number of instructors and lab demonstrators hired on fixed-term
contracts, faculty associations seem particularly reticent to protect non-permanent
employees, even sacrificing compensation packages of non-permanent members during
negotiations. Women working under these conditions not only suffer the insecurity of
fixed-term contract work, but can't rely on the organization entrusted to negotiate on
their behalf not to use contract workers as sacrificial lambs on the altar of collective
bargaining:
I was only protected by the Faculty Association during their period of that
contract. Only while I was actually working. If I had a grievance after the work
was done - too bad.
And that's exactly what happened. I had a grievance, but that was too bad. I
was not hired on at the college at that time so....
Yeah, pretty pathetic, hey?
The only reason I quit was because they wouldn't consider me, even give me an
interview for the next job that came available. It was nothing to do with my
record. They thought I was a good teacher.
It was just that [Department Chair], in my view, and in the view of some other
people who work in that department, the Chair, who only has a BA in English or
something herself (and it's a mail-order BA at that), is very threatened by people
who have more education than she has.
Number 8, B.A., age 37
Educational Services
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Do you know, I had to ask permission to attend Faculty Meetings? 'Cause parttime instructors are not invited to Faculty Meetings. I had to ask permission to go
to Faculty Meetings. And if something important was going to be discussed, I was
told - someone would come to my office and say, "You don't need to come to the
Faculty Meeting today."
Number 5, M.A., age 43
Educational Services
The wages are set by the Faculty Association contract, right. They took a 30%
cut in the last contract. If we had been on the last contract, if we had been hired
before the new contract had been negotiated, we would have been making $27 an
hour. As it was I made $15.80 an hour.
Number 3, B.A., age 27
Government Services, Educational Services
In the case of sessional psychologists in British Columbia, involvement of the
Professional Employees Union resulted in permanent jobs for psychologists - but with
a huge cut in pay and a loss of status from self-employed professional to hired help:
I think it was P.E.A. [Professional Employees Association] who was involved in
fighting this, and they dredged up some principle in labour relations where if
you...like many of these people had been sessional for years...this really was their
employment for years...
And P.E.A. successfully argued [to the labour relations board] that the
government could not do this. That even though a person is a contractor, that if
you've had that sort of historical relationship where a person's contract just gets
renewed year after year after year (and I think P.E.A. may have also thrown in the
argument that the government was, in effect, attempting to do some union busting
here.) So the ruling was: that these sessional are, in fact, employees.
So P.E.A. was recognized as the bargaining unit for sessional psychologists.
Number 11, Ph.D. age 46
Health Services
According to Number 11, this ruling had the effect of terminating most sessional
psychologists, in the sense that their contracts were not renewed. With few exceptions,
only those psychologists who agreed to permanent employment were given work with
government Ministries, but at a much reduced wage.
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M. Why Contract Work Now?
All the women whose preferred form of employment was permanent full-time
believed that employment in the SEM was increasing.

Reasons given include

government cut-backs (2/9); poor economy (2/9); cost effectiveness of contract work
(3/9); corporate downsizing (1/9); and high rates of unemployment (2/9). Most were
very pessimistic about fixed-term contract work and the consequences of this form of
employment.
In the world in general? Definitely. I do think there has been an increase. ...In
academics its because there just isn't enough money to hire and invest in and give
tenure to, etc, full-time, life-time people. So instead we get contracts. And do
contract after contract.
Number 20, M.Sc, age 38
Educational Services
I think it's where the future is going to be...I think its going to be really, really
difficult in the future to find permanent full-time work. Very difficult...Well, I
think if you look at the economic forecasts for the next ten years, its probably a
good indication of what will happen.
The only people I talk to who are permanent workers are government workers.
And most everyone else I talk to is either working on contract or they're working
part-time.
Number 16, B.A. age 40
Government Services
In all of academe...yes...but more than that... There has been an increased use
of part-time sessional to save money. There's a lot of people out there without
work. With university degrees and no work... What are you going to do with
these people? You're cutting welfare rolls, the feds are cutting unemployment
insurance. You're cutting the social programs such as education. I mean, what
are these people supposed to do?
That's the trend [self-employed on fixed-term contract work]. I think they're
going to find in the long run its going to be extremely expensive. The social costs
are going to be horrendous. Especially where people are working out of their
homes. The social costs for that - maybe not now, but ten or fifteen years down
the road, the social costs are going to be just horrible.
Number 18, M.A., age 47
Educational Services
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It has to do with downsizing. Corporations and governments are downsizing and
eliminating key employees who they figure they can fill the gaps. Take away this
job and not have it done but fill the gaps with essential services as contract work.
That's what down sizing is all about - taking jobs away from people. So instead
of having somebody working an eight hour day, everyday and getting paid fulltime and having a semi-sane paced job, they're going to hire somebody who will
work like a bugger for six weeks or eight weeks.
Number 3, B.A., age 28
Educational Services
I think it has overall...I think what you are seeing is that idea of hiring people
when you need them and don't have them around when you don't need them. It's
the big push for employers now. And because the unemployment rate is so high,
it's an employers market. They [the employers] can choose whomever they want.
And if they [employers] choose to work that way, and that's the only way they
[employees] can get jobs, they'll [employees] take it.
Number 19, M.SW., age 38
Educational Services, Social Services
Oh, gosh, Yes! Absolutely, I think it's sky-rocketed. Because the economy is
in such a shambles. I don't think there are that many full-time, fully paid, fully
benefited jobs available. People can't stay on welfare so they have to work. And
employers are smart enough to know that if I can hire you on a part-time contract
and I don't have to pay benefits and I don't have to pay sick-leave, then I'm going
to be dollars and dollars ahead. And even if they're not doing it our of some kind
of avaricious motive - just to keep the business afloat...if you can save thousands
of dollars a year on benefits then you do it.
Number 5, M.A., age 45
Educational Services
Five of the six women who preferred permanent part-time employment believed
there has been an increase in fixed-term contract work. In general, however, their
responses were not as bleak as women who preferred permanent full-time employment.
Reasons given for the increase in fixed-term contract work included: increased desire
on the part of workers for flexibility (1/6); the cost effectiveness of fixed-term contract
work (3/6); and the desire to cut government payroll numbers (1/6). One woman did
not believe there was an increase in fixed-term contract work.

She believed the
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difficulty lay in demographics; too many "boomers" chasing too few jobs:
No, there isn't an increase, not in the College anyway. One of the big problems
facing our generation is that there are too many of us for the amount of work out
there. We're never going to have even 90% employment for all the baby boomers.
There's just too many of us.
Number 8, B.A., age 37
Educational Services
I think there is. In [government department] it was definitely dollars. When the
Social Credit was still in [power], they wanted to see the totals [of employees]
reduced. And contract work, when you put together a balance sheet, doesn't come
out as payroll. 'Cause those people come off the Ministry payroll as soon as
they're hired by the contractor and so it looks different on the balance sheet. And
the physical numbers, right. So instead of having 10 people working at
[government department] regionally, maybe when they went to contractors, it
would be, say half. And so it looks better to the taxpayers if you're working on
those reports that come out at the end of the year.
Number 7, B.Ed., age 48
Educational Services
All four of the women whose preferred form of employment was contract work
believed there was an increase in fixed-term contract work. Reasons given included:
a poor economy (2/4); high levels of unemployment (1/4); and the potential to earn a
better income (1/4):
Yes, in a general way. More people want more control over their hours. Often
for family reasons. Also the rate of compensation, in my case, makes it much
more attractive.
Number 13, M.A., age 46.
Health Services
Yes, there is. Definitely. And it has a lot to do with the downturn in the
economy. ...Its happening all over. I think when things were really good in the
'70s and the '80s, things got out of hand. And now with the deficit so large and
I think people are trying to get a handle on things and this is the way it is now.
Number 9, B.A., age 46.
Educational Services

130

I don't think in physio [physiotherapy] there has been. I think that a lot of
people are nervous that it may happen. Because there have been rumours and
threats over the last few years.
Number 21, B.Sc.(P.T.), age 47
Health Services

N. The SEM and "Older" Women
Two of the women interviewed had not completed a university degree. However,
both had held permanent full-time positions in middle management type jobs in the
past. Now in their early fifties, both were self-employed working in fixed-term contracts.
Number 2 had worked full-time all her adult life. She had work experience as a
police officer, a social worker, and in middle management with the federal civil service.
In her mid-forties she left her position as branch manager for [government department]
because of stress and general dissatisfaction with the position. She relocated to the B.C.
interior, following her husband when he took a transfer and a promotion in the
provincial government social services department. Since the move, she had established
her own home-based business as a training and personnel consultant. She is hired on
a fixed-term contractual basis by local business for staff development training, personal
growth seminars, career planning and relocation, etc.
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In her opinion:
The best of all possible worlds is the fixed-term contract work. Because you
retain your independence and you retain your autonomy in terms of managing your
work life - which is a large part of it [your life]. And then, because it's fixed
term, you have predictable income for limited periods of time.
To me, fixed-term contract work is the wave of the future. Anybody who
doesn't at least explore it as a worthy of way of participating in the labour force
and earning an income is a myopic.
There definitely is [an increase in fixed-term contract work] and its happening
primarily because of the economic environment in North America and global
economic trends. Primarily because employers and companies can't afford the cost
of benefit packages anymore. Their profit margins are too slim. The world
economic situation is too volatile.
She hoped in the future her business would gross around $30,000 per year (half of
what she claimed she would earn if she was still employed in her former position in the
federal civil service).

For the first time in her adult life she was economically

dependent on another person (her husband). Although she was generally favourable
about fixed-term contract work, she felt vulnerable and this affected her self-esteem.
Number 12 was self-employed and worked fixed-term contracts as a marketing
consultant and technical writer.

Prior to starting her consulting business, she had

worked three years as a realtor and nine years as an account executive with the local
newspaper.
Her preferred form of employment was permanent part-time because of the stable
income it provided.

Her own business generated approximately $15,000 a year;

significantly less than she would earn as a permanent full-time employee doing similar
work. While working as fixed-term contract labour she has, in the past, been able to
rely on her husband to provide most of their income, but recently he had been
permanently laid off as a result of technological change at his place of employment.
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Still, Number 12 felt positive about fixed-term contract work, in particular the
flexibility and the autonomy it provided her:
It's excellent for me, personally. I really, really enjoy doing it. I love the variety
in my life right now. I really love these chunks of time I have when I'm waiting
for contracts.
Both Number 2 and Number 12 warned that people who desire fixed-term contract
work should have training in business training:
I would suggest that there should be - there has to be - a real analytical selfknowledge and business plan planning. A lot of the consequences are hidden and
they need to be considered.
You have to have a background to tolerate uncertain income. It's absolutely
critical you be ruthless about time management. The third thing, of course, is selfmotivation. You either gain those skills or you don't survive in a contract world.
Number 12, age 52
Business Services
My message to people who want to get into contract work is to take some basic
business start-up training. You have to think like an entrepreneur and money has
to matter to you. Like, you have to be willing to accept money as the measure of
success in your business. Not your success as a person. Your success in business.
Number 2, age 50
Business Services
Both of these women essentially created their own job because they did not believe
as older women, they would be hired:
The generic reason for a lot of people starting their own business is that their job
has disappeared. And so, in order to get a job, you have to create a job.
And to a certain extent that was a portion of my decision. By the time I came
back to [city], I was well over forty, grey hair, limited employable skills because
there just weren't that many people hiring people like me.
I'm not a typist. I don't have a specific skill. And you couldn't get into the
federal government or the provincial government.
Number 2, Age 50
Business Services
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O. Unanticipated Findings
Field Interviews
Choices, Options, and Gender
Although all twenty respondents recognized that their family of origin, their
children, and their husband influenced their choices and options, several did not make
the connection that this was a consequence of their gender; that being the daughter, the
mother, the wife, is a condition of being female.

Six women claimed that being a

woman did not affect their educational choices, but five of them recognized that their
family did. (The sixth was single, without children and did not want to commit herself
to any particular career.)
For example, Number 8 did not accept a Fellowship which would have allowed her
to attend graduate school. As a mother of young children, she didn't feel comfortable
relocating them to a different city, or leaving them in the custody of their father. It
could be argued that had she been the father, she would have seen her primary
obligation to the family as continuing her education, establishing a career, and fulfilling
the role of "the good provider." Instead, she remained in the B.C. interior, and took a
lower standard of living doing contract work, while fulfilling the role of the
"conscientious mother." She desired permanent employment but had concluded her
only real option was to return to goldsmithing, a trade she had practised prior to
completing her degree, supplementing that income with contract work whenever it
became available.
Number 11 claimed that having a family did not affect her education, yet she
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moved from the eastern United States to British Columbia when her Canadian husband
decided to do graduate work at one of the universities. As the wife, she naturally
followed her husband and completed her education in the university of his choice.
Number 9 did not continue her education when it was suggested that to pursue it
further could result in divorce. It is questionable whether she would have been given
the same advice had she been a male student.
Number 10 stated that the only careers women were educated for were secretarial,
teaching, or nursing, and that it was unusual for women to aspire to other careers. She
claimed that being a woman did not affect her educational choices, however, because
she always wanted to be a teacher. But who knows what other aspirations she may
have had, had she perceived that other career options were available.
Number 7 stated that being a woman didn't affect when she went to university.
However the motivation for completing her degree was a consequence of the
unexpected possibility that she could end up the sole breadwinner for the family. If she
had been a male this would not have been the unexpected but the status quo. Being a
woman allowed her to accept jobs that would not support a family (secretarial) but
circumstances forced her to pursue further education after she was married and had two
children.
Single and childless, Number 14 claimed that being a woman did not affect her
education or career choices. However, after applying to medical school once and being
rejected, she lowered her expectations and is now considering a traditional female
career: nursing.
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The impact of gender upon choices and options can best be observed if one
considers the choices and options that might have been taken if one was of the opposite
gender. It appears that each of these six women, at least during the interviews, did not
compare their situation with male counterparts. This is very typical of women, who
tend to compare themselves to other similar women and do not feel deprived. Only
when they compare themselves to other groups do they see the inequity of their
situation (Moore, 1992).
Highly-educated women continue to give up or postpone their educations and
careers, giving priority to their husband's opportunities.
involved was close to completing her Ph.D.

In one case, the woman

Now she must settle for economic

dependence on her husband, some opportunity for contract work, but little opportunity
to complete that education that would have made permanent employment possible. Her
personal security to a large degree, now rests with the viability of the marriage; yet she
seriously doubted her husband would have made the same sacrifice for her.
Some of the women interviewed appear to want it both ways, taking advantage of the
benefits of being able to rely on their partners as the primary source of income, while
at the same time wishing to establish permanent careers of their own. Acceptance of
the traditional male role by their partners makes the former possible, but this lack of
male "liberation" can have consequences for both:
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I can honestly say when I got married....we got married in August. And I quit
my job the end of January. My permanent job. To work in private practice.
So there's a relationship there. I didn't have to worry about a permanent
monthly income so I could take the risk of working [fixed term contract work]
We still don't have a society that accepts that men may want to stay home and
do that [be homemaker, child-care giver]. I want to work for the family. My
husband would actually like to stay home. He would like to take some time off.
He's an engineer. And the engineers look at him an say "Why?" Its one of the
most chauvinistic professions in all of Canada. And they sort of look at him and
think, "You've got to be really strange to want to stay home."
Because what he would like is a leave of absence. And he's tried it [asking for
a leave] and they wouldn't let him.
If I was to get a full time job, I don't think my husband would need any
convincing. It would be more likely me saying, "Do we want to give up this extra
income?" [laughs].
Number 19, M.SW., age 38
Educational Services, Social Services
Most men are socialized to pursue a permanent full-time career and to be the "good
provider." The majority would be hesitant to leave their jobs and take more risky forms
of employment (or even no employment) upon marriage, allowing themselves to be
dependent on their spouse's income. But this is still considered an option by many
women. Number 19 was willing to have her spouse be her primary source of income
(that is, play his traditional role as primary income earner) when she chose to change
her job. Now she would rather that her husband would be willing to take the nontraditional role of homemaker, making it easier for her to establish her own career.
Confusion over gender roles and expectations leads to inconsistency in behaviour.
Several of the women expressed resentment that they had sacrificed career opportunities
in favour of their husband's career, yet they continued the behaviours that thwarted their
own career opportunities (such as accepting the major responsibility for domestic work).
Lack of consistency in gender role expectations (Am I a homemaker? Am I a career
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woman?) is in part attributable to on-going structural changes in society and
demonstrates the continuing flux in gender roles. This is unlikely to be resolved until
both partners accept responsibility for financial and emotional support of family
members, and the roles of "husband" and "wife" are based on an equal partnership, not
one of senior and junior partner.
Office Politics and Fixed-term Contract Work
The selective use of fixed-term contract work for politically sensitive positions was
not anticipated. If this is, in fact, the case, it gives a conspiratorial slant to this form
of employment, leaving workers especially vulnerable to the discretion (and possibly,
indiscretions) of their supervisors and/or employers.
Fixed-Term Contract Work and Pay Equity
Fixed-term contract work also has ramifications for permanently employed women.
In many work places, female office workers are paid less than male unskilled labourers.
This has resulted in a campaign for pay equity. But what if, rather than meeting the
demands for increased wages by skilled female workers, employers simply hire
contractors who, in turn, employ those same unskilled workers as fixed-term contract
workers. This eliminates the argument of pay disparity (since the office workers are
now making more than the unskilled workers):
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What happened in [government department] was the contractors came in - the
contractor made big bucks while the people they hired got paid minimum.
Well the people working [directly] for [government department] make very, very
good wages. In fact, I used to be on the women's committee when I was working
for [government department] and that was one of our beefs.
Guys would come in off the street - no skills 'cept they could lift a shovel, more
or less, and they got better wages than women in the office that were expected to
run computers. Because by then computers had come in. And, you know, quite
complicated programs and a lot of responsibility. Here their wages were a fraction
of what these guys were making.
Number 7, B.Ed, age 48
Educational Services
Increased Professionalism
One of the benefits of fixed-term contract labour for a select group of workers was
increased financial remuneration and perceived increased professionalism.

Once

psychologists were hired by the government of British Columbia on sessional basis,
they were no longer "employees", and came to be viewed as highly educated
professionals with specialized and necessary skills and statuses comparable to other selfemployed professionals such as physicians and lawyers. The roots of this perception
lie with the increased autonomy of psychologists and efforts by the College of
Psychologists in defining the work as "professional". This group of workers went from
being members of the "primary internal" workforce to being members of the "primary
external" workforce and cannot be considered as part of the secondary labour market.
Ageism and Fixed-Term Contract Work.
Ageism was an issue that was brought up by only one of the twenty FUGs I
interviewed, however it was definitely an issue with the "older" women I interviewed.
Both of them believed that, after years of experience in middle management, their only
option for generating an income was self-employment on fixed-term-contracts.

They
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did not believe that employers would hire "older" women as permanent staff.
I'm perceived in the market place as a post-menopausal female...
Number 12, age 52
Business Services
Now, I find being an aging woman is a far more difficult thing than an aging
man. I think that one of the things is I'm just ahead of the baby boomers and a
lot of the boomers are going to get rid of that sort of age bias.
I'm at the point where I could almost call myself a bloomer. Like, I don't feel
like I have to walk around wearing black or something. I mean, I run!
Fifty isn't old anymore. But still, when the labour market - when the jobs aren't
there, then there's a lot more bias
Number 2, age 50
Business Services
Most of my choices have been age-related. There is a great deal of ageism
targeted at women that I had to think about. As well as enjoyment, I didn't want
to start at the bottom. So I looked for other opportunities.
Number 1, B.SW., age 43
Social Services
Secondary Data Analysis
Domestic Responsibilities and Fixed-Term Contract Work
It is commonly assumed that women "choose" non-standard forms of work because
of domestic responsibilities. I had not expected to find that married women are the
least likely to be in temporary employment. Five years after graduating over 14.5% of
single FUGs were employed at temporary jobs compared to 11.5% of married FUGs
(see Table 5, page 91).
However, half of all temporarily employed FUGs are married or living commonlaw. These two statements seem to contradict each other. The most likely explanation
is that more FUGs are involved in a marriage type relationship than are not. (In fact,
in 1987, 56.8% of the 1982 FUGs were married or living common-law, while 35.2%
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remained single and had never married - see Table 4, page 90. ). It does suggest
however, that a large number of women employed in temporary jobs may have the
benefit of a second income contributing to the household income.
The majority (over 70%) of 1982 FUGs employed in temporary work do not have
dependent children.

However, it is between the ages of 30 and 34 years, a period

during a woman's life when she is often raising a young family, that the highest
percentage of women are employed in temporary work (see Table 3, page 89). But
clearly, the responsibilities of motherhood is not a factor for most FUGs temporarily
employed.
This was unanticipated. It could be assumed that, as the traditional primary caregiver to the children, mothers would opt for non-standard forms of employment, to
provide extra income and the greater flexibility needed to juggle both paid labour and
unpaid domestic labour.

In other words, I would have expected a much higher

percentage of temporary work performed by women with dependent children.
The question becomes:

Why are so many FUGs, apparently without domestic

obligations (nearly half are not married or living common-law and most are without
dependent children), employed in temporary positions?

Obviously not all are

temporarily employed by choice - almost 60% would prefer to have a permanent job
(General Social Survey, 1989 - Cycle 4: Education and Work).
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P. Summary of What Was Found
Secondary Data Analysis
Education and Employment in the SEM of the Labour Force
Although more than half of FUGs pursued their education with their first career in
mind, FUGs employed in temporary jobs were less likely to do so. The level and type
of education acquired does influence the likelihood that a woman would be employed
in temporary jobs. Those with high school diplomas, or less, or with a Bachelor's
degree, or higher, were more likely to be temporarily employed than women with a
college diploma. Typically, college diplomas are given upon completing a program of
study which focuses on the acquisition of specific job skills.
Five years after graduating, 40% of FUGs employed in temporary jobs believed
their education failed to prepare them for their job. Less than 16% would still choose
the same field of study, although the majority would still pursue a university degree.
Only half believed their educational level matched their current job requirements.
Recent graduates were more likely to be temporarily employed.
FUGs and Temporary Work
The majority of 1982-FUGs (graduated in 1982) in temporary jobs worked in
educational services, government services, health and social services, or business or
other forms of services. Almost all had worked for more than one employer since
graduating and most had full-time hours. More than 70% of the temporary jobs held
by 1982-FUGs required a university degree. In general, however, FUGs in temporary
jobs were more likely to work part-time, and to work fewer weeks during the year.
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Over half the 1982-FUGs estimated their 1987 income would be less than $25,000.
More than half had estimated the household income would be $30,000 or greater in
1987.
The majority of FUGs in temporary jobs do not have medical insurance, pension
plans, dental insurance, or paid maternity leave as part of their compensation package.
While most FUGs expressed some degree of satisfaction with their job and rate of
pay, almost 60% of those in temporary jobs would have preferred permanent work.
Gender and Temporary Work
In general, FUGs were more likely to be temporarily employed than male university
graduates (MUGs). Slightly more than half the 1982-FUGs employed in temporary jobs
were married or living common-law. However, single 1982-FUGs were more likely to
be employed at a temporary job than their married colleagues. The majority of FUGs
employed in temporary jobs did not have dependent children.
Field Interviews
Education and Employment in the SEM of the Labour Force
Motivation for attending university was affected by the age when the respondent
completed her degree and the decade in which she attended.

Women who entered

university directly from high school talked of family and personal expectations, stating
that it was the natural next step in their lives. They saw themselves as intelligent and
competent.
Women who completed their degrees as mature women pursued a university
education because they wanted a career change or because circumstances forced them
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to consider the possibility of being the primary wage earner.
Most believed they were qualified to do their jobs, although several had been told
by their employer that further education would be required if they wished permanent
employment.
Young women who had graduated in the 1990s were more likely to pursue an
education as the means to a permanent career and personal and economic independence.
Older women who had graduated in the 1960s pursued traditional female occupations.
They often left the permanent job market after their children were born, although most
continued to work in fixed-term contract jobs or other forms of non-standard work as
their children grew older.
Women who entered university right after high school were more likely to have had
other family members that held degrees.
Fixed-Term Contract Work
Most of the women interviewed believed that fixed-term contract work was
increasing because of global competition, poor economic climate, government policy,
and high unemployment rates. The majority wanted permanent work because of the
predictability, structure, and security it provides.

Those women who preferred

permanent full-time work were less likely to recommend FTCW to others than those
who preferred permanent part-time or FTCW.
Only five of the twenty preferred FTCW. With one exception all were in their mid
to late forties. They either made more income as FTCW or had a partner who took on
the responsibility for being the primary wage earner. Their children were in their late
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teens or early twenties. The primary advantages of FTCW were seen as the flexibility,
autonomy, and control such work offered these women.
Because of perceived ageism in the labour market, two "older" women established
home-based businesses that involved working for corporations and government agencies
on a fixed-term contractual basis. Both earned substantially less than they had as
permanent full-time employees, and were now economically dependent on their
husbands.
The majority of women recognized that their family influenced both education and
career choices. However, some women did not make the connection between their role
in the family and their gender. Many believed they were in fixed-term contract work
because of their gender.

As women, they had sacrificed education and or career

opportunities in order to promote their husbands' careers. This was less of an issue for
women in their mid-forties and older, but younger women, or women who first entered
university as mature students expressed resentment and regrets over their perceived
limited choices and options. For some women, placing their husband's career ahead of
their own had resulted in having an advanced education with few prospects of ever
obtaining permanent employment.
Most women believed FTCW was difficult and required self-discipline, particularly
regarding time and money management. Common complaints about FTCW included
the lack of predictability - not being able to make short or long term plans, and the lack
of security - because of unstable earnings and no benefits, especially the lack of
pensions. Several women mentioned the difficulty of networking and getting on-the-job
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training. They often felt like outsiders and believed they were not valued in the same
way that the permanent staff was.
The very nature of FTCW, (that the employee will be leaving the job on a
predetermined date), may make women more vulnerable to sexual and other forms of
harassment and manipulation than their permanently employed counterparts.

Union

membership did not seem to be particularly advantageous to the women I interviewed,
either in terms of wages and benefits negotiated for fixed-term contract employees, or
for defending those employees from unfair or harassing conditions.
Generally, fixed-term contract work had the greatest appeal to older women who
have a reliable second income, or who earned more as contract workers than they would
have as permanent employees. Most women preferred permanent employment and most
would not recommend fixed-term contract to others because of its lack of stable
earnings, lack of predictability, and the limited opportunity for permanent employment.
While some women loved their fixed-term contract job, others felt that this form of
employment was exploitative and manipulative.

146

CHAPTER 5
CONCLUSIONS AND IMPLICATIONS
A. Conclusions
Preposition 1:
Transformations of the labour market have resulted in a reduction of the
distinctions between the primary and secondary sectors.
This hypothesis was confirmed in both the quantitative and qualitative data. The
primary sector of the labour market has typically been thought of as consisting of a
central workforce of permanent full-time employees usually with flexible, but specific
skills. The secondary sector of the labour market is usually thought of as including all
forms of non-standard labour typified by unstable earnings and low skill jobs.
However, during the 1980s, the labour market underwent substantial changes, as
technological innovation, global competition, corporate downsizing, and a substantial
increase in job seekers with university educations, all came together.

Pressure to

become more competitive while maintaining higher profit margins made numerical
flexibility attractive to employers. Alarm over the size of the federal and provincial
civil service, and public resentment over the supposed advantages given to employees
whose wages and benefits were paid for by taxpayers, led governments to "reduce the
payroll" by laying off employees in what were called austerity measures.
In some cases the monetary saving to the public was illusionary. The primary

147
purpose of laying off permanent staff and rehiring them on contracts (often at a higher
wage) was political; making it appear as though the number of government employees
was shrinking while still providing the same level of service.
The result of these changes in the labour market has been a reduction in the
distinction between primary and secondary sectors of the labour market. Gone are the
days when one could sigh with relief, "A government job at last!" with the expectation
of life-long employment and the reward of a pension upon retirement.

Increasingly

government, educational, health, and social services hired highly educated people on a
fixed-term contract basis for jobs that were either newly created or jobs that were
previously permanent and required high levels of education. It does not appear to be
the case of increased credentialization for previously existing temporary jobs. Only
3.9% of MUGs and 1.8% of FUGs employed in temporary work stated that their
employer's field of study requirements had changed {Follow-up of 1982 Graduates
Survey).
The majority of people employed in temporary/fixed-term contract work would
prefer permanent employment. The question is - just how permanent is "permanent"
in the modern labour market? Increasingly, people in the labour force are being advised
that they must be involved in "life-long learning" if they wish to be employable. They
must remain flexible in order to adjust to changes in the labour market, and must also
expect several changes in careers during their working life. In other words, "permanent
employment" no longer means the security of working for one firm until retirement, but
rather extended periods of employment followed by retraining, a change in careers, a
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change of employer, or the possibility of remaining unemployed or underemployed.
This poses a number of risks for the employee. Current legislation does not
address issues such as the ability of the employee to maintain benefits while on
retraining, or the transferring of benefits between jobs.

The latter is particularly

important as it affects the ability of the employee to build up pension benefits - an
important consideration, given concerns over the financial viability of the Canadian and
Old Age Pension plans to provide pensions for the "boomer" generation.
The lack of long-term employment with one employer could particularly affect
older workers. Once they have lost a job, ageism in the workplace could discriminate
against older workers seeking employment, even despite extensive retraining. The two
"older" women in this study (both in their early fifties) created their own jobs because
they did not believe they could find permanent employment. They started their own
home-based businesses and worked for corporations or government agencies on a fixedterm contract basis, but made less than half of what they would have earned as
permanent employees, while also earning no benefits.

They relied on the second

income provided by their husbands to make up any financial short-falls. Unfortunately
for one of the women, her husband had just received notice that his "permanent fulltime" position had become redundant because of technological changes at his
workplace. With little possibility he would ever find work in his field, and little hope
that he would be permanently employed again, even with retraining in another area, this
woman believed her husband's only option was to join her in her business. Her one
hope was that between the two of them they could generate enough income to support
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themselves until they were old enough to collect their pensions. This example shows
the kinds of difficulties that employees now face in a changing labour market. With
these uncertainties, employment in the primary sector of the labour market is taking on
some of the attributes of the secondary sector: unpredictability; unstable earnings;
limited opportunity for career advancement within one organization; and a history of
working for several employers.
On the other hand, employment in the secondary sector of the labour market,
traditionally considered to be work with low pay, low skill, and of repetitive nature, is
increasingly taking on some of the attributes of the primary sector: the need for
flexibility; the need for high level of skills; and greater control over the work
environment. Seventy percent of 1982-FUGs stated that one of the qualifications for
their temporary job was a university degree (Follow-up of 1982 Graduates Survey,
1989).

Of the twenty FUGs I interviewed, only one, Number 14, had fixed-term

contract work that did not require a degree. Most of the women commented on the
variety of experiences their fixed-term contract work provided them. Several talked
favourably about the autonomy and control they experienced in their job.
The blurring of primary and secondary sectors of the labour market is
significant. Marx predicted that capitalism will become dysfunctional when "constant
capital" (technology, machines, etc.) becomes concentrated in the hands of fewer and
fewer people, while at the same time, the level of "variable capital" (employed workers)
decreases to the point that the few remaining capitalists have difficulty finding buyers
for their products and services (Ritzer, 1992).
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In the new global economy, who will the buyers be?

We are currently

experiencing a decline in the size of the middle-class in North America as a result of
changes in economic policy and the labour market (Newman, 1993; Picot et al, 1990;
Ehrenreich, 1989). Those who remain part of the middle-class have experienced a
decline in purchasing power, as a result of wages that have not kept up with inflation,
and increasing taxation by all levels of government. Although goods can be produced
overseas and imported at low cost, there still must be buyers on this side of the ocean
with disposable income to purchase these products. They must also have confidence
in their personal financial stability in order to spend their earning on these products.
One of the findings of this study is that women in fixed-term contracts are reluctant to
spend their wages except for necessities and are unwilling to make either long-term or
even short-term plans regarding large purchases, because of the economic uncertainty
of their work. As work in the primary sector takes on more and more of the attributes
of the secondary sector of the labour market, it can be assumed that an increasing
percentage of the consuming public will be more cautious regarding the use of their
disposable income.
The blurring of the boundaries between the primary sector and the secondary
sector may result in greater downward social mobility for men and a continuation of the
status quo for women, in the sense that more men will face the risks associated with
non-standard labour. This is primarily a result of gender segmentation in the labour
force in which those service jobs primarily filled by highly educated women are the
most likely to involve non-standard labour, while occupations primarily filled by highly
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educated men, such as engineering, are most likely to result in employment in either the
primary internal or primary external labour market.
The eventual outcome of the blurring of the boundaries between the primary and
secondary sectors could be a crystallization of two polarized classes. At the upper end
of the income scale will be high income professionals and upper management. Because
they are in positions of control, it is unlikely they would subject themselves to the risks
of the SEM.

The lower end will consist of employees, both workers and lower

management, floating in and out of employment, and the chronically unemployed.
Preposition 2.
Increased human capital does not necessarily protect women from the vagaries
of employment in the secondary sector.
This hypothesis is confirmed both in the quantitative data and qualitative data.
Human capital theory states that investment in higher education and the acquisition of
job skills benefits the individual by increasing the likelihood that the individual will
find a highly paid permanent full-time job. In fact, in some cases increased human
capital in the form of formal academic education can be detrimental for women in terms
of securing permanent full-time employment. Women with college diplomas (where
presumably they have acquired "skills" as opposed to "education") are less likely to be
employed in a temporary job than women with university degrees.
In 1988, 8% FUGs were employed in temporary jobs. In 1987, five years after
graduating, more than one in ten FUGs was employed in temporary jobs. Most of these
FUGs were working in fields that tended to be dominated by women: educational
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services, health, and social services. Many others found employment in government
services or in business or other services oriented occupations.
Most of the FUGs employed in temporary jobs did not have dependent children
(the usual reason given for the high rates of women in non-standard work). The fact
that almost 60% would prefer full-time employment suggests that the majority of FUGs
take temporary work involuntarily, most likely because a permanent full-time position
was not available to them.
As temporary/fixed-term contract workers, FUGs earned less than permanent
full-time FUGs in 1987 (mean= $21, 825 versus mean = $30,360) {Follow-up of 1982
Graduates Survey). This could be a result of pay flexibility - paying different wages
and benefits for permanent and non-permanent staff for the same work - or it could be
a result of temporary/fixed-term contract employees working less hours or fewer weeks
of work per year (numerical flexibility).
Less than half of the FUGs employed in temporary work contribute to a
company pension plan. This is significant given that women continue to live longer,
work fewer years, and earn less income than men. Women need pension income for
a longer time than men, but have less opportunity to contribute to a plan, or to
contribute adequately to a plan if offered. A company pension plan would be highly
desirable as it would supplement government pensions, but most women in
temporary/fixed-term contract jobs do not have the opportunity to join company pension
plans.
In fact, most FUGs in temporary work do not have any benefits (medical, dental,
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paid maternity leave, pensions) at all.

This can affect their families.

When

relationships fail, women usually end up with custody of the children. Many women
cannot rely on regular payment of child support by their former partners. Thus, they
are left solely with their own income to rely on. The lack of adequate compensation,
in the form of benefits, harms not only the working women, but can affect their
children in terms of diminished income when mothers pay for medical coverage and
dental insurance personally. There is also the risk of poor medical care or lack of
dental treatment if there is not enough money to cover the costs of payments for these
services.
FUGs in temporary/fixed-term contract work were less likely to benefit from on
the job training, an important component in assuring that one has the skills for future
employment and promotion possibilities. This can lead to a series of temporary/fixedterm contract jobs with little or no opportunity for permanent employment. There is
some evidence (Lundy and Warme, 1992) that persons with a history of employment
in the SEM are less likely to be hired for a permanent position.
Despite several years invested in acquiring human capital, approximately one in
ten FUGs found themselves employed in the SEM with no job security, no stable
earnings, no predictable future, no benefits, and little opportunity for career
advancement.
Not only does increased human capital not necessarily protect women from the
vagaries of employment in the secondary sector of the labour market, it doesn't protect
them from the vagaries of being women! Highly educated women continue to sacrifice
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their own education and career opportunities in order to advance their partner's career.
Although FUGs with young families expressed some resentment that they have a
disproportionate amount of responsibility for the care of the children and domestic
work, for the most part, they seemed resigned to the status quo. Even one of the
youngest of the women I interviewed, who expressed a deep desire for personal and
economic independence, believed when she has young children she will be dependent
on her partner for support. This potentially ignores the cost to herself in terms of career
advancement, opportunities for secure and permanent employment, and the vulnerable
position it places her and her children should she become a single parent.
Although most of the women interviewed recognized the influence that family
had on their career and educational choices and opportunities, several did not make the
connection between their role in the family and their gender, so ingrained is the
traditional role of women in their psyche. Many women compare themselves to other
similar women; the inequity of their situation only becomes evident to them when they
compare themselves to other groups (Moore, 1992).
Preposition 3.
As a consequence of the transformation of the labour force, and the growing
number of skilled and/or highly educated women employed in non-traditional
labour, the secondary labour market itself is undergoing change.
Traditionally, the secondary sector of the labour market meant a feminine
workforce employed in non-standard forms of labour, often involving low skills and
low pay, with little opportunity for career advancement or economic security. Women
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held 69.5% of all part-time jobs in 1975; by 1985 the level had risen to 71.9%
(Statistics Canada, 1987). Women, even highly educated women, took jobs in the
secondary labour market because it gave them the flexibility they needed to meet their
obligations as unpaid domestic labour, and because, in the past, women were denied
opportunities in the primary sector.
The high percentage of non-standard work that is done by women has not
changed. What is changing is the increase of highly skilled work now found in the
SEM, such as draughting, or administration, that used to be found in the primary
internal sector. Much of this new form of non-standard work requires extensive postsecondary education.
Fields that tend to be dominated by women, such as education, health, and
welfare have always involved high levels of non-standard work. In 1975, 67.1% of all
part-time workers in social science occupations, 80.2% of those in part-time teaching
positions, and 93.9% of those in part-time medicine and health positions were women.
In 1985 these had increased to: social science - 78%; teaching - 82.2%; and medicine
and health - 94.6%. Almost one in six women employed in the social sciences, almost
one in four women employed in teaching, and almost one in three women employed in
medicine and health was employed on a part-time basis in 1985 (Statistics Canada,
1987).

Of all employed women in 1985, 17.5% were employed in these three

occupations.
Has the secondary labour market changed as a result of transformation of the
labour force? Yes. The increase of the variety of highly skilled jobs now available as
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temporary or fixed-term contract work suggests that the SEM can no longer be
considered to consist primarily of low skill jobs. It also increases the likelihood that
men will be employed in the secondary sector and that highly educated women will be
employed as non-standard labour in a greater variety of occupations.
Has the secondary sector of the labour market changed as a result of the growing
number of skilled and/or highly educated women employed in non-traditional labour?
Not necessarily, because highly educated women employed as non-standard labour tend
to be concentrated in three fields which have historically always involved large numbers
of women on a part-time basis.

However, it is important to note the qualitative

difference between permanent part-time employment which at least offers some degree
of predictability, and the non-permanent employment found in the SEM which offers
less security, less predictability, less opportunity, and more risk.
The Subjective Experience of FUGs in the SEM
Financial security was definitely a factor in preference of form of employment.
Of the twenty women I interviewed, five stated they preferred fixed-term contract work.
One woman was only twenty-three and didn't want to commit to any particular field
of work yet. The other four of these women were in their mid to late forties. Three
were married to husbands that had steady, high paying employment; the fourth women
earned a very high income as a sessional psychologist. All four women had children
in their late 'teens or early twenties. What these women liked about contract work was
the control, the autonomy, and the flexibility their jobs offered them, and all four
considered themselves to be fortunate in their work. The intrinsic reward dimension
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of their jobs was very important to them.

Whether the preference for fixed-term

contract work is a result of being part of a particular birth cohort, or the inevitable
outcome of life course events remains unclear. Was there something particular about
this generation of women and their experience in the educational system, the family,
and the workplace that made fixed-term contract work attractive to them, or has twenty
years, or more, of building financial security made it possible to place intrinsic rewards
before extrinsic ones?
Three of the four women had first entered university in the 1960s with
expectations of a short career, followed by marriage and "domestic bliss." Two were
married in 1967; the other in 1970. At the time of their marriages, two of the women
were employed in permanent "core" jobs, but after they had children, they left those
jobs and accepted non-standard forms of employment. The third woman was still a
university student when she married, and has either been a student or worked fixed-term
contract jobs since her divorce in 1974.
The fourth woman married in 1970 right after graduating from high school. She
continued to work full-time, even after her children were born, until she first entered
university in the mid-1980s.
When listening to these women, it seemed that circumstance rather than personal
choice had directed most of the major decisions of their lives. Even when the women
stated that decisions regarding education or career opportunities were personal choices,
the actions taken usually promoted the interest of the family, and/or the spouse.
Perhaps they find fixed-term contract work so attractive because it is one of the few

158
arenas in their lives where they have experienced autonomy and control, while still
having the benefit of flexibility which allows them to meet family and other demands.
Only one of the four women was self-supporting; she actually earned more as
a fixed-term contract employee than she would as permanent staff. The three other
women relied on their husbands to be the primary income earner. After twenty (or
more) years of marriage, these couples had almost finished raising their family, owned
their own homes, and were comfortably middle class. The well-being of the family did
not demand that these women seek permanent employment or give primacy to the
extrinsic reward dimension of work.
Women who were the primary wage earners for their families, or who were
single with only their own income for financial security, were particularly vitriolic when
expressing their opinions on fixed-term contract work, referring to it as "exploitive" and
"demeaning".

Most of these women expressed a great deal of satisfaction with the

intrinsic reward dimension of their jobs but were extremely dissatisfied with the
compensation

package offered,

relationships with co-workers, lack of career

opportunities, and the lack of adequate resources as temporarily employed labour.
Although several of the women believed that being female was at least part of
the explanation of why they were employed in the SEM, only one, a woman who had
supported her children solely on the income earned as a fixed-term contract worker,
explicitly stated that she believed that women were particularly targeted for nonstandard employment. Most women were reluctant to claim that employment in the
SEM was primarily a concern for women and many suspected that men were also
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increasingly finding employment in the SEM. Most did state, however, that certain
conditions did make employment in the SEM less risky; these were primarily a spouse
with a high paying job in the primary sector.
The Material Conditions of FUGs in the SEM
The majority of FUGs employed in the SEM are less well off than FUGs who
are permanently employed. In some cases, this is a result of pay flexibility, actually
being paid less than a permanent employee doing similar work and working similar
hours. In other cases, it is a result of numerical flexibility, that is, working as part of
the "just in time" work force. Because these FUGs only work when an employer needs
their services and are "let go" when their services are no longer required, they
frequently do not work the same number of hours per week, or weeks per year as their
permanently employed counterparts. In addition, the majority of FUGs do not receive
benefits, such as medical coverage or company pensions, when they work in the SEM.
The lack of these benefits can affect the material condition of FUGs in the present
because part of their already reduced wages (compared to permanent employees) is used
to pay for benefits such as medical coverage.

The lack of pension benefits will

definitely affect many FUGs when they retire, contributing to the "feminization of
poverty."
Women who unexpectedly (usually through divorce) found themselves in the
role of primary wage earners were particularly resentful of their material conditions.
This is largely a consequence of socialization within the family, the education system,
and the community at large, which teaches young girls they do not have to concern
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themselves with earning a wage capable of supporting a family (Holland and Eisenhart,
1990; Russell, 1987). Jones et al. (1990) emphasize the need for young women to
prepare themselves for a life-time of being the main breadwinner since divorce
settlements seldom include alimony payments and single mothers cannot always rely
on the regular payment of adequate child support.
The Career Trajectories of FUGs in the SEM
The majority of FUGs in temporary/fixed-term contract jobs would prefer
permanent employment.

That so many FUGs find themselves in non-permanent

employment suggests that either these women have failed to acquire the forms of
human capital that leads to permanent employment or that permanent jobs are becoming
increasingly scarce even for highly educated women.

Several of the women I

interviewed were told they would need even more education if they wished to apply for
permanent employment with their fixed-term contract employer. This was particularly
true for women instructors at colleges or universities, where increasingly permanent
employment is only offered to those faculty members with a Ph.D degree and a proven
record of research and publication. Women who intend to pursue an academic career
are well advised to complete their Ph.D. before acquiring an extensive history of
temporary employment. As Lundy and Warme (1992) have pointed out, such a work
history reduces the likelihood of getting tenure.
In other cases, it was obvious that the employer did not intend for the positions
to be anything but contract work. Women employed in such positions should consider
these positions only as opportunities to gain work experience.
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It is also important for women to distinguish between "education" and "skill".
In a highly competitive labour market, employees that offer advanced skill levels as
well as advanced education levels are more likely to be successful in finding permanent
employment. Women form the majority of Arts students; they receive a good liberal
arts education but few technical skills. Men, on the other hand, form the majority of
students in applied sciences and commerce: fields that focus on the acquisition of skills
needed in particular workforces. Women also continue to concentrate in those fields
where women form the majority of the employees: education, health, and social
services. Since these are the fields where FUGs are most likely to be employed on a
fixed-term contract or temporary basis, women who desire permanent employment
might be better advised to seek training in fields where permanent employment is more
likely.
FUGs employed in the SEM are unlikely to benefit from the most important
form of human capital (from an employer's perspective): on-the-job training (Redskin
and Padavic, 1994; Moore 1992; Dale and Bamford, 1988). This can seriously affect
their chances for permanent employment. In addition, as "temporary workers," they are
less able to build those valuable networks within an organization that leads to better job
opportunities (Granovetter, 1973).
Alienation and FUGs in the SEM
Recent trends suggest that an investment in higher formal education does not
necessarily result in a full-time core job for FUGs. FUGs employed in fixed-term
contract work have limited opportunities to acquire on-the-job training, the form of
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human capital most likely to result in job security and promotions within the
corporation. An increasing number of highly educated and highly skilled persons are
finding their main form of employment in the secondary external market. Primary
"core" jobs are expected to disappear as workers increasingly face a labour market that
demands life-long learning and frequent occupation and employer changes.

Many

highly skilled jobs previously assumed to be part of the primary internal market are
being shifted to the primary external or increasingly to the secondary external market.
Two things are happening concurrently, one being an increasing equality
amongst some workers, as more and more of them, regardless of education and skill
level, are excluded from the primary sector of the labour market and take on the risks
of the secondary external sector. At the same time, there is an increasing gulf between
those who remain in secure full-time core employment and those in non-standard work.
Already 35% of Canadians age 15-64 are employed in non-standard work and this
number is expected to rise in the future (Green et al., 1992).
In his book, The Tyranny of Work (1987: 13-24), James W. Rinehart describes
alienation as a "condition of objective powerlessness" which comes in four forms.
FUGs employed in the SEM are estranged from both the products of their labour and
from the "process of work itself since they determine neither the product of their
labour nor the duration of their work. Although many respondents enjoyed the autonomy of their jobs, ultimately employers set the agenda by determining the objectives
of the jobs, how long employment would last, and what the compensation level would
be. Several of the respondents indicated that they felt alienated from themselves, since
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their work brought them no joy, but was simply a method to support themselves and
their families, or an escape from the isolation and drudgery of domestic work. FUGs
employed in the SEM are also alienated from their fellow workers. As non-permanent
employees, they are not held in the same regard as permanent staff. Typically they are
excluded from those things, such as on the job training, and committees.

Such

exclusion heightens the fact that they are "only temporary workers" with no real future
with the organization, and no financial security. Several women talked of feeling like
an "outsider", and were overlooked when various employment functions such as
meetings took place.

B. Strength, Weaknesses, and Limitations of the Study
The strength of this study is that quantitative data in the form of two large
surveys was used to present the general picture of highly educated women in the SEM,
while qualitative data in the form of 22 intensive interviews allowed for a more detailed
examination of the personal experience of highly educated women employed as fixedterm contract workers. Liberal use of direct quotes from the respondents allows their
concerns and opinions to speak for themselves.
There are several weaknesses in the study. The two sources of secondary data
{General Social Survey, 1989 - Cycle 4: Education and Work and Follow-up of 1982
Graduates Survey) were both conducted over six years ago, before the recession of the
early 1990s. Because the surveys are snapshots of conditions and opinions at that
particular time, there is no certainty that findings based on the data apply to the present.
Employers' reasons for hiring non-standard labour, or the percentage of highly educated
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women in the secondary external labour market, may have changed in the intervening
years.
Another difficulty with the surveys was that neither actually included fixed-term
contract work as a form of employment, even though both data sets did included
employment in the secondary external market in the form of temporary employment.
Another difficulty was with the sample populations. The General Social Survey, 1989 Cycle 4: Education and Work had a sample of only 37 FUGs employed in temporary
work; one assumes they did graduate from university in different years. The Follow-up
of 1982 Graduates Survey had a sample of 611 FUGs that were temporarily employed,
but they all graduated in 1982.
The analysis of the survey data is limited to simple descriptive statistics.
Multiple and logit regression would have improved the study by examining those
variables that might be predictors of which highly educated women would be most
likely to be employed in the secondary external sector of the labour market.
The sample size of the respondents was necessarily limited, given time and
funding restraints.

Of course, a larger, more diverse sample would have been

preferable. More women should have been interviewed and they should have been from
a greater number of geographical locations.

The majority of respondents were

concentrated in one geographical region of B.C. interior where career opportunities for
highly educated women are limited. Their experience of fixed-term contract work may
not be representative of the experience of highly educated women in other parts of the
province or Canada. The study would have been improved by including more women
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from a variety of geographical areas, or by comparing the experience of women in the
B.C. interior to those women who live in a large urban centre such as Vancouver,
where one suspects there may be greater career opportunities for highly educated
women. The study would have been improved by comparing the personal experiences
of highly educated women in the secondary external labour market to similar women
employed in the primary sector. Also the study would have been improved if there had
been interviews of highly educated men employed on a fixed-term contractual basis.

C. Implications for Future Research Studies
Ideally, a longitudinal study on all forms of employment should take place to
examine whether there are changes in the rates of participation in permanent full-time
core jobs and all forms of non-standard employment.

Such research should cover an

extended period of time and examine whether education levels, field of study, marital
status, gender, etc. are predictors of who is more likely to be employed in the primary
full-time core, and who is more likely to be employed in the secondary external labour
market.

The study should involve a series of large surveys conducted over several

years, with a much smaller sample of the respondents (both male and female) from each
survey data set interviewed for insight into their experiences within the labour market.
D. Recommendations
Ideally, unions, women's organizations, and governments should redefine labour
so both men and women view domestic and non-domestic labour as equal in status and
desirability. There should be restrictions on functional flexibility, with a full-time work
week reduced to 30 hours and with few opportunities for overtime. This would allow
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both partners in a relationship to pursue a career while contributing on a more equitable
basis to the unpaid domestic labour and child care duties within the home and family.
Part-time employment for either or both partners in a relationship should also be a
viable option.
flexibility

This will only be possible when employment policies restrict pay

and ensure that part-timers are given permanent employment

and

compensation on a pro-rated basis comparable to full-time employees (Duffy and Pupo,
1992:259)
In addition, legislation must be enacted to allow the transportability of private
pensions between employers and the maintenance of benefits while individuals retrain
for the changing labour market.
Finally, given the substantial changes occurring in the labour market, particularly
the blurring between the primary and secondary sectors, further research should be
undertaken to compare employment in the primary and secondary sectors, and to
compare the experience of male and female university graduates employed in the
secondary external market.
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APPENDIX A - LIST OF ABREVIATIONS
FTCW

Fixed Term Contract Work - see glossary

FUGs

Female University Graduate(s)

MUGs

Male University Graduate(s)

SEM

Secondary External Market (of labour force)

168

APPENDIX B - GLOSSARY

Fixed-term contract work. The employee is hired for a period of time specified
within the contract. The job may be either temporary full-time, temporary parttime, or on-call. This form of employment may be seasonal, per-project, or part
of a job creation strategy. The employees may be self-employed, or hired
through a contracting firm (Duffy and Pupo 1992:262)
Flexible workforce. A flexible workforce is defined as one that includes at least one
or more of the following forms of flexibility: numerical, wage, or functional.
Flexibility is often interpreted as an attack on job and union security (Lane,
1989:606; LaFlame, 1989:88).
Functional flexibility. This form of flexibility is focused on the internal labour market
of a firm and based on the development of a multi-skilled workforce
(LaFlamme, 1989:33). The purpose is to reduce staff by reducing job rigidity,
which prevents employers from utilizing employees in any area other than their
particular specialization. In other words, using one employee in the place of
several, to do a variety of jobs within the firm.
Non-standard work. This is defined by Duffy and Pupo (1992:61) as including
temporary, self-employment, agency, contract, or part-time forms of
employment.
Numerical flexibility. This term refers to the ability of employers to expand their staff
as demand for service or goods increases, or to decrease their staff as demand
falls. According to LaFlamme (1989:31), numerical flexibility is "recruitment
strategy for skilled labour under new production requirements" which also gives
employers the freedom to dismiss deskilled employees.
Part-time employment. I define part-time work as employment with less than 30
scheduled hours of work per week. Permanent part time work is found in the
secondary internal market of the labour force. Part-time work that is temporary
or a fixed term contract is found in the secondary external market.
Self-employed. For the purposes of this study, self-employed refers to workers
employed as sub-contractors to a firm. They may be doing work identical to
full-time staff, but their compensation package (rate of pay and benefits),
employment classification, and tenure differ from their full-time co-workers

169
because of their self-employed status.
Depending primarily on their
compensation package, self-employed workers may be part of the primary
external market or the secondary external market of the labour force.
Standard work. I have defined standard work as full-time permanent employment of
not less than 30 scheduled hours per week.
Temporary work. This is work of a non-permanent nature, but not necessarily of a
specified duration such as fixed-term contract employment. Temporary work is
found in the secondary external market of the labour force
Pay flexibility. This term refers to the ability of employers to pay workers different
rates depending on various factors such as different job classification (Walsh,
1990:523) or wage concessions (usually given to employees as an alternative to
job loss) (LaFlamme, 1989:30).

APPENDIX C - INTERVIEW GUIDE.
1. Facesheet
Interviewee's number
Marital status
Sex

Date of interview
# of dependents

Age

Religion

Place of birth
Place of residence
Ethnicity
Education:
1 Degree

University:
Years:
Major:
Degree:

2 Degree

University:
Years:
Major:
Degree:

3 Degree

University:
Years:
Major:
Degree:
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Work History:
Present Occupation: Job Title
Job Description
Contract Work: average hrs. per week
Length of contract
Permanent Employment: average hrs. per week
Length of employment
Compensation-Wages
Benefits incl.

Other jobs: Job Title
Job Description
Contract Work: average hrs. per week
length of contract
Permanent Employment: average hrs. per week
Length of employment
Compensation-Wages
Benefits incl.
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Important Life Events:
Date of Marriage
Birth of Children:

Date of Divorce
1st
2nd
3rd
4th

Spouse's education level
Spouse's work history

Additional notes
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EDUCATIONAL BACKGROUND
What motivated you to go to university and complete your degree?

How closely is (was) your fixed-term contract job related to your education?
Do you believe that you are (were)overqualified or underqualified for the job?

WORK EXPERIENCE
What kinds of jobs have you had since completing your degree?

Why do you believe you were hired for a fixed-term contract job?
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Would you prefer permanent part-time, permanent full-time, fixed-term contract
work, or other temporary/on call-work and why?

If I followed you through a typical day at your fixed-contract job, what would
I see you doing, what experiences would I observe you having?

What is your opinion of fixed-contract work? Would you recommend it to
others? To whom would you recommend it?

How do (did) you feel about your fixed-term contract job? Are there things you
like/dislike?
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How does (did) your rate of compensation (wages and benefits) compare to full
time workers at a comparable occupational level?

In your opinion, is there an increase in fixed-term contract labour?
believe there is, why is it happening now?

If you

What are your plans for the future - work plans? income expectations? lifestyle expectations?
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GENDER AND FAMILY ISSUES
In what way, if any, do you believe that being a woman affected your
educational choices/opportunities?

In what way, if any, do you believe that being a woman has affected your career
choices/ opportunities?
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Has having a family/spouse affected your career/education decisions? In what
way?

Are there questions I should have asked but did not?
additional you would like to say?

Is there anything
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Comment Sheet
Time of day of interview
Emotional tone of interview

Methodological difficulties

Personal difficulties

Feelings/insights/reflections
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APPENDIX D - LETTER OF INTRODUCTION

Beth Simpson
Site 15, Comp.6, RR. 3
Kamloops, B.C. V2C 5K1
(604) 578-8240
Interview Candidate
Address
City
phone number.
Date
Dear Candidate.
Hello. My name is Beth Simpson. I am a graduate student in the Department
of Anthropology and Sociology at the University of British Columbia, interested in the
on-going transformation of the work-place. I am presently doing a study which
involves interviewing women with university degrees who have worked as fixed-term
contract employees within the last three years.
This research is undertaken as partial fulfilment of a Master of Arts degree at the
University of British Columbia. My advisor and primary investigator for this study is
Brian Elliott, Associate Professor in the Department of Anthropology and Sociology.
If you have any questions or concerns you may contact him at (604) 822-4635 or
through the Department at (604) 822-2878.
Your name was given to me by (contact person). She suggested that you would
consider contributing to my study by agreeing to be interviewed. The interview would
be tape recorded to insure accuracy.
Your identity as a respondent will remain
anonymous in any material arising from the study and all your responses will be treated
in the strictest confidence. The interview will take the form of a guided conversation.
Please be aware that there are no right or wrong answers or responses. I am only
interested in your personal experiences and your opinions. You are free to interrupt,
to ask for clarification, or to criticize the line of questioning. You have the right to
refuse to participate or withdraw at any time.
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I will phone you on (date, time) to confirm that you are willing to be
interviewed and to set up a time that is convenient to do the interview. The interview
itself should take around two hours. If this is not a convenient time to call, you may
phone me at my home number collect during evenings.
Enclosed with this letter, you will find two (2) copies of a required consent form. If
you are willing to be interviewed, please fill out both copies. One copy is for your
records, the other I will collect when we do the interview.
Thank you for your time and assistance.
Yours sincerely,

Beth Simpson

APPENDIX E - GUIDE TO RESPONDENTS
Respondents with university degrees.
Age
Marital Status
# of dependents
Age 1st attended university
Age completed degree
Degree(s) completed
Occupational Area (SEM)

Number 1
43
married
two
33
40
Bachelor of Social Work
Social Services

Age
Marital Status
# of dependents
Age 1st attended university
Age completed degree
Degree(s) completed
Occupational Area (SEM)

Number 3
28
divorced
one
18
26
Bachelor of Arts
Government/Educational Services

Age
Marital Status
# of dependents
Age 1st attended university
Age completed degree
Degree(s) obtained
Occupational Area

Number 4
33
married
none
18
22
Bachelor of Arts
Educational Services

y working on her Masters of Education.
Number 5
45
divorced
none (two adult children)
18
40
Bachelor of Arts
Master of Arts
Occupational Area
Educational Services/ various

Age
Marital Status
# of dependents
Age 1st attended university
Age completed degree
Degree(s) obtained

Age
Marital status
# of dependents
Age 1st attended university
Age completed degree
Degrees obtained
Occupational Area (SEM)

Number 6
43
married
two
34
40
Bachelor of General Studies
Social Services

Age
Marital Status
# of dependents
Age 1st attended university
Age completed degree
Degree(s) obtained
Occupational Area (SEM)

Number 7
48
married
three
18
47
Bachelor of Education
Educational Services

Age
Marital Status
# of dependents
Age 1st attended university
Age competed degree
Degree(s) obtained
Occupational Area (SEM)

Number 8
37
separated/living common-law
three
19
36
Bachelor of Arts
Educational Services/ Business Services

Age
Marital status
# of dependents
Age 1st attended university
Age completed degree
Degree(s) obtained
Occupational Area (SEM)

Number 9
46
married
two
18
21
Bachelor of Arts
Educational Services/ various

Age
Marital status
# of dependents
Age 1st attended university
Age completed degree
Degree(s) obtained
Occupational Area (SEM)

Age
Marital status
# of dependents
Age 1st attended university
Age completed degree
Degree(s) obtained
Occupational Area (SEM)

Age
Marital status
# of dependents
Age 1st attended university
Age completed degree
Degree(s) obtained
Occupational Area (SEM)

Number 10
47
married
two
18
23
Bachelor of Education
Instructor (various)
Number 11
46
divorced/living common-law
none
17
38
Ph.D
Health Services/
Educational Services
Number 13
46
divorced/living common-law
none (one adult child)
18
31
M.A.
Health Services

;d as Ph.D. candidate until 1985. All but dissertation.

Age
Marital status
# of dependents
Age 1st attended university
Age completed degree
Degree(s) obtained
Occupational Area (SEM)

Number 14
23
single
none
18
22
Bachelor of Science
Government Services

Age
Marital Status
# of dependents
Age 1st attended university
Age completed degree
Degree(s) obtained
Occupational Area

Number 15
24
single
none
18
24
Bachelor of Education
Educational Services

Age
Marital Status
# of dependents
Age 1st attended university
Age completed degree
Degree(s) obtained
Occupational Area (SEM)

Number 16
40
divorced
none (2 children live with father)
30
35
Bachelor of Arts
Government Services

Age
Marital status
# of dependents
Age 1st attended university
Age completed degree
Degree(s) obtained
Occupational Area (SEM)

Number 17
31
single
one
18
29
Bachelor of Arts (General)
Educational Services

Age
Marital status
# of dependents
Age 1st attended university
Age completed degree
Degree(s) obtained
Occupational Area (SEM)

Number 18
47
single
none
33
43
Master of Arts
Educational Services

Age
Marital status
# of dependents
Age 1st attended university
Age completed degree
Degree(s) obtained
Occupational Area (SEM)

Number 19
38
married
two
18
23
Master of Social Work
Educational/ Social Services

Age
Marital status
# of dependents
Age 1st attended university
Age completed degree
Degree(s) obtained
Occupational Area (SEM)

Number 20
38
married
one
18
26
Masters of Science
Educational Services

aididate (started in 1983). All but dissertation.

Age
Marital status
# of dependents
Age 1st attended university
Age completed degree
Degree(s) obtained
Occupational Area (SEM)

Age
Marital status
# of dependents
Age 1st attended university
Age completed degree
Degree(s) obtained
Occupational Area (SEM)

Number 21
47
married
three
18
22
Bachelor of Science
Health Services
Number 22
34
married
two
18
30
Masters of Science
Bachelor of Education
Educational Services

Respondents without a university degree.

Age
Marital status
# of dependents
Age 1st attended post-secondary
Age last attended post-secondary
Education obtained
Occupational Area (SEM)

Number 2
50
divorced/remarried 2x
4 stepchildren
18
40
Diploma of Technology (2)
Business Services

Number 12
52
divorced/remarried
none (adult children)
aprox. age 30
52
First two years of university arts/ also
has business & accounting
Marketing and Technical Writing
Business Services
Occupational Area (SEM)

Age
Marital status
# of dependents
Age 1st attended post-secondary
Age last attended post-secondary
Education obtained
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