
1+1 National Library
of Canada

Bibliothèque nationale
du Canada

Acquisitions and Direction des acquisitions et
Bibliographie Services Branch des services bibliographiques

395 Wellington Street 3,)5, rue Wellington
Onawa. Ontario Ottawa (Onlario)
K1AON4 K1AON4

NOTICE AVIS

The quality of this microform is
heavily dependent upon the
qua1ity of the original thesis
submitted for microfilming.
Every effort has been made to
ensure the highest quality of
reproduction possible.

If pages are missing, contact the
university which granted the
degree.

Some pages may have indistinct
print especially if the original
pages were typed with a poor
typewriter ribbon or if the
university sent us an inferior
photocopy.

Reproduction in full or in part of
this microform is governed by
the Canadian Copyright Act,
R.S.C. 1970, c. C-30, and
subsequent amendments.

Canada

La qualité de cette microforme
dépend grandement de la qualité
de la thèse soumise au
microfilmage. Nous avons tout
fait pour assurer une qualité
supérieure de reproduction.

S'il manque des pages, veuillez
communiquer avec l'université
qui a conféré le grade.

La qualité d'impression de
certaines pages peut laisser à
désirer, surtout si les pages
originales ont été
dactylographiées à l'aide d'un
ruban usé ou si l'université nous
a fait parvenir une photocopie de
qualité inférieure.

La reproduction, même partielle,
de cette microforme est soumise
à la Loi canadienne sur le droit
d'auteur, SRC 1970, c. C-30, et
ses amendements subséquents.



•

•

•

OCCUPATIONISM: OCCUPATIONAL

DISCRIMINATION IN RELATION TO

FUNERAL DIRECTORS

by

F. 6ZGE AKÇALI

Department of

Educational and C('lunselling Psychology

McGill University, Montreal

March, 1994

A Thesis submitted to the Faculty of Graduate Studies and Research

in partial fulfillment of the requirements of the degree of

Master of Arts

© F. Ozge Akçah, 1994



1+1 National Library
of Canada

Bibliothèque nationale
du C"nada

Acquisitions and Direction des acquisitions ~t

Bibliographie Services Branch des services bibliographiques

395 Wellington Streel 395. rue Wellington
Ot1awa. Ontario Onawa (Onlario)
K1AON4 K1AON4

The author has granted an
irrevocable non-exclusive licence
allowing the National Library of
Canada to reproduce, loan,
distribute or sell copies of
his/her thesis by any means and
in any !orm or format, making
this thesis available to interested
persons.

The author retains ownership of
the copyright in his/her thesis.
Neither the thesis nor substantial
extracts from it may be printed -or .
otherwise reproduced without
his/her permission.

L'auteur a accordé une licence
irrévocable et non exclusive
permettant à la Bibliothèque
nationale du Canada de
reproduire, prêter, distribuer ou
vendre des copies de sa thèse
de quelque manière et sous
quelque forme que ce soit pour
mettre des exemplaires de cette
thèse à la disposition des
personnes intéressées.

L'auteur conserve la propriété du
droit d'auteur qui protège sa
thèse. Ni la thèse ni des extraits
substantiels de celle-ci ne
doivent être imprimés ou
autrement reproduits sans son
autorisation.

ISBN 0-315-94313-0

Canada



Abbreviated Title of Thesis:

Occupationism

by

F. Ozge Akçab



•

•

•

Abstract

Occupationism recently has Leen introduced and dcfincd as discl'ilrlination

on the basis of one's occupation (Carson, 1992; Kl'llmboltz, 1991, 1!)92). ln

this qualitative study, the existence of occupationism is investigated till'ongh

the examination of the results of interviews with six fnneral directors. The

statements of the participants describing occupationist acts (either posil,ivc 01'

negative) were classified into a number of categories al. both fine-graincd and

more superordinate levels. Implications of the results fol' the pl'Oposed occupa

tionism construct and suggestions fol' futlll'e research and carcel' int.cl'vcnt,ions

art: discussed.

Résumé

L'''occupationism'' (discrilIlination professionnelle) a été int.roduit et défini

comme étant la disr.rimination selon l'occupation professionllcllc dc quclqu'un

(Carson, 1992; Krumboltz, 1991, 1992). Dans cette ét.udc qualitative,

l'existence de l'''occupationism'' est étudiée pal' l'cxaminatioll dcs résultat.s

de six entrevues d'entrepreneurs de pompes funèbres. Les déclarat.ions dcs

participants décrivant des actes discriminatoires (soit positifs, soit négatifs)

ont été classifiées en catégories générales et, en sous catégorics. Les implica

tions des résultats pour le concept proposé ainsi que certaines suggestions pOUl'

l'avenir de ces recherches et pour la consultation en int.ervention de carriére

sont discutés.
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CHAPTER 1

IN'l'RDDUCTIDN AND LITERATURE REVIEW

!ntro.luction

A central area of concern in the social sciences has been the nature of

discrimination against individuals on the basis of subjeet characteristics, in

cluding sex, l'ace, religion, and age. Wc continue 1:0 witness the orten horrific

consequences of systematic and widespread discrimination, such as the Holo

caust in Nazi Germany and "ethnic cleansing" in Bosnia (religious and racial

persecution), the Tailhook scandai in t.he United States Military (sex based

discrimination), and the frequent reports of eIder-abuse and neglect in nursing

homes (age-based abuse), just to name a few. Though research on discrim

ination has been conducted across many of the social sciences (and in both

'pure' and 'applied' fields), counselling psychologists have taken special inter

ests in the nature of discl'Îmination (especially that related to race,. ethnicity,

and gender), its consequences, and related forms of intervention (Davenport &

Yurich, 1991; DeVoe, 1990; Hill, 1993; Ponterotto, 1991; Priest, 1991; Skillings

& Dobbins, 1991; Tomlinson-Clarke & Cheatham, 1993). Sorne counselling

psycholvgists have recently suggested that one of the most widespread and

systematic rorms of discrimination on the basis of subject characteristics is

discrimination on the basis of occupation (Carson, H)92, 1993; Krumboltz,

1
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1991, 1992), termed "occupationism." However, this emerging Iit.erat.ure on

occupationism is purely t.heoret.ical and not. yet. huilt. on dat.a. Hen(·". t.h" pm

pose of this investigation was to test the hypothesis, "Occuplüionism does not,

exist" against real data, and to identify features which would permit a more

data-based discussion of the nature of the constl'llct. Specifica.lly, 1 \.est,ed t.he

existence of occupationisl'll through the exalllination of the results of inter

views with a small sample of Illelllbers of a single occupation, lIsing il qualit.a

tive methodology (the long-interview; McCracken, 1988), which appeared 1.0

suited for uncovering themes associated occupationist actions. Given I.hat no

investigation has searched sysl.ematically fol' the existence of occupationislll,

and given that one must begin somewhere, jt only makcs sense 1.0 \;cgill wil.h

an occupation Iikely to "triggcr" occupationist acts. Based on illY experiencc,

there is an occupation that has been a I.arget of negative occupationist acl.ions:

namely, the funeral dircctor. However, 1 cannot cite the specific events 01' faets

on which this belief is founded; it is simply something 1 have "picked np" frolll

my cxperience with North American society.

Review of the Litcrature

The following rcview of the literature will focus on five majG!' al'cas: oc

cupationism (definitional disputes and related reseill'ch); discrimillal.ioll and

discriminability; perception, memory, and occnpational stcrcotypillg; OCCIl

pational prestige and social statusj and the occupation of funeral dircrtor.

Thus, the Iiterature will be organized into what is known (or morc properly,
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speculated) about occupationism, then will explore in sorne depth those psy

chologicaI processes assumed to be related to it, and it will turn finally to an

exploration of the target occupation of interest.

Occupationism

DefinitionaI Issues

Even when one skims the Iiterature related to occupationism, it is appar

ent that the main issue in this Iiterature is the definition of the construct.

Krumboltz (1991) defined occupationism as "discrimination on the basis of

membership in an occupation" (p. 310). He compared occupationism to racism,

sexism, and other forms of discrimination, and he suggested that it is just as

widespread and harmful as any kind of prejudiced behaviour. Following his

preliminary definition, Kr'~mboltz (1992) proposed a revised definition: "Oc

cupationism consists of judgments made about the characteristics and worth

of individuals based on their past, present, or future occupations" (p. 512). By

giving considerable emphasis to the prestige levels associated with particular

oœupations, Carson (1992) reconceptualized the term as follows: "Occupation

ism .... refers to consequential acta of occupational discrimination on the basis

of prestige" (p. 493). Contrary to Krumboltz (1991, 1992), Carson daims that

not all forms of occupationism are lIecessarily harmfu!. Instead, he proposes

two types of occupationist acts: desirable and undesirable.

According to Krumboltz (1992), one distinction between his and Carson's

(1992) views of occupationism may be the authors' emphases on discrimina-
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gues that discrimination is applied against individuals, he suggest.s that. Carson

emphasizes discrimination between occupations. However, Carson (1993) ar

gues that his definition instead focuses on the (justifiability of) actions arrect.ing

individuals based on the worth of the work hehaviour they have contributed

to the commonweal.

Another difference between these two approaches to the definition of oc

cupationism is the acceptance of its "desirability." Whilc Krumboltll (1992)

insists on the unjustifiability of ail forms of occupationist behaviolll's, Carson

(1992) argues that occupationism has both desirable and undesirable fot·lI1s.

Moreover, Carson claims that some occupations arc unworthy of society's es

teem; according to him, sorne examples of these occupations might be mar

keters and advertisers of cigarettes. Conversely to Krumboltz's idea of ev

ery occupation's contribution to society, Carson argues that some occupations

might be populated by individuals whose vocational behaviour could positivciy

harm society, e.g., tobacco farmers.

In his effort to clarify Krumboltz's (1991) discussion of ûü:upat.ionism,

Carson (1992) proposes "consequentiality" as an additional dimension of oc

cupationism. Consequential acts are those performed by any person which are

harmful or beneficial to some individua!'s interests, depending on the circum

stances (p. 492). Carson might argue that the requirement that occupationist

acts be consequential could entai! that certain "private" forms of occupational

discrimination on the basis of prestige may occur, but might not constitute

occupationism pel' ~ (e.g., privately thinking i1l of someone because of his/her
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job, but not acting on such thoughts). However, one might still argue that our

behaviours arc guided by our thinking process, and that private1y thinking il!

of someone because of his/her job might weil insidiously and unconsciously

affect over behaviour, resulting in occupationism.

Additionally, Carson (1992) suggests that occupations may differ in the

level of social consensus for their relative desirability, adding another dimen

sion to occupationism: degree of consensuality. The degree of consensuality

rcfers to the collective opinion and/or debate about the desirability of occu

pations from the perspective of the society (p. 496). Carson suggests that the

jllstifiability of specific occupationist behaviours could be challenged by op

ponents when the evaluation of such behaviours is not consensual, e.g., sorne

people might question the severity of restrictions against individuals engaged in

"c1'Ïminal" occupations, or they might dispute the wisdom of directing certain

benefits towards individuals who have a history in an "honorable" occupation.

Research Related to Occupationism

Althollgh the concept of occupationism has been introduced only recently,

the possibility that individuals might be discriminated against on the basis

of the work they do has been taken into consideration before. Fraser (1968)

edited a book in which twenty men and women in a wide variety of occupa

tions had written about their feelings, satisfactions, and frustrations relat,ed to

performing their jobs. One can find several examples of statements by Fraser's

sllbjects' which might suggest the existence of occupationism. For example, a

croupier reports that "1 dream of the time when l shall be loved and rewarded



•

•

•

(i

for being myself: for making a contribution to other people's life in doing what

1 really want to do" (p. 255). The sentences of this croupier illlply that he lmd

not been treated fairly, and also a desire to be acccpted as au iudividual, not.

simplyas a member of certain occupation, who really enjoys what he is doiug.

In another example, a clerk cites reaetions towards him rrom the members or

different occupations with whom he works: "The worker today, \vith his more

powerful union, his feeling of importance, looks ou the clerk with a mixt.ure or

incomprehension, contempt, and distrust ....The professional eugineer, roI' his

part, sees a clerk as a batman: useful, but definitc1y not an equal" (p. (il).

Although we ail find it convenient, to "place" people by the work t.hey do, we

can seldom fully enter into the experiential world or other peoples' occupa

tions. Thus, Fraser tacitly raised the question of the justifiability or OUI' aets

of "placing" people by their work.

In perhaps the most widely read account or peoples' experiences or their

jobs, Terkel (1972/1975) interviewed workers from a wide varicty or occupa

tions. During these interviews, people talked about "what they did ail d<\y and

how they feel about what they did" (p. xiv). As with Fraser (1968), Terkel's

intention was not to demonstrate the existence of occupationisrn. Neverthe

less, a close examination of the texts suggests examples of how people were

disdained by others just because of their occupations. Fol' example, one or

the Terkel's clerks reports occupationist insults: ''l've had people talk to me

just like 1 was sorne sort of dog, that l was a ditchdigger" (p. 332). Also, a

truck driver reports that "We're an outcast, illegitimate, a gypsy, a fella that

everybody looks down on" (p. 284).
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1 would suggest that the time has come to move beyond merely aca

demie disputes of definition. While both Fraser (1968) and Terkel (1972/1975)

present qualitative data bearing on the possible existence of occupationism,

no investigators have reported the results of research specifically testing the

existence of the construct.

ln the remainder of this discussion, 1 will outline the various cognitive

and social precursors that 1 assume would be required for the existence of oc

cupationism. As should be concluded from the review on the occupationism

literature, discrimination is an important component of occupationism. There

fore, 1will first examine discrimination as a psychological construct. Second, 1

will review (briefly) the relevant literature on perception, memory and occupa

tional stereotyping. Finally, 1 will provide a summary review of the literature

on occupational prestige and social status.

Precursors of Occupationism

For occupationism to exist, certain "precursors" (or components) would

appear to be required. Perhaps among the most prominent of these compo

nents of occupationism would be perceiving and judging, and related concepts

such as discrimination, memory, stereotyping, and prestige.

Discrimination and Discriminability

Relations between human beings are not always peaceful and friendly. On

the contrary, there is frequently suspicion, hostility, unfair competition, and

even ruthless behaviour (United Nations, 1949). Such behaviours may lead to
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discriminatory acts towards certain individuals or groups. Given that occu

pationism is proposed as one form of discrimination, 1 will providc ,t bl'Oadcr

treatment of discrimination in order to discuss that featme of the conccpt of

occupationism.

According to an early theoretical report on the natme of discl'imination

(United Nations, 1949, p. 26), discrimination might be defined as a :!~~,I'i,,'en

tal distinction based on grounds which may not be attributed to the individua,l

and which have no justified consequences in social, political or legal l'e\ations

(coloUl', race, sex, etc.), or on grounds of membership in social categories

(cultural, religious, social origin, social dass, property, birth 01' oUler stat,us),

Allport (1954/1979), whose book is considered as a dassic on prejudice, sug

gested that discrimination involves denying "individuals or groups of people

equality of treatment which they may wish" (p, 51)..Jones (1972) defines dis

crimination as "those actions designed to maintain own-group chamcteristics

and favored position at the expensc of the comparison group" (p. 4).

According to Katz (1991), Allport's discussion of thc relation between prej

udice and discrimination was sketchy at best. Katz states that Allport 's frc

quent use of the juxtaposing phrase "prejudice and discrimination" rellects the

belief that the two phenomena were intimately conneeted. lndeed, discl'imina

tory customs considerably reinforce prejudice; discrimination breeds prejudice

just as prejudice breeds discrimination (United Nations, 1949). Nevertheless,

Dovidio and Gaertner (1986) suggested that prejudice does not always lea<! to

discrimination and discrimination may have causes other than prejudice.

Historically, the development and perpetuation of stereotypes has been
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conceptualized from within three models or orientations: sociocultural, psy

chodynamic, and cognitive (Ashmore & Del Boca, 1981). The sociocultural

orientation has focused on the role of sociallearning processes by which stereo

typie beliefs are acquired through social rewards and punishments and are

maintained by social reinforcements obtained from significant others and im

portant reference groups (Hamilton & Trolier, 1986). Ashmore and Del Boca

suggested that the psychodynamic orientation emphas;zes the role of motiva

tional processes in which stereotypes are viewed as serving the intrapsychic

needs of the perceiver. Finally, the cognitive orientation assumes that the hu

man capacity for processing information is limited, and that such limitations

make humans susceptible to systematic biases in processing information about

people and events. These biases then contribute significantly to the formation

and main- tenance of stereotypes regarding social groups. The cognitive anal

ysis of prejudice (and presumably discrimination) has traditionally centered

up on the concept of stereotype (Pettigrew, 1979). If we consider the huge

number of different occupations and the overwhelming information related to

them, it seems that the cognitive orientation of the development and perpetu

ation of stereotypes might be 'luite helpful in conceptualizing occupationism.

Nevertheless, this is not to say that the two other models cited above do not

also have something to contribute to the understanding of the psychology of

stereotypes, but simply that the cognitive approach appears to offer the great

est initial promise.

Most research on stereotypes and discrimination has concentrated on na

tional, ethnic and gender stereotypes (McCauley, Stitt & Segal, 1980). While



•

•

•

10

little research has touched on discrimination on the basis of occupation pel'

se, there does exist a large literature on the nature of job-re1ated stereotypes,

1.0 which 1 will next turn (see Dovidio & Gaertner, 1986). 1 will link this

discussion 1.0 an overview of the relevant literature on perception.

Perception, Memory and Occupational Stereotyping

As human beings, we are not omnipotent. Our sensory system, fOI' in

stance, is limited. Our entire sensory apparatus seems 1.0 be designed 1.0 limit

stimulation and 1.0 restrict our range of experiences (Schneider, Hastorf, &

Ellsworth, 1979). Further, our sensory organs simplify the physical environ

ment, just as our cognitive apparatus he\ps us 1.0 simplify and organize our

social environment and experiences (Goldstein, 1980). We always tlPlcd. and

interpret our impressions of the surrounding world and l'espond 1.0 a repre

sentation of the environment which 1.0 a lesser or greater degree we ourse1ves

construet (Allport, 1954/1979; Lippmann, 1922; Mahoney, 1991; Tajfe1, lfJ6!J).

I-Iowever, this organizing process sometimes leads 1.0 an exaggerated belief as

sociated with a category and may even turn 1.0 ill thoughts of certain people.

It seems likely that such efforts 1.0 reduce the complexity of the "occupational"

environment undergird any occupationist behaviour.

Perception and memory. 1 assume that perception is an active process in

which the raw sensory data are coded, organized, and given meanings derived

from our unique personal experiences (Smith, Sarason, & Sara.~on, 1982). In

other words, perception is more than a physical phenomenon; il. is a psychic
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function from which wc may draw the most far-going conclusions concerning

the inner life (Allport, 1954/1979). The carly Gestalt psychologists stressed

the idea trat people interpret, organize, and assess stimuli before they are

fully perceived. In particular, Gestalt psychologists proposed that stimuli are

perceived in terms of the perceiver's past experiences, needs, and expectations,

and also the context in which they are presented (Goldstein, 1980j Schneider

ct al. (1979).

According to Schneider et al. (1979), most of us unconsciously give verbal

labels to what we seej we put them into meaningful categories. Categorical

thinking is a natural and inevitable tendency of the human mind (Allport,

1954/1979). Allport defines a category as "....an accessible cluster of associated

ideas which as a whole has the property of guiding daily adjustments" (p. 171).

According to him, the p1"Ocess of categorization (a) forms large classes and

clusters for guiding our daily adjustmentsj (b) assimilates as much as it can

to the clusterj (c) enablcs us quickly to idcntify a rclated object; (d) satura.tes

11.11 that it contains with the same ideational and emotional flavourj and (e)

may be more or less rational. Pettigrew (1979) supports Allport's category

based perspective and, with an application from attribution theory, he extends

Allport's cognitive analysis of prejudice by proposing a systematic patterning

of intcrgroup misattributions shaped in part by prejudice.

The categories we use are derived from our past history and are largely

dependent on our language and our cultural background (Schneider et al.,

1979). Allport (1954/1979) argues that categories help us to identify a new

object or person, and to expect from it (him/her) a certain kind of behaviour
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in accordance with our preconceptions, as this helps 1.0 "stl'uct\ll'e" 0\11' wodd.

As already noted, the human mind must think with the aid of categories

(Allport, 1954/1979; Schneider et al., 1979). I-Iowever, categories may weil con

tain erroneous information, and may be learned so eady in life that t.hey may

reflect as much the constraints of the child's mind and imagination as any real

world references. According 1.0 Allport, a rational category is built al'Ound the

essential or defining attrihutes of the object or person. However, nonessen

tials and "noisy" attributes (secondary ones which arc not as important t.o

remember) may also enter into t.he category, lessening its correspondencc to

the real world. BruneI' (1956) posited that the main function of categol'iza

tion is 1.0 reduce the complex object wodd to a more simple and manageable

structure, consistent with the cognitive orientation 1.0 stereotyping discussed

eal'lier. He suggested that the primary basis for categorization is perccived

similarity-dissimilarity (e.g., objects are grouped on the basis of similarity of

function or appearance). Thus, cognitive categories are abstractions of reality

and may contain nonessential or even erroneous information.

Relation 1.0 stereotyping and mm.lOry. Fundamental 1.0 the process of stereo

typing is the ..ct of categorization (Taylor, 1981). Viewing stereotyping as a

categorization process has a tradition dating back al. least 1.0 Allport (1954/1979).

According 1.0 Allport, a stereotype, whether favorable or unfavorable, is an ex

aggerated belief associated with a category, its function 1.0 justify our conduct

in relation 1.0 that category. Allport argues ;,1Iat, once formed, categories are

the basis for "normal prejudgement," a process that il. appears we cannot pos-
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sibly avoid. Allport states that such prejudgements become prejudices only if

they arc not reversible when exposed 1.0 new knowledge. According 1.0 him, the

difference betwcen normal prejudgements and prejudice is that one can discuss

and rcctify a prejudgement without emotional resistance. As Allport made

c1ear, rubrics and categories are essential 1.0 mentallife, and their operation

results inevitably in prejudgements which in turn may shade into prejudice.

As noted above, stereotyping may be viewed as a form of cognitive infor

mation processing. The stereotype acts both as a justificatory devke for cate

gorical acceptance or rejection of a group and as a screenin~ or selective device

1.0 maintain simplicity in perception and in thinking (Allport, 1954/1979). In

fact, our impressions of anotller person are a form of stereotype; we abstract

certain aspects of his/her behaviour, organize them around certain disposi

tions, and develop a picture of the person (Schneider et al., 1979). Schneider

et al. proposed that this process permits the development of meaning in our

experience of other persans. !-Iowever, il. can also n'strict our awareness of

another's behaviour. Therefore, group and individual stereotypes do create

stability and meaning, but they may weil do so al. the risk of inaccuracy.

Stereotypes also affect our memory (Atkinson, Atkinson, Smith, & Hilgard,

1987). Atkinson et al. state that our schemata (mental representatiolls of a

c1ass of people, objects, events, or situations) consist of many stereotypes.

Perceiving and thinking in terms of schemata perrnits us 1.0 filter, organize,

and process large amounts of information swiftly and economical!y. Instead of

having 1.0 perceive and remember al! the details of each new person, object,

or event we encounter, we can simply note that il. is like a schema already
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in memory and encode and remember only its most distinctive featlll'es. The

l'rice we pay for such cognitive economy, however, is that an object QI' event,

can be distorted if the schema used 1.0 encode il. does not 'luite fit 1.0 the l'cal

characteristics of the object or the event al. haIH!. According te Atkinson et.

a!., memory distortions, much like those which OCCln' when wc fit people into

stereotypes, aiso can OCCtlt' when we attempt 1.0 fit stories into schenmta. On

the other hand, they also suggested that our schemata arc often a great. aid 1.0

memory.

An occupational stereotype is one form of stereotyping. Shinar (1975) de

fined il. as a preconceived attitude or prejudice about a l'articulaI' occupation,

about people who are employed in that occupation, or abont one's OWI. suil.

ability fol' that occupation.

In summary, human beings have a propensity towards prejudice. This

prcpensity lies in a normal and natural tendency 1.0 fonD generali~ations,

concepts, and categories whose contents l'l'present oversimplifications of one's

world of experience (Allport, 1954/1979; Lippmann, (922). Althongh stereo

typing behaviour is natural and often useful, il. may also serve as a foundation

fol' prej udice.

Research related 1.0 occupational stereotyping. Investigations of occupa

tional stereotypes have usually focused on the context of discrimination based

on gender and ethnicity (Albrecht, 1976; Burd & AlIred, l!J78j Mitchack,

1978; Vincenzi, 1977; Wilson & Daniel, 1981). An exception 1.0 this focus

was Bedeian, Mossholder, Tomliatos, and Barkman's (1986) study examining
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the accountant's stereotype in the context of vocational counselling. Bedeian

et al. addressed the question of whether the stereotyped, negative image of

the accountant is reflected in the accountants' own responses on the California

Personality Iuventory (Gough, 1975). The results suggested that the image

commonly painted of the bookkeeper-accountant as being orderly, methodi

cal, introvel'ted, and unsociable seemed to be ina.ccurate, or at any rate an

overpJ:.yed generalization. The contrast between the empirical1y based profile

devel.lped in that study and that of the traditional stereotypie public image of

accountants may be an example of the inaccuracy of the general image which

might eventual1y lead to occupationist acts. Of course, there is nothing in

the definition of occupationism that requires that it be based on inaccurate

stereotypes; however, wildly inaccurate stereotypes (especially negative ones)

might be a common adjunct of negative occupationist acts.

Lukens (1964) conducted research on needs, general values and occupa

tional values of medical-surgical and psychiatrie nursing students. He pro

posed that nurses in different areas of specializations exhibit different person

ality traits. While the findings cannot be generalized to ail graduate students

in nursing, sigllificant differences were found in the needs, general values, and

occupational values of two nursing groups specializing in divergent clinicai

fields. Therefore, making judgements according to the average characteristics

of a given occupation's mc:~hers may lead us to form inaccurate assessments

of them; perhaps such inaccuracies are ferOiie grounds for the development of

occupationist behaviour.
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Occupational Prestige and Social Status

It is likely that across ail societies, some occupations command great re

spect, some moderate respect, and still others fall almost in disdain (Carson,

1992; Chartrand, Dohm, Dawis, & Lofquist, 1978). People pl'Obably dmw

inferences about individuals based on their occupational standing and llIay

choose to engage in discriminatory reactions according to those inferences.

Work is a major arena of adult behaviour because individnals' livelihoods

are so directIy dependent on their work. As much as half of each day duriug

pre-retirement adulthood may be devoted to il. One's standard of livin~,

security, and social status typically are tied closely to one's work (Smith ct al.,

1982).

Social statuses locate people in groups, organizatious, and, more geneml\y,

in society at large. The social statuses are ranked by the diffûrelJt amounts of

prestige accorded to them by members of soCiety (Curtis & Lambert, 1983).

The prestige of an occupation reAects the approval or disapproval that society

attaches to the different forms of occupational service, and that approval may

be one of the basic forms of sodal control (Hakel, Hollmann, & Dunnette,

1968)

The rewards of an occupation with higher prestige arc substantial, not

only in terms of the esteem accorded to the individual by others, but also

due to the material benefits that typically accrue to individuals holding such

positions (Thoma:; & O'Brien, 1984). According to Gottfredson (1981), the

esteem or social status that the general population accords occupations is olle
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important factor affecting occupational choice. Krumboltz (1991) suggested

that people arc often dissuaded from going into occupations in which they

would he quite c!.!'~cessful and happy because of the lower prestige rankings of

these occupations. These and 'other considerations have helped to maintain

an ongoing interest in the relative prestige standing of occupations throughout

lTluch of this ccntury.

According to Treiman (1977), occupational status hierarchies are inevitable

in complex societies. Treiman and others (e.g., Krumboltz, 1992) hold that ail

modern societies have fundamentally similar occupational prestige hierarchies.

He proposed a structural theory of occupational prestige, arguing that occu

pational systems are essentially similar in ail complex societies because the

division of labour creates characteristic differences among occupations in the

extent of power exercised. Treiman suggested that differences in power give rise

to differences in privilege and prestige; thus, intersocietal prestige similarities

reOect intersocietal similarities in occupational power and privilege.

Counts (1925) conducted the first study on the relative prestige rankings

of occupations. From high school and college students and school teachers,

he collected the prestige rankings of 45 occupations. Counts found that var

ious occupations such as lawyer and banker ranked near the top while jan

itor and ditchdigger ranked near the bottom. Following Counts, Deeg, and

Peterson (19'17), Hakel et al. (1968) and Braun and Bayer (1973) replicated

Couuts' original study using different samples; they found little overall change

from the rankings reported by Counts.

Recently, Fredrickson, Gisela, and Xing (1992) compared college students'
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rankings of social status of 24 dilferent occupations in three different conntrics.

The countries included in this study (i.e., People's Repnblic of China, 'i'aiw'!I1,

and the United States) were living under dilferent economic and politicnl sys

tems. Although there were very few exceptions in the middle section of the

24 ranks, students in these three countries were more similm' than dissimi

laI' in their rankings of social status for the 2'1 occupations. The occupations

physician and lawyer were ranked consistently in the highest group, with civil

engineer close behind. The three consistently lowest ranked occupations wel'e

janitor, hod carrier and ditchdigger. lt would appear that pnrticular cn\tUl'es

and politieal systems do not influence the relative social status 1'anking of a

number of skil1ed service and production occupations.

Ali of the above studies are similar because they examine differences in oc

cupational status rankings across occupations. In addition, prestige hiemrchies

may apply within the various subdivisions of the same gcneral occnplLtiolHd

category. Hartmann (1934) examincd the possibility of the prestige hierarchy

within the various specializations of the medical field. Subjects were askcd to

;:ank a list of 25 careers related to the "healing profession." Suhjeets were cho

sen from a wide range of occupations, hut housewives eonstitnted the largest

single group. Results indieated that the easily understood and well-recognized

occupations stand either near the top or the hottom of the list. Greater ae·

quaintanee with an occupation led to a sounder appraisal of its compamtive

level and, so il. would seem, with a polarized judgement as to the occupation 's

relative prestige. In a similar but more recent study, Rosolf and Leone (1991)

investigated the relative social prestige of various medical specialties in a sam-
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pic of 400 subjects. The results were consistent with those of Hartmann's

earlier investigation, and affirmed that a prestige hierarchy exists among med

ical specialties. Surgery and cardiology consistently ranked at the top, and

dermatology and psychiatry remained at the bottom. A specialty's relative

standing in perceived income and assigned social value were the best predic

tors of its hierarchical position, with income being the single best predictor

In conclusion, previous research suggests that a stable occupational pres

ti~e hierarchy exists across occupations, within work settings, and within pro

fessional fields. On the other hand, there are numerous limitations in this

research, such as the restrictions on types of stimuli in lists of occupations

(they are not sampled equally across the world of work), the specifie form of

the question (e.g., level of prestige an occupation "actually has" versus "should

have"), and in the sources of individual differences in prestige ratings consid

ered (e.g., historical period, major occupational group, and nationality).

Funeral Directors

In this section, 1 will examine aspects of the occupation of funeral director,

both in reference to its history and contemporary features. 1will limit my scope

to the runeral directors in Anglo-French North America (Le., The United States

and Canada) primarily because of the existence of at least somewhat adequate

occupational information for the occupation there (e.g., Mitford, 1963/1980;

Reynolds & Kalish, 1974; Schell & Zinger, 1985). This section will also review

the literature on North American society's perception of funeral directors and

its attitudes towards this occupation.
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Historical Background

The largest determinant in modern North American funerary practice stems

from the Western European Christiau tradition, which in turn derived primar

ily from Hebrew and to a lesser extent Roman religious and cthical concepts,

which were themselves possibly influenced by the death belicfs and mort.uary

practices of the early Egyptians and other ancient. civilizations (Habenst.ein

& Lamers, 1955). According to I-Iabenstein and Lamers, funeral undel'taking

(or undertaking; these were the first conventionally recognized names of t,he

modern funeral director by the first half of the H)III century) emerged as a

clear-cut distinct secular occupation in Europe by the 17111 centmy, Embalm

ing had developed as a medical specialty much eal'lier and quite independently

of undertaking, Until the late 19111 century, the North Amel'ican fuueral Wl~~

primarily a iamily affair, in the sense that the family and close fl'iends per

formed most of the du tics in connection with the dead body itselr (MiLford,

1963/1980). The military, of course, has always dealt with funerals on Il largel'

scale. lt seems that "funeral undertaking" emerged as a distinct (civilian) oc

cupational specialty in Americain the first quarter of the 19111 century. Mitford

states that the first undertakers were drawn mainly from threc occupations:

The stable keeper of the dead body, the carpenter or cabiuetmaker, and the

sexton. According to I-Iabenstein and Lambers, berore 1859 undertaking had

taken on the characteristics of a service occupation with a set of tasks and

functions organized into a pattern of behaviour towards the dead that basi

cally included the laying out, the coffining, and the transporting of the body
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1,0 the grave. Around these central functions, certain auxiliary services, such

as the furnishing of paraphemalia of mourning (e.g., clothing, emblems, and

remembrances) may also have been included.

During the carly stages of the development of the occupation, the l'ole of

ulldertakers in rural arcas was minimal. In the cities, on the other hand,

their work revolved around the deceased's home, the church of their choice

and the cemetery, and most likely embalming (when olfered) would have taken

place in the home of the deceased (Habenstein & Lamers, 1955). When il, was

performed in the home of the deceased, il, was almost mandatory for sorne

rc!ative 1,0 stay by the embalmer's side hand witness the procedure (Mitford,

1963/1980). As Habenstein and Lamers stated, there had been a line of kinship

relation running through the operation of the coilin-shop-turned-undertaking

turned-funeral directing establishment for the early developmental stages of

this occupation. Thal, is, undertaking l'an in families.

The close of 190• century witnessed major changes in the l'ole of the un

dertaker (Habenstein & Lamers, 1955). According 1,0 them, the undertaker's

l'ole expanded into administration. In carrying out this new l'ole, they were

catled upon 1,0 exercise not only technical skills in preparing the bodies of the

dead, but ais:> administrative skitls in the direction and organization of funeral

proceedings, as weil as logistical skills in arranging the order and sequence in

the transport of both the living and the dead. Coil)cident with this new l'ole

around the turn of the century, undertakers began 1,0 replace their old job title

with that of funeral director (Mitford, 1963/1980). In summary, in the past

century and a half, the funeral directing occupation has grown from the side-
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line occupation of the tradesman undertaker 1.0 the established, mainstrciUl1

enterprise of today. The occupation of fnneml director also has becn inclnded

in official government listings of occupations, as weil as in major mClUllll'eS of

occupational interests developed in this centlll'Y, snch as t.hose devcloped by

Strong (Hansen & Campbell, 1985).

Funeral Director: Current Description

While the discussion will focus on Canadian fnneral directors, it shonld also

apply 1.0 Ameriean funeral directors. The Canadian govel'J1ment recognizes

funeral directors as an integral part of the health cam team (EmploYll1ent and

Immigration Canada, 1987). Hansen (1987, p. 193) states the dnties of funeral

directors (although they ma.y change depending on varions factOl's, including

the size of the funeral home) arc as follows: interview the fall1îly \,0 lLl'mnge

details, such as the preparation of the obituary noticej ensure the selection

of the urn or casketj arrange the location and time of cremation 01' budal;

organize the selection of the pallbearersj procure au official fol' the rc1igious 01'

remembrance rites (if there are 1.0 be any)j and plan for the transportation of

the mourners and remains. In the absence of clergy, they ll1ay conduct services

al. the funeral home or al. the graveside. They ll1ay also prepare the body for

burial according 1.0 provincial or state laws related 1.0 preparation for buda!.

They dress the body and apply make-up, and when the body is damaged

by disease or accident, they may mask the injury with special procedures.

Finally, they may help the family file daims for social security, insurance, and

other benefits, such as "grief counselling" (this latter item being perhaps of
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special interest to the funeral director, who might double as a provider of such

services).

According to Employment and Immigration Canada (1987, p. 239), the

educational preparation for a funeral director and an embalmer (who prepares

bodies for vicwing and interment) is virtually the same, although in practice

tlteir on-tite-job funetions dilfer. Most funeral directors complete high school

diplomas or Associate Arts degrees in mortuary science along with on-the-job

training (Hansen, 1987, p. 193). In most places in North America, licensure

is a mandatory condition of employment and is awarded to those who pass a

provincial or statewide examination (Employment and Immigration Canada;

Hansen). Licensees then begin their career as embalmers, and with experience,

or as employment opportunities arise, they may attain a position as a funeral

direetor. Many funeral directors are self-employed and, in sorne settings, they

supervise embalmers (EmploymenL and Immigration Canada, p. 239).

Attitudes Towards Funeral Direetors

Bowman (1959) states that funerals in North America are the objects of

a wide variety of emotional reaetions, varying widely across individuals, and

often inconsistent for the same individual on different occasions. He suggested

that reactions to funerals often refleet attitudes towards death, which are them

selves as diverse as horror and amusement. In particular, aversion to human

remains may be linked to the negative reaetions to funerals. Bowman pro

posed that this aversion is transferred in sorne measure to the person who has

taken charge of them. He also suggested that cultural influences work to lessen
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or increase the acceptability of the funeral director. He stated t.ha(, any dis

crimination shown then varies greatly in different localities and circnmstancesj

therefore, in dilferent contexts, funeral directors may be derided, avoided, or

even thrust into leadership l'oies.

According 1.0 Reynolds and Kalish (1974), those whose work involves deal

ing with the dead, the dying, and the bereaved are avoided, langhed al., pit.ied,

scorned, and isolatedj their motives and their (psychological) stability arc qnes

tionedj they usually serve as handy scapegoats for the guilt and anger of the

still-living, especially if they are seen as making an "undue" profit. Bowlllan

(1959; also states that nearly haU of his sample of funeral direetors (,old of

experiences in which, because of their occupation, they were not as readily

accepted as other people. His subjects also spoke of the persistent tendency of

their acquaintances 1.0 joke about the undertaker's connection with dead bod

ies. Reynolds and Kalish provide examples of how funeral diredors sometimes

hesitate 1.0 disclose the specifie nature of their work, and when they do revcal

their occupation, they are prepared for readions of curiosity, revulsion, and

teasing.

Mitford (1963/1980) questioned the justifiability and neccssity of funeral

practices common in NOlth America, and therefore of the profession cngaged

in those l'ractices. She provides many examples of how funeral diredors profit

from emotionally vulnerable clients. She suggests that "funeral men" seek 1.0

justify the style and cost of their production the basis of "tradition," and on the

basis of their implicit beliefs that current funeral practices are a ref!ection of

charaeteristically (and appropriately, in their eyes) high American standards.
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However, she continues, "... the funeral men live very largely in a dream world

of their own making about the 'acceptance' of their product in the public

mind....But the public goes merrily on its way, thinking that moneyrnaking

is t,he foundation of the funeral trade" (p. 225). Mitford's critique of the

occupation is the most damning in print, and presents a thorough and relentless

attack on the entire industry. However, thl' work is three decades old, and

even if her account is an accurate port rayai of the industry then, there is no

guarantee that the portrayal remains an accurate representation of today's

runeral industry. Nevertheless, her book was read very widely, casting a kleig

light into a norrnal1y dark corner of the occupational world.

In another study of the sarne period, Fulton (1965) sought to deterrnine the

nature of the public's attitude towards the funeral ceremony and the funeral

director. His sample included tqree types of respondents: a rnernorial group,

which consisted of the participants from eleven rnernorial societies; household

ers, whose names were chosen randomly from the rnost recent telephone direc

tories; and an interview group, formed by the graduate students and the faculty

of various departments of sociology throughout the country. The rnajority of

the memorial group reported that the funeral had failed in its function and

plll'posej more than three-quarters of this group believed changes were needed

in the runeral ceremony. As compared to the householders and the interview

group, the memorial group was unfavourably inclined towards both the funeral

and the runeral directors. Fulton's results suggest that sorne people think fu

neral directors exploit or take advantage of a farnily's griefj many people believe

that a sacred ceremony is out of date, and that it is empty, artificial, and a
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waste of time and llloney.

Whatever the reason for the negative attitudcs towards runcral dil"cctors,

it appears that the negative behaviours may olfend thc fuucral dil"cctors, rc

gardless of the personal attributes of particulal" mcmbcrs of thc occupat.ion.

According 1.0 Reynolds and Kalish (19711), many pcople whosc work brought

them in contact with the dead had attclllptcd to supprcss angcr dil'cctcd at a

community that had failed to appreci.1te the particular psychological tcnsions

and social tightrope walk required of thelll. It appears that thcse fcelings arrcct

their work performance, thcir self-concepts, and thcir fami\y I"clationships. In

order to deterllline funeral directors' degrec of cOlllmitment 1.0 t.heir pl'Ofcssion,

Bchell and Zinger (1985) analyzed data that indicatcd t,hat funcral dil"cctol"s

appear to have low levels of career preference for thcir occupation, pCl"ccivcd

other members of their profession as having low wOl"k-l"clatcd productivity, and

(as a group) evinced only moderate job satisfaction and job commitlllcnt. In

order to discuss the elfect of the fUlleral business on falllily life, IJowllian (HJ59)

reported several examples showing the impact of having a parent who wOl"ks

as a funeral director on children. One of Bowmau's funeral directol"s wantcd to

set up a business in another city in order to protect his son's CiU'CCI" ilS a lawycl".

Bowman also reports the case of a WOlllan who had bcen tauntcd by hel" pCCI"S

because of her father's occupation ,.5 a funeral director, dcspitc the high levcl

of respect her father comlllanded (among the adults) in the community.

Thus, there appears to exist sorne anecdotal evidence that funcral directors

have been the targets of negative occupationist acts by all available dcf"itions.
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However, none of these previous investigations examined occupationism per se

in relation to the occupation of funeral director.
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CHAPTER Il

METHOD

Interviewers

There were two female one male interviewers. Ail of the interviewers \Vere

members of the Occupationism Project at McGill University. One week of

training was provided for each of the t\Vo graduate student, interviewers (t,he

third interviewer was a member of the McGill COllnselling Psychology Progmm

faculty). The training of the two student interviewers inclllded t.he follow

ing: reading the extant literature on occupationism (Carson, 1992; l<rumbolt.z,

1991, 1992); practicing an administration of semi-struet.llred interviews llsing lt

predetermined format; condllet.ing a trial interview and discllssing t.he pl'OCCSS

with other Project members. The mean age of the interviewers W1L~ 27.6 years

(SIl = 3.8). One interviewer was Canadian, the second Turkish, and the t.hird

one was American. Most of the interviews were condllcted by the Tnrkish and

American interviewers.

Participants

Two female and iour male funeral direetors praeticing in Mont.real, Qllebec,

volunteered to participate in the study; they received no monetary compensa

tion but were om~red the opportunity to receive the resllits. The mean age of

28
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the sampIe \Vas 44.5 years (SD = 12.36). The participants had completed for

lIIal education at the levcl of high school or above. Four of the participants had

learnt their occupation through their family (Le., intergenerational transmis

sion of occupational skills). Members of the Occupationism Project contacted

potential participants by phone; leads \Vere drawn from the yellow pages under

the category "f'lneral homes." The resulting sampIe drew from three of the

four major ethnic-linguistic categories in Montreal (as used by the Quebec gov

ernment): Francophone (n = 1), Anglophone (n = 4), and "Allophone" (that

is, anyone descended from any other ethnic community, other than Natives;

n = 1). No Native (e.g., Mohawk) subjects participated. The participants

agreed to be interviewed on condition that the researcher would make efforts

to maintain their anonymity. In reporting data, 1 therefore deleted (or slightly

lI1odified) information which might serve to identify the participants. However,

interviewers also discussed with the participants the possibility that sorne de

1I10graphic data might serve to reveal their participation in the study (there

are only a limited number of funeral directors in sorne demographic groaps in

Montreal); ail participants agrr.ed to complete interviews despite this risk.

Procedure

Data Collection

Ail interviews were conductec1 in the participants' places of employment

during 1992, and ail \Vere individual interviews. Interviewers used a semi

structured interview format which included questions in the following areas:
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identification of demographicinformation (including, age, sex, cthnicit.y, mar

ital status, education, and income); descript.ion of the job and t.he act,ivit.ies

that il. involves; description of how others (Le., parents, spouse, close friends,

and ail others) differentially reaet(ed) t.o the part.icipant simply because of

his/her occupation, either positively 0\' negatively; and the evaluat.ion of t.he

acceptability of treating people differently b"cause of their occupat.ion (i.e.,

to judge whether or not occupationism is ever justifiable, sec Appendix (3).

Results bearing on ail but the final question will be reported in this st.udy.

Although the general order was followed by ail interviewers, t.he participauts

varied substantially in the amount of tim!' they discussed the dirferent sources

of occupationist aets. Interviews generally were completed within 30 minut.es

and were a~diotaped.

Transcription and Translation

The six tapes were transcribed verbatim. The single interview condueted

in French was translated into English by a bilingual member of the Projed.

Identification of Themes and Units of Text

Analyses involved the examination of complete transcripts. 1 read ail tran

scripts five times in order to identify general themes refleeted in particnlar

statements which themselves appeared to report on either positive or nega

tive occupationist aets. In the first reading, 1 just read the text in order to

familiarize myself with the material. In the next reading, 1 identified numer

ous "fine-grained" category nominations; that is, 1 proposed specifie categories
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(and labels for the categories) reOeeting homogeneous groupings of occupa

tionist aets. 1 did not predetermine any particular number of categories for

this fine-grained level. Next, these category nominations l'lere reviewed with a

member of the Occupationism Project, and from these fine-grained categories

of occupationist aets the more general categories l'lere derived by a consensus.

ln subsequent readings (third through firth), 1 identified every statement or

units of discussion that appeared to fit these superordinate categories, placing

them also within the fine-grained categories where warranted. This method

resulted in the identification of a large number of statements or units of text

from each of the participants which l'lere classifiable into the general categories

of occupationist acts. In addition, each statement l'las allowed to be linked to

a maximum of only one category (that is, one superordinate category, and,

if warranted, at most one fine-grained category within the superordinate cat

egory). This served to force raters to select the single best-fitting category

for each statement or text unit. Though the length of the text units l'las not

predetermined, priority l'las given to ensuring that each quotation l'las under

standable as a single unit.

Superordinate-Ievel classification of material proceeded in two steps: first,

a seat'ch for either positive or negative behaviours in generalj second, a classi

fication of material into either work-related or nonwork-related superordinate

categories. By work-related versus nonwork-related, 1 refer to how the re

aetions towards the participants could bil divided into two categories. The

reactions which were shown at the participants' places of employment l'lere

cOllsidered as work-related acts, while those that l'lere shown at parties, clubs,
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or in other social environments were considered as nonwork-rclated aels (sec

Figure 1).

Another member of the Occnpationism Projcet reviewec\ the investigat.or's

assignments of text units to fine-grained categories. Ont of 73 nnits origi

nally c1assified, the second ratel' agreed (independently) with 56 assignmcnts,

for a 77% agreement. The statements or units of text fol' which there was

disagreement across raters were exc1uded from fnrther analysis .
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CHAPTER III

RESULTS AND DISCUSSION

In this chapter, l will report the results of the cla%ifi(;("ttion ot the state

ments from the interviews into general themes (Le., into a classification schema

of both superordinate and fine-grained categories), along with related discus

sion. During the presentation of the results, the positive occupationist acts

will be presented before the negative ones (See Figure 1), and demographic

data for each of the participants will be provided when l introduce them for

the first time. A list of ail the statements of each participant that are reported

in this chapter is provided in Appendix C, along with the demographic data.

Themes

As shown in Figure 1, l identified two general themes and four subthemes

arollnd the behaviours which are classified as occupationist. The two major

themes classified behaviours ac"?rding to their relevance to the work or to the

social environment of the participants, and they delineated the "work-rdated

feedback" and "nonwùrk-related feedback" categories, respectively. These two

general themes were fllrther divided into subthemes in light of the behaviours

which were either positive or negative..The subthemes are as follows: work

related positive feedbackj work-related negative feedbackj nonwork-related ap-

33
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VALENCE OF ACTS

POSITIVE

(APPROACH)

NEGATIVE

(AVOIDANCE)

Figure 1: General classification of occupationist acts towards funeral directors•

WORK

TYPE OF

SE'ITlNG

NONWORK

- Reactions of customers -Reaellons of cuslorncrs

-Reactions of close relatives -Reaclions of close relatives

Approaeh Beha~our Avoidance Behaviour

(No subeategorles) -Physleel Distance

-Jokes

-Stereotypes and mlslnrormo.tion

-Avoldlng dales

-Negative halo la olher
(aroUy members

- Using an oul 01 dale or
a lower prestige Job tltIe

•

proach behaviourj and nonwork-related avoidance behaviour. Exccpt for the

nonwork approach behaviour, al! of the other general thellles had additional

subthemes.

Work-Related Feedback

The reactions, both positive and negative, that the participants reccived

from others becall~e of their occupation or while simply doing their duties were

classified as "work-related feedback." These reactions werc furthcr dilfcrcnti-

ated into two categories: those coming from customcrs and thosc coming from

close relatives.
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Positive Reactions of Customers

When the interviewers asked the participants whether or not they had ever

rcceived any positive reactions simply because of their occupation, almost ail

of the participants gave examples of how the families that they had served

were appreciative of the job they were doing. Except for this, none of the

participants reported other incidents that could be considered as a positive

reaction towards them. For example, Ml'. Q noted that he receives respect

only after the family sees his service; U Any family that 1 serve, their attitude

of me changes. 1 get respeeted afterwards. They may not come in respeeting

me, but when they see the job 1have to do with their family, when 1straighten

out perhaps a small family feud between a son and his youngest sister or

something...I do get respected."Q·t Ml'. Q is an Englisl Canadian. He is 52

years old and married, and operates his own funeral home, which he inherited

from his father.

Ml'. X is a funeral director of a home that belongs to a corporation; he

is 56 years old and divorced. He grew up in a funeral home and learnt his

occupation from his father. Ml'. X perf'lrmed sorne other jobs when he was

young, but he missed the occupation that he inherited from his father. His

mother was French Canadian and his father was an English Canadian. Ml'. X

finds that, in general, people are very respectful when it cornes to death. The

following statements of Ml'. X are consistent with that from Ml'. Q (Q. 1),

namely that people do respect him after they see their service. In a similar

vein, Ml'. Y notes that people thank him at the end of the funeral. Ml'. Y is
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English Canadian, married and t2 years old. Apart from his occupation as

a funeral director, he has a diplorr.a in agriculture. As with Ml'. X, he is a

funeral director of a home that belongs to a corporation. Ml'. Y cornes fl'Dm a

family that operated a funeral home.

Mr. X: When people visit a funf:;ral home, they are very courteons

....People are appreciative....We get letters from families....They ap

preciate any little thing that you do for them pert.aining to the

funeral service. X.l

Mr. Y: They [his customel's] more often than not are very appre

ciative of what we do....They will say thank yon for looking aftCl'

the funeral; most people would say thank you at the end of the

funeral, "Thank you very much for ail yom help."Y.1

Instead of directly emphasizing examples of how the families arc thankful

for her service, Ms. D talks about the satisfaction she derives fl'Dm doing

something good for others. She is 49 years old and married. Hel' mother is

French, and her father is English Canadian. She was a secretary at the same

funeral home before she was promoted to a funeral director.

Ms. D The idea that 1 am helping people...! get a very, very good

satisfaction knowing when a person goes out, they will say thank

you, and it really is a good feeling, you know, "it's not as hard as 1

thought it was going to be," you know, and actually, they'll come

in crying, and they'1I leave and they're not. It's as if l've taken
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a load off their shoulders, and they're at peace with themselves,

which is really a fantastic feeling. D.I

Perhaps the most striking comment in this category cornes from Ms. n.
She is an ethnic Chinese and operates her own funeral home. She is a married

32 year old who was a fashion designer before she established this business.

With regards to the respect she receives from customers, she indicated, "1

think when they need the sel'vice, they pretty much respect you, but besides,

Iike if they do not need it, they do not want to mention or even want to sit

with yoU."O.1

Thus, the participants of this study reported sorne positive occupationist

behaviours from customers, albeit contingent on the quality of the professional

services rendered.

Positive Reactions of Close Relatives

For most of the participants, the reactions of their parents or other close

relatives to their choice of occupation were quite affirmative. Four of the par

ticipants had learnt their occupation through their family. They had grown up

and Iived in the funeral home since an early age. Their decisions to continue

in the traditional job of t.heir family were received very happily. The other

two participants had either positive or negative r{,'l.ctions from their close rela

tives. In reference to pOôitive reactions, Ms. D, whose family members had no

connection with the occupation of funeral director, said, "My husband is very

proud of me, and he'll say, you know, 'guess what she does?,,,D.2 Similarly,
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Ms. n's father, who is not a funeral director, IVikl quite supportive to her;"My

father was...he agreed. In fact, he encour"ged me to do it when he first l\Card

because, he knows that it's a big business."n.2

Negative Reactions of Customers

The participants also reported negative treatment from customers because

of their occupation (at least, they attributed the source of negative actions

to their occupation and not to oth,~r variables). To s~me extent, the negative

reactions from their customers might have been triggered by cnstomer reactions

to the deaths of loved ones. Mr. Qsaid that "when a family member dies, it is

a re'1Jly emotional time, so that a little mistake is no longer a little misl,ake, il,

is a horrendous mistake. You have to be careful how you handle families."Q·2

When Mr. X discussed how picky and carefu\ a funeral director should be, he

stated, "It 's very important before the final decision is made that you don 'l,

overlook or forget something because, if we do forget something, we cannol.

corne back like another types of services."X.2 Mr. Q provided an example of

how a family can often be difficult to please: "The family [might] be orrended

very easily, such as l'm supposed to know that there's two 'Cs in their narne

and not one 't', and when you ask if there's two 't's, then you feel challenged

(laughs)."Q·3 Other examp\es of the negative reactions include the following:

Mr. Q: He will give me bad information to put in the newspaper

notice and when the aunt calls and then says, "Look, l'm very

much alive and you've got me in the newspaper as being dead," you
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know, then he blames me, and says, "Weil, it's not my fault, the

funeral director did it." We become the punching bag, you know,

justifiably, you know, 1should not say justifiably, but 1 understand

thcm, you know, it's easy to blame us for anything that goes wrong,

and sometimes it is our fault, we are not squeaky clean, and 1 mean

we're only human, we will make mistakes....Unfortunately it is not

a small mistake at the time of the funeral, it's a big mistake."Q·4

Mr. Y: On occasion you will ...see a family sort of taking it out on

the funeral director, in other words becoming very aggressive. If we

makc a mistakc, which wc [will somctimcs] do with the newspaper

notice, Ict's say, or we make a mistake in sending a car 10 minutes

too late to pick thcm up for the funeral, sorne people, very seldom

but it does happen, and they really....Sometimes we take a lot of

abuse and it is not really justified for the event that happened.v.2

Ms. D: People come in, they're angry at you and they're bitter and

everything, but you just have to take it, you know, because, you're

the last one that [has] to deal with their loved ones.0 .3

In response to the question about the possible reasons that people may have

a ncgative or less positive feeling about what a funeral director does, Mr. Q

reported: "The biggest one that cornes is that they're being forced into sorne

financial cxpense they did not drcam about."Q·5 Similarly, according te) Mr. Y,

the main reason for the negative behaviours is: "If there is any negativism, it
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is not necessarily because of the occupation, but [because or] the mone)' t.hat

it costs to [have] a funera1."Y.3

According to Ml'. Q, the media helps people t,o be suspicious; "When the

family sits down with us, they are very suspicious, because they have been lis

tening to the T.V. or reading article~ that funeral homes are taking advant.age

of weeping widows."Q·6 When he was talking about the cffeds of t.he media on

the families, Ml'. X shared one of his stories:

Ml'. X: 1remember [in] the 60's when Jessica Milford [sec 1963/1978]

wrote a book called "The I-Iigh Cost of Dying", and there WllS one

particulaI' family that 1sat down with, this lady who came in wît.h

her two sons, it was her husband, their father who had died, and

1 wa.s talking with the lady, making arrangements, and one of t.he

sons had started making very rude l'emarks and just not being very

nice, saying that "funeral directors are a bunch of t.hieves" and so

forth, and 1 just got to a point where 1 said well, 1 am SOITY, 1

have been very respectful to you and 1exped the saille t.hing in re

turn. If you feel this way, 1 wouId rather you go to another funeml

home.X•3 (Artel' the funeral, the son came and apologized to MI'. X

for the rude comments he had said before.)

ln fact, "The High Cost of Dying" was not written by Milford (1963/1978) as

Ml'. X indicated, but by Davidson (cited in Mitford). It appears that funeral

directors are still "haunted" by the ghosts of previous cri tics, though they

might not be perfectly familial' with the ex'lct sources of these criticisms. Pel'-
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haps funeral directors might find it useful to become more knowledgeable with

the sources of criticisms of their occupation in order to anticipate and develop

effective responses to such criticisms.

Funeral directors may rc.~eive sorne aggressive and abusive behaviours from

their customers. However, contrary to many other occupations, they typically

have to tolerate the situation without "Iashing" back. They have to "forgive"

because of the vulnerability of the families. Despite their best efforts of under

standing and care, there will still be negative or less positive reactions towards

funeral directors. As Ms. D put it, "You will get people who a.re Il,,~atisfied

no mat ter how hard you try, you know, people are 100king for mistakes, [and]

f,hey're going to find one."D.4

Negative Reactions of Close Relatives

Since most of the participants inherited their job from their family, most of

them did nof; have any negative reactions from their close relatives. Only a few

of the participants provided examples for this theme. Ml'. Q implied at different

points in the interview that his wife does not like the job very much. He noted

that she "has no involvement in the funeral business, which is contrary to the

norm."Q·7 Ms. D's fath'Jr and one of her children were disturbed by the idea

of dealing with death. Ms. D reported her father's dislike of speaking about

her occupation; "My father will not talk about it, my father is...well, he...you

know, he doesn't like to talk about death."D.5 She described her child's feelings

towards her occupation as: "My children, one of them...she doesn't mind what

1 do, but she doesn't like the idea that 1 deal with actual death or anything
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like that."D.6

Ms. n appeared to have a rathei" dirficult time convincing hcr close l'datives

of the appropriateness of her career decision. Not only did she have to dcal

with occupationist attitudes per se, but also with superstitious belicfs.

Ms. n: My husband's side... they had so much against. me at. first.,

when they heard that wc are going to open a funeral homc, my

mother in law...she l'las very upset and she purposcly gave me a

phone cali and talked with me over the phone t.o t.ry and convince .

me not to do it because of ail the superstitious l'casons, she said

l'le l'lere too young to do this Idnd of business because of spirit.ual

problems....Shesaid that it might affect my family, my childrcn."n.3

Ms. l1's mother l'las more concemed about other people's att.it.ndes towards

her daughter. According to Ms. n, her mothel' "reacted nol. becallse she dis

liked this occupation, what shI) l'las worried about. l'las how other people would

look at me....Not a lot of Chinesc people like doing t.his kind of job."""·

Perhaps "superstition" should be its own fine-grained category. 110wever,

superstitious considerations l'lere reported by only one participant., whose cnl

tural background (Chinese) differed significantly from that of the ot.her par

ticipants. Perhaps superstition-linked occupationism is more common arnong

sorne ethnie groups (e.g., Chinese) than others. In any event., 1 chose t.o not.

create a separate fine-grained cat.egory for superstition.
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Nonwork-Related Feedback

This th~me included readions which the participants had received from

people in any kind of social environment. The positive reactions appeared

more specifically c1assifiable as "approach behaviour" and the negative ones as

"avoidancc behavioul'."

Approach Bchaviour

When the interviewers askcd the participants whethf!r or not they had ever

received any positive behaviours from people that they had never known, or

had only known causally, such as those met at the parties, both Ml'. Q and

Ms. n mentioned instances in which people showed them respect. According

to Ml'. Q, "Funeral directors are being more respected not as undertakers

but as business people."Q·8 For Ms. n, reactions from other people appear

to fall into two categories; the first cornes from Canadians and the second

rrom Chillese people. With Calladialls (uou-ethuie Chinese), "When l tell the

Calladian that l am a funeral director and l operate the funeral home, they

say, 'Oh, it is good.' The first thing they think is you make good money."n.s

Among ethnic Chinese, she reported that she had found funeral directors were

raidy weil respected, but she qualified this, saying that "although the Chinese

people 2.re scat'ed [based on superstition], they know it [the job] requires a lot

of professionalismj not everybody can do it." n.6

Aecording to Ml'. Q, lack of relevant occupational information leads to

disrespectj "We are dealing with unknowns and the public really didn't look
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up to us that much, but il$ people become more knowledgeable and know what

we do in our profession, the respect comes naturally."Q·!I Ms. D would have

concUl'red, and described her standard apprcach to ignorance on the nature of

the occupation: "First, when J'Il tell them [ work in the funeral hollle, they'1l

have this, 'Oh. how can you do something like that'?' sort of attit.ude, but. t.hen

when l'll tell them, they'il say, you lmow, 'Tlmt's challenging' and 1 will say,

'Yes, it is.' "o.;

According to Ms. n, another type ,;f approach rc-.dion (although it "cuts

both ways") was jealousy fol' the stability of her financial st.atus. She reported

that her friends mentioned their financial struggles to her. "They a[ways come

to me," she reported, "saying, 'Oh, 1am having hard time, unlike you, you arc

O.K., 1 am Rure you are O.K.,' things like that, you know. They admire the

kind of work that we do."n.7

Avoidance Behaviour

This theme included negative behaviours which were shown by the people

with whom the participants had no relationship at ail 01' had relativcly less

contact. In order to cluster the participants' statements under this theme,

the investigator made an effort to choose the instances in accordancc with

the typica[ appropriateness (more or [ess using "standard etiquette") of those

examples within a given social content (that is, the behaviours that were shown

at parties, gatherings, meetings, and 50 on).

Unlike the other themes discussed above, there appeared to exist a number

of discrete forms of avoic1ance behaviours. Therefore, 1 prefer to present these
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types of reaetions in separate subcategories.

Physical distanr.e. Ms. n reported the most striking example of physical

distancc-seeking behaviours from others. She explained how far people would

go to show their disapproval:

Ms. n: Most of the Chinese people or most of the Oriental people,

they don't like it [the idea of dealing with the dead people], they

don 't want ta talk about it, they don 't even want ta shake my hand

sometimes....They will maybe turn away, you know, they will not

just tell directly ta you, "Oh, l don't like you", they will not do

that, but they'll just avoid... .If they don't need it [the service of a

funeral director], they just don't want ta mention it or ev~n want

you si t wi th you.n.8

Ml'. Q also mentioned that he had experienced physical distance from oth

ers, especially those times when people escape after malevolent comments.

Ml'. Q: WeIl, [people will say that] you're "nothing but a bunch of

vu!tllres," you know, "only looking after your wallet, nothing more

than tlmt, ha, ha, ha." And they off they go, sort of thing. l mean,

they run cut of the room and l don't have the chance to make a

rebuttal.. ..I mean, he does ail the nasty comments and moves off

into the next room, don't allow you to...you know."Q·lO

Of course, in the example provided by Ml'. Q, the physical distance is sought

following an attack behaviour.
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director is telling jokes about their jobs or about death in general. Ms. D

reported that "You'll always havejokes, no matter what you do, they'lI always

have jokes with me here to a certain point but., no matt.er what you do, you

will get jokes....You "rI' going to get jokes, you go to a parl.y, things happen,

not [that] you want them to happen but things do happen."D.g

Although Ml'. Z was still new in the occupation, and though he had not

(yet) received many strongly negative behaviours, his occupational choice had

served as a spur to jokes. Ml'. Z is a 26 years old, single French Canadian.

He and his unde operate their own funeral home. For him, meeting with a

new person typically induded that person making the joke: "gvery time 1

meet someone 1have never seen befvre, and 1say 1work in a funeral l>ltriOIll',

and orten people, their first l'l'action, they'1I crack a joke most of the j,ime,

they'll tell me a joke."Z.1 He reported some examples of the jokes he received

(The jokes quoted be!ow were tranG!ated from the French, and lIlight havc lusl.

something in the translation. The original French versions of these jokes arc

presented in Appendix C):

Ml'. Z: They'll say, "Do you know what the slogan of funeral par

lours is? One service attracts another" ....There's another one, "Do

you know where funeral parlours fill their hearses wil.h gas? At VI

tramaI''' ....If there is an old person on the corner of the street, they

[his friends] may say, we can aU be a bit mean, you know, they'lI

say, "Hey, you'd better give him your card", stuff Iike that. Z.2
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Even in spi te of his general tendency te see everything through "rose

colollred glasses" in terms of the reactions he received from others, Ml'. X

did admit that he would sometimes meet people who make off-putting jokes:

"Most people are very respectful, but you have the odd person who will make

a joke and so forth."x.4

One possible reason for the large number of jokes or gentle cynicism might

be that they could serve as peoples' way of mastering their suppressed anxieties

rclatcd to death (Becker, 1973). According to Reynolds and Kalish (1974), one

way of distancing oneself from death anxiety is tl.rough humour. The humour

provides a release whenever p'mple face death 01' meet an individual whose

work is related to death or dying. l-lence, as Ms. D (D. 8) mentioned, funeral

directors will most likely continue being the targets of occupationist actions in

the form of cynicism and jokes.

Stereotypes and misinformation. As wit:l jokes, stereotypes were another

commonly reported reaction. The lack of knowledge about this occupation

appears to lead to a lot of negative or restrictive stereotypie images and atti

tudes. For example, Ml'. Qsaid: "When one is brought into this business, most

people think you're going to become an embalmer."Q·ll Similarly, Ml'. Z also

cncountered with people who thought that his job was embalming: "Some

times people, say half of them, will tell a joke, and the others will ask me right

away, seriously, 'Do you embalm them?'....Sometimes people say, 'ls it you who

plays with them?' 01' they ask, 'What do you do, do you touch them?,,,Z.3

Ml'. X reported a common stereotype about funeral directors: "Sometimes
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people have their certain image of a fUIIeral director, so they arl' slll'prised

when they meet [me], because 1 am a very happy person, 1 smile a lot" and

sometimes people say, '[Ml'. Xl, you are a funeral director, 1thought you people

are very sad and very depressing-looking, and very negative. "'x.• According

to Ml'. Q, the media help people to form these kinds of images:

Ml'. Q: They [people] come in with the idea 1 l'caliy like to gel.

off the dollar, because they relate Ils as being vultures, looking fol'

the last dollar they may 1~1\ve. 1 know where this is coming from,

because l'le do get a lot of bad publicity that comes from T.V.,

movies, and one thing and another.... [People will say] you are a

bunch of bastards, you cost me over $ 12,000 to bury my old lady,

you know. Q.12

In another example, in r'~3ponse to a family who did not take his advice on

not going to court fol' their family mattcrs, Ml'. Q said, "They have to find

out themselves, 1 mean, who am 17 Pm just the undertaker, what do 1 lmow'{

(laughs). The only thing they didn't know is l've been there before [that is,

he had seen similar examples before]."Q·13 It turned out that Ml'. Q l'las right.

on his advice.

Both Ml'. X and Ms. D mentioned that they had been asked by some people,

"How can you do it?,,,X.6 or "How can you touch a [dead] person'l"D.D When

the interviewers asked to Ms. D if she had ever had positivc rcactions towards

her occupation, she responded, "Not really. No, 1 have ncvcr had that. No,

1 find that everybody... it's a job wherc they will say, 1 guess, that somebody
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has to do it, [that] sort of thing, that is about the comment that at least that

they will say to me." D.lO

Ms. fl reported another kind of misinterpretation of the occupation: "What

they [people] think is that funeral directors, they are low class people, they

have nothing to do, they could not get a job, they could not get into any other

business,... that's why they started this business, and 1 think it's not fair." 0 .9

On the other hand, Ms. fl tapped into the issue which may be an important

cause for many of the negative attitudes against this occupation, reporting

that "the Oriental people scare a little bit because they think that we touch

a lot of deads, we contact a lot of spirits because of the dead person."0 •IO

Ms. fl also mentioned lack of trust sorne people have in funeral directors; "We

are not here to cheat people, but often they think once somebody died, who's

going to check what you put into the casket, because sometimes they put [in]

jewellery.Il 0.11

Avoiding dates. Another type of avoidance behaviour reported by the fu

lieraI directors was sorne reluctance on the part of oth,:ts to go out on dates

with them:

Mr. Q: Sometimes it was hard getting a date when they knew

what your occupation was....My own wife told her mother that she

wouId never marry anybody in the funeral business because she

had a cousin who was in the funeral business and unfortunately,

the poor guy looked like death warmed up. Q.14
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This example triggers the question of whether or not cultural norms respecting

courtship rituals may include warrants for occupationist actions.

Negative halo to other family members. Becoming a funem\ di l'cetOl' has

an impact on the entire family. The impact may be either advantageous or

disadvantageous to family members. Despite the relatively few number of

examples derived From this investigation, it seems that membel's of the family

of a funeral director may also receive unpleasant l'eactions From othel's (see

Bowman, 1959).

MI'. Q shared his early childhood experiences (his father had also beeu a

funeral director): "When 1 was young, 1 was always intl'Odur.ed, not. by my

name, but as the 'undertaker's son'. 1never had a name and... (laughing) t.ill

1got older 1 was always the undertaker's son."Q·15 MI'. Q's own daughter Imd

also encountered sorne of the negative attitudes towards the occupation: "1

have one child, a daughter, and before she was even conceived, my wife told

me that no matter if we have any children, they're not going to be in the

funeral business."Q·16

MI'. Q's childhood experiences are similar to those which Bowman (195!))

reported. The negative occupationist actions towards family members, espe

cially those towards children, might conceivably lead to any of a number of

negative outcomes, such as a loss of self-esteem. The study of the effects of

prejudice on the self-esteem of children has, of course, been an active area in

psychology for sorne time (see Aboud, 1988; Dodge & Feldman, 1990); perhaps

findings From this large literature might be extended to the study of the elfects
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of occupationisrn on children.

Using an out of date or a lower prestige job title. A final type of negative

rcaction that one of the participants rnentioned was the usage of an out of date

and perhaps disparaging job title. For exarnple, an historically earlier job title

for the work today perforrned by funeral directors was "undertaker." While

Mr. Qadrnitted that he was sornetirnes called an undertaker, he suggested that:

"We do get called undertakers but really and truly, a narne 1 like to be called

is a funeral cOllnsellor, because people come to us with a thousand problerns

and we have to take thern one by one and straighten thern out for thern."Q·17

It appears that Mr. Q was not pleased with his occupation's title. He would

prefer to be called funeral counsellor, which rnight sound more prestigious for

sorne people. It is likely that sorne people might weil try to build up their

job prc~tige by using more prestigious sounding job titles. This issue might be

exarnined further in future studies.

Resulting Feelings or Behaviours

Negative behavicurs, such as those described above, might weil annoy fu

ueral directors. The participants of this study expressed this annoyance rather

cloquently. They reported various strategies for coping with the avoidance

behaviours in general and jokes in particular.

Reynolds and Kalish (1974) indicated that outside social relationships can

provide sorne problerns for professionals, such as funeral directors, morgue

attendants,deputy coroners, and 50 on. According to Reynolds and Kalish,
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funeral directors sometimes hesitate 1.0 disclose the specifie natlll'e of t.l\l'ir

workj they are prepared for the cornmon l'eactions of revulsion and teasing

when they reveal their occupation 1.0 others. In a similar vein, both Ml'. Qand

Ml'. y preferred not to declare their occupations in public because, as Ml'. Q

reported, such disclosures might lead 1.0 unpleasantness:

Ml'. Q: Anyone who knows me as beiug in the funeml business, they

have exhausted their jokes on me and everything else, but tltat is

behind us and we are going to enjoy ourselves that evening....But

if the word does get out, 1 spent a lot of the part of the de

fending my profession....It's important 1.0 me that people Ululer

stand...important to me that people don't make these, shall wc

say, brash statements, and lead other people 1.0 fecl that il. is the

truth, you know. Q.18

Ml'. X described his displeasure with jokes: ".Iokes... it. doesn't make me feel

bad but, ... there is something in bad taste....I will not tolemte people rnaking

jokes."X.7 ln the course of his discussion of Itis attitudes towards jokes, he

reported that usually he would discourage the individual from continuing the

unwanted behaviour by accepting his/her "offense" calmly.

Ml'. X: 1 try to say, why is this individual saying this, is il. just

to attract attention, or is he trying 1.0 be funny, sometimes they

try 1.0 be funny, so 1 just don't let him gel. 1.0 me....If there is an

individual who makes a joke, 1 will listen, smile, but will not join

in and make fun. So, more or less, it discourages the personj he'lI
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just make a joke, 'weil, a business is dead' and l'Il just smile, and

let, it go at that. X•8

However, Ml'. Y said that jokes did not bother himj "As long as they're

made in the right place and if they are standard jokes and fairly good"Y.4

He found that most of the jokes were reasonable. Apart from jokes, Ml'. Y

reported his feelings when he receives a negative feedback from his customers:

"Sometimes 1 get angry, particularly if it is something that we didn 't do or

was not our fault."Y.5

Ms. fi said that she had been "really" discriminated against by sorne people.

"The younger generation...like me, l mean because it is a very interesting

occupation, but with the old folk, they really ," 'criminate [against] me, but

l do not mind."0.12 She reported that before she had started her r~reer in

the funeral business, she was weil aware of the fact that sorne people would

have disdained her because of the occupation. Despite of this realization, she

indicated that "When l first started, l felt a little angry, althollgh l expected

that.. .. I didn't expect to that much[Le., to feel that angry] ...but, now l am

fine." 0.13

The reslliting feelings or behaviours of the participants of this study sug

gested that funeral directors may attempt to suppress their anger towards a

wider community that fails to appreciate the nature of their work. According

to Reynolds and Kalish (1974), the suppressed feelings affect funeral directors'

work performance, their self-concepts, and their self-esteem. In a study con

dllcted by Schell and Zinger (1985), results indicated that the Canadian funeral
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directors were only a moderately satisfied and job-coI111l1il.ted group. Init.ially.

the participants' preferences for the occnpation of fUlleml dircctOl' were mod

erately low, leading to perceived low pl'Oductivity. Thc rcsnlt5 of Schell and

Zinger's st.udy spur the question: could one of the rcasolls fol' the low prefer

ences in the choice of this occupation (Le., 10IV occupational int.erest5 in t.he

general population) be endemic, negative occupationist aet.s towards funeml

directors?
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CONCLUSIONS AND DIR8CTIONS FOR FUTURE RESEARCH

Overview

ln this investigation, 1 described self-reports by funeral directors of par

ticular types of behaviours directed towards them by others. Specifical1y, 1

examined self-reports of occupationist behavioUl's, of which the participants

reported ample instances. Several specific types of occupationist behaviours

wel'e identified, including jokes, stereotypic images and attitudes, avoiding

dates, physical distance, and evaluations of financial status.

Occupationism Exists

The instances reported by the participants of this study suggest that there

are several types of occupationist behaviours which might be directed to funeral

direetors. Hence, 1 concluded that "occupationism exists." The participants

gave examples of both positive and negative occupationist reactions. How

ever, this study cannot determine the extensiveness of these occupationist acts

among different populations (i.e., funeral directors outside the sample of this

study 01' any member~ of occupations other than funeral directors).

55
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Occupationism Has Consequences

Krumboltz (1991, 1\)92) suggested that occupationislll is just as harmful liS

any kind of prejudiced behaviolll'. On the other haml, Carson (I!HJ2) proposee!

that occupationist behaviolll's can be potentially either hclpful 01' harmful to

another individual's interests (consequentiality). The participants in this st.udy

reported several instances which appear to be consistent wit.h what I\l'Il1nbolt.",

and Carson proposed, that is, occupationist behaviours can have Imrmful con

sequences. One of the instances provided by the participants was an urge

to defend one's occupation against unpleasant and pel'lutps incorrect rum01ll's

about funeral directors (Q. 17). Another one was suppressed angCl' towards

the community that failed to appreciate the work of funeml director (Y. [ii

n. 13). Still another one was an objection to inappropriate stereotypie images

of this occupation (n. 9). A final example was a desire fol' a job tiLle that.

might sound more prestigious to some people (Q. 17). Therefore, 1 conclude

that occupationist behavioUl's may lead to undesirable consequences fOI' the

alfected individuals.

Implications for Theories of Occupationism

As they are consistent with both extant conccptualizations of occupation

ism (Carson, 1992i Krumboltz, 1991, 1992), the results of this study confirmed

that occupat.ionism exists. The participants' experiences (Q. 8; Q. 9; Q. 13;

Q. 14; X. 5; Y. 3i n. 1; n. 4; n. 5; n. 8i n. 9 n. 12) were consistent with

Krumboltz's definition of the construct, "occupationism consists of judgments
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made abolit the charactcristics and worth of individuals based on their pa~t,

presellt, or future (ccupations" (1992; p. 512).

The examples of Ml'. Q, Ms. D and Ms. n (Q. 9; D. 10; n. 1; n. 9) appeared

t.o sllpport. Carson's (1992) definition of occupationism as "consequential acts

of occupational discrimination on the basis of prestige" (p. 493). According tl)

Carson, consequentiality entails that an aet must be potentially either help

fui or harrnful to another individual's interests. However, in this study, the

participants reported only harrnful instances.

!.mplic.Üions for r,areer Development and Other Theories

The results of this study suggest implications for theories of carcel' develop

ment, stereotyping and prejudice, and death anxiety. These implications will

be discussed in tUl'll.

Implications for Carcel' Development Theories

A:though 1 did not provide a review of major theories of carcel' develop

ment in the literature review, the results appeared to have implications for

some of these theories. 1 will focus my discussion on the implications of this

study for two theories in particular: Mitchell and Krumboltz's (1990) Social

Leal'lling Theory of Carcel' Decision Making (SLTCDM), anù Super's (1990)

developmental theory.

Some of the participants reported (Q. 6; Q. 10; X. 3; X. 5) that people

have learnt 50me images about funeral directors in their social environments

and have developed stereotypic attitudes (e.g., funeral directors are depressing-
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looking, or they are bunch of vl!ltures). According 1.0 SI:rCDM, genet.ic 1'1'('

disposition, env!l'onmental conditions and events, learning ('xperiences, and

cognitive, emotional, and performance responses and skills play a parI. in ail

carcel' decision-making. Therefore, an exposition of identified occupationist he

haviours in this study, such as stereotypes, jokes, physical distance, avoiding

dates, and consequences of these reactions might he seen as potential "asso

ciative learning experiences" fol' an individual, having a dissuasive impact on

career decision-making processes.

As 1 discussed above, occupationist behaviours have consequences. It al'

pears that both forms of occupationist behaviours may affect. individuals'

conceptions of themselves. In Super's (1990) developmental theory of careC!'

decision-making, self-concept is an important factor in decision-miLking 1'1'0

cesses. According 1.0 Super, psychological and social/economic factors combine

in the development of the self. During this process, occupal.ionist acts (pos

itive and negative) might conceivably l'laya l'Ole in the developmcnt of the

self-concept, as weil as of interests in some occupations and il lack of imt.•.:st

in others.

Implications for Other Theories

Implications of stereotyoes. In order to maintain simplicity in perccp

tion and thinking, the human mind functions with the aid of categorization

(Allport, 1954/1979). However, stereotypes and generalizations can also rc

strict our awarer.ess of others. BruneI' (1956) proposed that the primary basis

for categorizaticn is perceived similarity-dissimilarity. 1 have found evidcnce
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for the effeets of such occupational stereotypes in participants' reports. Ml'. X

and Ml'. Q had shared similar experienccs (X. 5), in that they reported that

othel's, upon meeting them, were very surprised because they did not confirm

to preconccptions and stereotypes.

Implications for a theory of death allxiety. Becker (1973) suggested that

human beings arc lit~rally split in two: they have an awareness of their own

uniqueness in that they stick out of nature with a towering majesty, and yet

they go back into the ground a few feet in order to rot and disappear forever.

According to Becker, it is a terrifying dilemma to be in and to have to live

with. Reynolds and Kalish (1974) proposed that one way of distancing one

self from the anxiety of thinking about death is through humour. Indeed, l

found evidence in Ms. !Vs experiences (n. 9) of how death anxiety could pro

voke avoidancc behaviours, such as humour, gentle cynicism, physical distance,

curiosity, ""vulsion, and so on.

Research Methodology

Qualitativ~ Methods in Career Psychology

Several authors (Borgen & Amundson, 1990; Cochran, 1990; Goldman,

1976; Mahrer, 1988; McCracken, 1988j Polkinghorne, 1991; Young & Frieslll,

1990) have identified sorne limitations to "traditional," "mainstream," quanti

tative investigations in the social sciences (with sorne of the authors focusing

on the case of career psychology in particular). Advocates of methodological

diversity contend that career psychology should add qualitative methods to its
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present repertoire of quantitatively baseu methods. The prilllary reason given

for the need for diversity is that there are questions about hUlllan el'perience

and action whose answers relT'.ain inaccessible to traditionalmcthods. In other

words, supporters of methodological divel'sity suggest that the traditional ap

proaches provide an incomplete account of human el'periencc. Qualitat.ive dat.a

gives us the opportunity to "step into the mimi" of anot.her person, to sec and

experience the world as they do themselves. The above-mentioned authors

proposed that without qualitative understanding, our vision of social scientific

data would be "monocular" when it couId be "binocular"j t.he qualit.at,ive ap

proach might help us to "situate" the numbers (obt.ained thl'Ough quant.itative

research) in their fuller social and cultural contel't.

As this study was the first effort to collect data on occupationisll1, and

as the "types" of occupationist actions had not heretofore bcen specifhl, the

qualitative approach (the long interview) seemed the most compelling met,hod

for the descript.ive pmpose (i.e., t.o gain access t.o j,he dirferenl, t.ypes of occupa

tionist aets) of this inquiry. In order to study occupat.ionism at this stage, to

paraphrase McCracken (1988), it was more important to mine the charaeter

istics of occupationist experiences than to discover how many, and what. kinds

of, people share these experiences.

Limitations of the Study and Directions for Research

One might argue that nontraditional (qualitative) methods have several

pitfalls. One major faHing of these methor1s is the reporting of studies based

on small sample sizesj it may be difficult to generalize such results to larger
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populations. Indeed, the number of participants in this study was, in alllikeli

hood, insulficient to identify ail forms of occupationist actions towards funeral

directors. Although the number of the participants induded in the study is in

line with qualitative studies of this sort (sec McCracken, hi88), 1make no daim

to having di~covered ail "specie~' If occupationism. However, the extent 1.0

which the rcsults "extend" to ci. the genera\ or specific (e.g., specific ethnic

groups) cannot be determined frOl ,his study, both for l'casons of the sample's

size and demographic Iimitatio For example, different ethnic groups may

react dirrerently towards funeral direetors. Thus, in future research, il. seems

prudent to sampie sulficiently from different ethnic groups.

Additionally, this study makes attempts neither 1.0 determine levels of

ext.ensiveness of occupationist results among any population, nor 1.0 compare

t.he relative magnit.ude (in terms of perceived impact) of occupationist aets

compared to ot.her forms of social discrimination (e.g., sexism, racism). Il.

wuuld be useful tu couduct bot.h forllls of research. How COlllIllOIl are dilferent

t.ypes of occupat.ionist reactions both within and ac.ross occupations? What is

the relat.ive (subjective) magnit.ude of different forms of social discrimination?

These issues are thorny ones and might lead 1.0 situations in which "advo

cates" of the theoretical importance of Slome forms of discrimination (e.g.,

racism) might argue t.hat their forms of discrimination are more "important"

and wort.hy of research attention than are others (e.g., occupationism).
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Implications fol' Carcel' Interventiol's and Training

Work with Ctll'rent and Prospective Funeml Directors

The results of this study have implications fol' hclping professionais whose

practice includes carcel' interventions (Spokane, 1991). First, t.he l'esnlts sng

gest that there are several types of negat.ive occupationist acts which mighl,

be directed towards funeral directors. The client's awareness of t.he likelihood

for being a target fol' such occupationist behavioUl's, if he/she were 1.0 choose

that occupation, might weil lead to an altel'llate carcel' choice. Therdore,

sorne familiarity with typical occupr.tionist acts may help practitioners to de

tect whether or not exposure to, or knowledge, of such ads Inight I.rigger a

reluctance to consider embarking on a carcel' as a funeral diredor.

Familiarity with the nature of occupationist reactions towards fnneral di-

rectors may assist the practitioner in designing unique carcel' intervenf.iolo

strategies for individuals already in that occupation. Fol' exalllple, in such

a carcel' intervention, priority might be given to disclosure of the consequences

of occupationist reactions (i.e., those feelings or behaviours resulting from the

experience of occupationist acts). Following this "ventilation" pl'Ocess, severai

coping strategies might be suggested or taught. Possibly, role-playing t.ech-

niques might be used to test the appropriateness of these st.rategies. In a

similar vein, this kind of intervention may be used fol' individuals considering

a carcel' as funeral director, along the lines of a "realistic job preview."
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Counsellor Training

An understanding of clients in the context of the social settings in which

they live can add to the value of the services counsellors provide. Therefore,

the long interview method as used in this study may be advantageous in the

training of novice counsellors. It could provide an opportunity for emerging

practitioners to experience occupational information first-hand rather than

through the abstractions of printed reference materials. This method couId also

hclp neophyte counsellors to practiee building therapeutic rapport, obtaining

information, to use prompts and probes, and so on.

Conclusion

The data collected in this investigation were inconsistent with the hypoth

esis that "oœupationism does not exist." Using a qualitative method (the long

interview), anumber of occupationist aets (both positive and negative) which

had been directed towards funeral directors were identified. The results pro

vide additional evidence suggesting that there may exist sorne differences in

the types of occupationist behaviours generated by members of different ethnic

groups (and possibly in how such aets are interpreted, that is, the phenomeno

logical experience of occupationism). However, the nature of the method used

in this study does not permit interpretations of the extensiveness of the vari

ables studied across populations. It is also suggested that future investigations

examine this and other issues related to the extensiveness of occupationist aets.
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Consent Form: Job Perception Study A

We/come to the Job Perception Study! You will be asked to participate in a
brief interview, centering on others' reactions to your choice of occupation
and your experience of these reactions. If it is an individual interview, it
wililast approximately 25 minutes, while group interviews may run
somewhat longer, up to 45 minutes. In either case, you are free to end at
any time. Your participation is voluntary and will not influence your
standing with your employer or any other organization.

Confidentiality of Results: We will keep the results of this study as
confidential and anonymous as possible. In the reporting of your actual
statements during the interviews, we will disguise any identifying
information so as to protect your anonymity. You may obtain a report of
the results of this study by contacting the investigator, Professor Andrew
Carson, about one year from now (cali [514] 398-4240).

Thank you, and if you have any questions, feel free to ask. If you agree to
participate in this study, please sign and date in the spaces provided
below. You will be offered a copy ,)f this consent form to keep.

•
Signature Date
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FORMULAIRE DE CONSEN1BlENT:
RECHEacHE SUR LA DlSCRlIlINAT10N OCCUPAT10NNELLE

Bienvenue à notre étude poItIInt sur la dlscrini1atloll ocaJpatJonnelle. VOUS IIV8Z été
invités pour une bnlw entrevue de gtOUl» regrouptltrt chf ptOfessiomels de votnJ
champs d'ocaJlJIIfion. Nous désiIons étudier lesréllctlons que VOUSI8CiIV8Zdesgens
en fonction de votl8 ptOfesslon.

cette '.IlCOII". d'une durée de 45 minutes vous rlome entière liberté de qu/ttflr à
n'tr!porfB quel moment, 51 vous le jugez à propos, et cecl !MS COfI~
négBIlv,>, pour VOUS, faCII à votI8 employeur ou tout lII.Ifr8 organlsmB.

CONFlDENT1AUŒ DES RESULTATS

lM résultats seront traitBs, analysés et col1S8lVés atn d'Iv". tout lICCrOC à la
contIdetrtia/ité et de ptéselver rlJlJOllYl'lllll des participtUlts. T0uf8 InlDrmlJtJon qui
serait susœptble de vous identifier sera masquée prélltablement à la publlcatlon de
la fIésente recherr:lre.

Une copie des résu1fJltJ sera mise à votr8 disposition BII WXIS lIdresant l1li

responsable de cette rBdrerche: Andnwt c.non, Ph.D., {514} 39B-f2rf0. CetID
documentation devrait êfre disporJiHe d'Ici septembre 1993.

JWr:I BIICOI8 uœ lois de votJ8 aimable collaboratJon à la présente ,eclJen:lte et
Il'hésIIaz pas à œmmulliquer avec nous affr! que nous puissions répondre à route
qUflltlon supplémeJJtalre de votJ8 part.

Vu" II'J.vous.pIaiIIIIlJO- votJ8 signature et lnscri1J la dale ilia endnJltJJ pté'l'll8
à c8t efIIt si VOCI8 acceptez toujours de patflciper à ta recherche.

•
SIGNATURE DATE
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APPENDIX B

QucstioI1~ A5ked During Interviews

III cvcry interview, the participants were asked the following questions, usu

a.l\y in t.he ortier ouLlined below. Some participants spontaneously anticipated

snbsequent. questions; \Vhen this occurred, the interviewer advanced 1.0 that

qnestion, rct.uming to the original order afterward (a separate list of ques

t.ions in Frcnch [not. reproduced here 1was constructed by a bilingual Project

lIlelll ber.)

1. Ider,tification of demographic information including, age, sex, eth

nicity, marital status, education, and ip.~ome.

2. Could you please describe \Vhat you do in your job, what SOl·ts of

adivit.ies il. involves?

:1. Think ahout. others' readions 1.0 your occupation, h<'w others act

t.ow,U'Cls you because of YoUl' occupation. For example, when people

fi l'st. leam what you do, how do they .' ~spond?

4. Hall' have Yolll' parent.s reacted 1.0 YOUl' choice of occupation, 1.0

what. you do fol' a living?

5. How have other falllily members, including your spouse (if appli

cable), respondecl t.o yom choice of occupation? (The interviewer

75
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would have determined participant's marital status alre'ady, and

wouId tailor the question appropriatc!y.)

6. 1-1ow do others reaet or t.reat you because of YoUl' occupatiou'!

7. 1s il. ever justifiable 1.0 treat people dilfercntly simply because of

their occupation? If so, why?

8. What does it mean to say t.hat oue job h",; more pre-stige than

another?

7li
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APPENDIX C

List of the Quot-.tions

ln this appendix, ail statements cited in Chapter III are presented, sepa

mtcly for each participant (Ml'. Q, Ml'. X, Ml'. Y, Ml'. Z, Ms. D, and Ms. !1).

List of Ml'. Q's statements

Ml'. Q is an I~nglish Canadian. He is 52 years old and married, and he

opcmtes his own funeral home, inherited from his father.

Q.I: Any family l.hat 1 serve, their attitude of me changes. 1 get re·

sppdf'r1 aft.prwarrls. Tllf'Y may not. comf' in rf'spf'ding me, hut. when

t.hcy sec the job 1 have to do with their fam!ly, when 1 straighten

ont. perhaps a small family feud between a son and his youngest

sister or something.. .I do get respeded (p. 35).

Q.2: wh"11 a family membcr dies, it is a really emotional time, so that

a liLt.le mist.ake is 110 longpr a IitUe mistake, it is a horrendous

mist.ake. You have to be cm'eful how you handle families (p. 38).

Q.:\: The fami\y [might.] be ofrended very easily, sueh as l'm supp0sed

t.o know thal. there's two 't. 's in their name and not one 't', and

Ti
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when you ash. ii there's two 't's, then you fecl dmllengcd (Iaughs)

(p. 38).

QA: He will give me bad information ta put in the newspaper not.ice and

when the aunt calls and then says, "Look, l'Ill very Illnch ,dive and

you've got me in the newspaper' as being dcad," yon know, I,hcn he

blames me, and says, "Weil, it's not my fault" the fnneral dirce\.or

did it." Wc become the punching bag, you know, just.iliably, Y0l'

know, 1 should not say jusiifiably, but 1 underst.and thelll, Y"II

know, it's easy ta blame us for anything t,hat gocs Wl'OlIg, and

sometimes it is our fault, wc arc not squeaky c1ean, and 1 mean

we're only human, wc will make misl,akes .... !Jnforl,nnat.dy il, is nol.

a smaH mi,take at the time of the funeral, it's a big misl,ake. (p. :I!)).

Q.5: The biggest one that cames is that they're beillg forccd int.o sonle

financial expense they did not dream abOlit (p. :I!)).

Q.6: When the family sits down wit.h us, t.hey arc very sllspiciollS, "e

cause they have been list.ening to t.he '1'. V. 01' reading m'l.icles t.hat.

funeral homes arc taking advantage of weepillg wiclows (p. 'lU).

Q.7: has no involvement in the funeral business, which is cont.rary t.o

the nanTI (p. 41).

Q.8: Funeral direct.ors arc being more respect.ed not. as IInclert.a.kers "lit.

e~ business people (p. '1:3) .
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Q.!J: Wc are dealing with unknowns and the public really didn'tlook up

ta liS that much, but as people become more knowledgeable and

know what we do in our profession, the respect cames naturally

(p. ~~).

Q.JO: Well, [people will say that] you're "nothing but a bunch of vul

turcs", you know, "only looking al'ter your wallet, nothing more

than that, ha, ha, ha." And t.hey off they go, sort of thing. 1 mean,

they l'lill out of the l'Dom and 1 don't have the chance ta make a

J·ebllttal. ... 1 mean, he does all the nasty comments and moves off

into the next 1'00111, don't allow you to...you know. (p. 45)

Q.ll: When one is bI'Dught into this business, most people think you're

going t,a become an embalmer (p. 47).

Q.12: They [people] come in with the idea 1 really like ta get off the

dollar, becallse they rclate us as being vultures, looking fŒ' the last

dollar they Illay have. 1 know where this is coming l'rom, because

we do gel a lot of bad publicity that come. l'rom T.V., movies,

and one t.hing and anot.her.... [People will say] you arc a bunch of

bast.ards, YOIl cast. me over $ 12,000 ta bury myold lady, you know.

(p..18).

Q.la: They have ta find outthemsclves, 1 mean, who amI? !.:.m just the

IIndert.aker, what. do 1 know? (laughs). The only thing they didn't.

kno\\' is l've been the!'e before [that is, he had seen similar examples

79
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bèfore] (p. 48).

Q.l'l: Sometimes it was hard getting a date when they knew whal, yom

occupation was....my own wife told her mother that she wou Id never

marry anybody in the funeral business because she IHld a cousin

who was in the funeral business and uufortuna.t.c1y, the 1'001' guy

looked like death warmed up (p. 49).

Q.15: When 1 was YOUlig, 1 was always iutroduccd, not hy illY nallle, huI.

as the 'undertaker's son'. 1 never had a uallle and... (laughing) till

1 got older 1 was al ways the undertakel"s son (1'.50).

Q.16: 1 have one child, a daughter, and before she wa.~ even ('(lliceived,

my wife told me that no matter if wc have any children, they're

not going to be in the funeral business (1'.50).

Q.I7: We do get called undcrtakcrs bul, l'caliy and trnly, iL nil.llle 1 like

to be called is a funeral counseIlOl', becausc people conle 1.0 ns \Vith

a thousand problems and wc have 1.0 take thelll one by 011<. and

straighten them out for them (p. 51).

Q.l3: Anyone who knows me a~ being in the funera~ i>tlsiness, they haVI!

exhausted their jokes on me and everything dse, but that is behind

us and wc are going to enjoy oursdves thilt ev·.'ning.... But if th"

word does gel. out, 1spent a lot of the part of the def"ndin/\ illY pro

fession ... .lt's important ta mc that people lInderstand ... illlporl.iult

so
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1.0 ni" I.hal. people don '1. make these, shall \'le say, brash statements,

and lead other people 1.0 fec! that it is the truth, you know. (p. 52)

List of Mr. X's statements

MI". X is a dil"ect.or of a funeral home that belongs to a large corporation.

Ile grew np in a funeral home and, like Mr. Q, learnt his occupation from his

fat.h"l". He did some other johs when he wa.~ young, but he missed the Funeral

wOl"k, t.o which he subsequentJy I"eturned. His mother was French Canadian

and his fal,hel" was an English Canadian. Mr. X is 56 years old and divorced.

X.l: When people visit a funeral home, they are very courteous ....People

arc appreciat.ive.... We gel. letters from families ....They appreciate

any Jiule thing t.hat. you do for them pertaining 1.0 the funeral ser

vice (p. :16).

X.2: lt.'s very impol·tant. bdore the final decision is made that you don't.

overlook 01" forgct somet.hing because, if we do forget something,

IVe cannot. t'Ome back like anothel' types of services (p. 38).

X.:î: In'nlembel" [in] the 60's when Jessica Mitford [see 1963/1978] wrote

a book called "The lIig,h Cost. of Dying", and t.here was one par

t.inilar family that 1 sat. down with, this lady who came in with

her I.wo sons, it was her husband, their father who had died, and

1 was t.alking with the lady, making arrangements, and one of the

sons had start.ed making very rude remarks and just not being very
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nice, saying that "funeral directors arc a bunch of t.hieV<'s" and so

forth, and 1just, got ta a point. where 1said 11'<'11, 1alll sor l'y, 1have

been very respectful t.o .l'ou and 1exp<'ct t.he san\(' t.hing in r""nl"ll.

If .l'ou feel this way, 1would rat.her yon go t.o anol.her funeral hOIll"

(p. 40).

XA: Most people arc very respectful, but .l'ou have I.he ()(Id person who

willmake a ;':>1«' and sa fort.h (p. '17).

X.5: Sometime3 people have their celtain image of a fllneral din·ctor,

sa they arc Jurprised when t.hey meet. [me], because 1 a111 a very

happy persan, 1 smile a 101., and SOnletillles pe,Jple say, '[l'viI'. XI,

.l'ou arc a funeml director, 1 t.hought. .1'011 people a1'e very sad and

very depressing.\ooking, and very negat.ive' (p. '18).

X.6: How can .l'ou do if! (p. ,)8)

X.7: Jokes... it doesn't make me fecl bad blll., ... t.here is sOIllet.hill/!; in bad

taste... .I will not t.oleral.e people makin/!; jokes (p. !i2).

X.8: [ try ta say, why is t.his individual sayin/!; t.his, is it. jllsl. t.u al.l.ract

attention, or is he trying 1.0 be fllnny, sonldillleS t.hey I.ry 1.0 he

funny, so 1just don't IcI. him gel. 1.0 lIle.... if t.here is iUI individllal

who makes a joke, 1 williisten, smile, bnt. ,,'ill not. join in and IIlalw

flln. Sa, morc or less, it discollrages t.he person; h,,'11 jllst. IIlidw a,

joke, 'weil, a business is dead' alld l'II jn,·1 ,mile, and Id it. /!;o at.

that (p..53) .

\J,),,-
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List of Mr. Y's statements

Mr. Y is English Canadian, married and 52 years old. Apart from his

occnpation as a fnneral director, he has a diploma in agriculture. He is a

fnnera.! director of a home that belongs to a corporation. Mr. Y cornes from a

family I.hal. operated a funeral home.

Y.I: They [his cnstomers] more often thall not arc very appreciative of

what. wc do....They will say thank you for looking after the funeral;

most. people wonld say t.hank you at the end of the funeral, "Thank

yon very lI1uch for ail your help." (p. 36).

y,}. On occasion you wil!...see a family sort of taking it out on the

fnneral dircet.or, in ot.her words becoming very aggressive. If wc

make il. mist.akc. which wc [will sometimcs] do with the newspaper

notice, let.'s say, or wc makc a mistake in sending a car 10 minutes

t.oo lal.e t.o pick t.hem up for t.he funeral, sorne people, very seldom

hnt. it. does Il1\.ppen, and they really....Somet.imes wc t.ake a lot of

abnse and it. is Ilot really just.ified for the event that happened

(p. :l!l).

Y.:I: If I.h"r(· is any negat.ivism, it is not necessarily because of the occu

pation, but [I)('caus" of] the money that. il. cosl.s to [have] a funeral

(p. ·10).

Y..t: As long as th"y'r" mad" in the right place and if they arc standard

jokes and faidy good (p. 53) .
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'1'.5: Sometimes 1get angry, particularly ifil. is som"thill/\ that 11',' didll't

do or \Vas not our falllt. (p. 53).

List of Ml'. Z's sta.t."nll'nts

Ml'. Z is 26 years old, single, and French Canadian. II<, ami his IIl1d,'

operate their o\Vn fune, • home.

Z.l: Every time 1 meet ..v,neone 1 have never seen bdor", ami 1 say 1

\Vork in a funeral parlom, alld often people, their fi"st readion,

they'lI crack a joke rnost of the time, they'lI tell Ille a jo1.:e (p. ,I(i).

Z.2: They'1I say, "Do you know what the slogall of fUlleral parlollrs is'!

One service attracts allother" ....There's allol.her Olle, "!Jo YOII kllow

\Vhere funeral parlours fill their hearses \Vith gIU;'{ At 1lItra.lllar" .... If

there is ail olel persan 011 the cOl'ller of the street, I.i)('y [his frielldsj

may say, wc can ail be a bit me"n, YOIl kIlOW, tlley'lI say, "11"y,

you'd better give him yom <:al'<l", sturC like that (p. 'Ifi).

Il vont dire, "Sais-tu c'esl, qnoi le devise des salolls fllll,''''aires, '".

service en attire Ull autre." .... II y Cil a 1111 autre aussi, ··Sa.is-tu 011

est-ce que les salolls flllléraires l'emplissellt l'OIII's corbillards de gaû

Chez Ultramar" .... Bon il y Il nlle perSOIlI)(, i'g"'e Slll' Je !J,ml d" la

rue, t'sais ils vont dire, t'sais 011 est tOllS 1111 /"01' Il)(;<:hallt '1""11.1

même, t'sais ils vont dire, "Tu devrais y dOllller ta Cill'I,(~ t'sais" ,j(~

sais pas de afCaire de même.
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Z.3: Somelime~ peûple, say half of them, will tell il jokl', m,,1 tht' other~

will ask meright away, serionsly, 'Do yon emballll theIllT....~onll'tillll·~

people say, 'Is it yon who plays with thl'II1'?' 01' they il~k, 'Wha.t. do

yon do, rio yon tonch them'l' (p. 47)

List of l"ls. D's statel11ent~

Ms. D is 49 years old and married. Hel' 1I10ther is French, and her fal.lll"· is

English Canadian. She has advanced [rom the position of sl'CI'cl.ary t,o [nncral

director, ail at the same funeral home, which is a lI1el11ber o[ a large corl'orate

chain.

D.l: The idea that 1 am helping people... 1 gd a very, very good sa\.is

faction knowing when a person goes ont, they will say thank yon,

and it really is a good feeling, you know, "it.'s not as hard iL" 1

thought it was going to be," yon know, and act.nally, t.hey'lI collle

in crying, and t.hey'lI leave and t.hey're not.. ICs iL" i[ l'vI' tak"n

a load off t.heir shoulders, and t.hey're at. peace wit.h t.lwnlsdv"s,

which is really a fant.ast.ic feeling (p. 37).

D.2: My husband is very proud of me, and he'lI say, yon know, "gness

what she does?' (p. 37)

D.3: People come in, t.hey're angry at yon and they're bitt.er and l'very

thinll:: but you just have to take it, you know, because, yon're the

last one that 1.0 deal with their loved ones (p. 39).
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DA; Yon will get people who are unsatisfied no matter how hard you

try, you know, people are looking for mistakes, [and] they're going

ta find one (p. 41).

D.5: My [ather will not talk about it, my father is...well, he...you know,

he doesn't Iike ta talk about deô.th. (p. 41)

D.6: My children, one of them...she doesn't mind what 1 do, but she

doesn 't like the idea that 1 deal with actually death or anything

lilœ that (p. 42).

D.7: First, when l'Il tell them 1 work in the funeral home, they'll have

this, 'Oh, how can you do something like thatT sort of attitude, but

• then when l'Il tell them, they'lI say, you know, 'That's challenging'

and 1 will say, 'Yes, it is.' (p. 44)

D.8: Yon'Il always have jokes, no matter what you do, they'lI always

•

have jokes with me here ta a certain point but, no matter what

yon do, yon will get jokes....You are going ta get jokes, you go ta

a party, things happen, not [that] you want them ta happen but

things do happen (p. 46).

D.!): I-Iow can you touch a [dead] persan? (p. 48)

D.10: Not really. No, 1 have never had that. No, 1 find that every

body... it's a job where they will say, 1 guess, that somebody has ta

do it, [t;hat] sort of thing, that is about the comment that at least

that they will say ta me (p. 49).
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List of Ms. n's statement.s

Ms. n is an ethnic Chinese and operates her own funeral home. She is

married and 32 years old. Before she established t.his business she was a

designer.

n.!: 1 think when they need the service, they prett.y Illuch respeel yon,

but besides, lik :r they do not need it, t.hey do not. want. to mention

or even want to sit with yotl (p. 37).

n.2: My father was...he agreed. In fael, he cncouraged me 1.0 do il. when

he first hcard because, he knows thal. it's a big business (p. :18).

n.3: My husband's side... they had so much against. me al. first, when

they heard that wc arc going to open a funeral home, my mol.her

in law...she was very upset and she purposcly gave me a [:hone

cali and I.alked with me over the phone ta try and convince me

not to do it because of ail I.he superstitious l'casons, she said Wlc;

were too young to do this kind of business because of spiritual

problems....She said that it might affeel my family, my childl'en

(p. 42).

nA: reacted not because she disliked this occupation, what she was

worried about was how other people woul'J look at me....Not a lot

of Chinese people like doing this kind of job (p. ·12).
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!L5: When 1tell the Canadian that 1am a funeral director and Ioperate

in the funeral home, they say, 'Oh, it is good.' The first thing they

think is you make good money (p. 43).

n.G: although the Chinese people are scared [based on superstition],

they know it [the job] requires a lot of professionalismj not every

body can do it (p. 43).

n.7: They always come to me saying, 'Oh, 1am having hard time, unlike

you, you are O.K., 1 am sure you are O.I<.' things like that, you

know. They admire the kind of work that we do (p. 44).

n.8: Most of the Chinese people or most of the Oriental people, they

don't like it [the idea of dealing with the dead people], they don't

want to talk about it, they don't even want to shake my hand

sometimes....They will maybe turn away, you know, they will not

just tell directly to you, "Oh, 1 don't like you", they will not do

that, but they'll just avoid....If they don't need it [the service of a

funeral director], they just don't want ta mention it or even want

you sit with you (p. 45).

n.9: What they [people] think is that funeral directors, they are low

class people, they have nothing ta do, they could not get a job, they

could not get into any other business,... that 's why they started this

business, and 1 think it's not fair (p. 49).

n.lo: the Orientai people scare a little bit because they think that we
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touch a lot of deads, we contact a lot of spirits becallse of the dead

person (p. 49).

n.l1: We are not here to cheat people, bllt often the)' think once some

body died, who's going to check what YOIl pllt into t.he easket.,

because sometimes t.hey put [in] jewellery. (p. 49)

n.12: The younger generation ... like me, 1 mean becallse it is a vel'y inter

esting occupation, but with the old folk, t.hey l'caliy diseriminat.e

[against] me, but 1 do not mind (p. 53).

n.13: When 1 first started, 1 felt a little angry, althollgh 1 expeeted

that.. .. I didn't expect to that mllch[i.e., t.o feel t.hat. angryJ ...bnt,

now 1 am fine (p. 53) .




