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PREFACE

The Departraent of Socuology of Case Western Reserve University, in cooperation
with the Rehabilitation Services Administration, is currently conducting a study of the
career contingencies of the rehabiiitation ounselor and the process of professionaliza-
tion of this occupation. R

Career contingencies are > those circumstances and events which produce patterns of
stability and change in typical occupational histories. Professionalism is a set of attri=
butes acquired by some occupations; basically a unique body of scientific knowledge
and a social service outlook,. from which follow mdependence in fask performance,
prestige, and other des1rab|e condmons of work .

. Two major groups are','being studied. ,The)" are (1) a panel of studeiits who were
scheduled to complefe their rehabilitation counseling training in the spring of 1965 and
whose careers are being followed over several years and (2) a national sample of prac-
ticing rehabilitation counselors. and supervisors in three settings: the Veterans Admini-
stration, private agencies,and state-federal offices of the Rehabilitation Services
Administraﬁon Findings with respect to a relatively new occupational mobility pattern,
the second career, are presented in this paper, which is concerned with the extent and
meamng of the second career phenomenon in fhe rehab|| itation fleld
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INTRODUCTION

The career concept defines the patterned movement between jobs and statuses over
the life of the individual. A career involves elements of occupational choice, train-
ing, education, recruitment, stages and levels of progression in various work positions,
mobility, and retirement. A career, even when it contains a sequence of jobs, is
limited to a single occupational field and is usually considered coterminous with what
Form and Miller call a "stable work period."! In this sense every employed worker -
can have an occupational career, whether it is as a welder, a toolmaker, a salesman,
or a physician, provided his intentions are to continue in the particular occupation or
profession in the foreseeable future or that he actually does remain in this field, re-
gardless of his intentions. Although personal progress may well bz part of the expecta-~
tion built into any career, it need not become a reality. For this reason mobility or
advancement within a field are not considered an essential ingredient of careers.

Second careers represent a recently emerged occupational mobility pattern which
is an apparent consequence of various changes in industrial societies. A second career,
while involving a change in job, is more than this. [t is a shift in occupational field
or line of work, a disjunction in what has been perceived as the individual's normal
work history. Further, the shift in work is not to be construed as temporary, but as
enfrance into a new career sequence, with elements of choice, training, or mobility
similar to those found with a first career. Various personal, structural, and work sys=
tem factors "push" or "pull" the experiencad job holder into a fresh career.

THE SOCIETAL CONTEXT

" The course of occupahonal careers is affected by the relahve stability or flux of
social structures within industrial societies and the rate of modernization and occupa~
tional differentiations. The more rapid social change the less possibility that a career
pattern will persist over a person'siwork life. - There is no longer a typical career for
streetcar conductors, and the bank record clerk is: vamshmg, while a career is un=
doubfedly iaklng shape for computer repalrmen :

Technologlcal developments requrre sfructural reallgnmenfs of various klnds wnih
resultant effects upon typical work histories. The impact of technological progress
makes some occupations obsoiete while creahng ofhers, new- technology can truncate
and modlfy existing careers or ‘initiate new ones. Migration between areas. of countrles
undergoing rapid modermzahon results in a growing number of second careerists. The
principal shift is from a career suited for ruraI Ilvmg as tarmer to one found ln'the de-
veloplng mdustrlai urban envrronment L :

Anofher reIevant |ssue is lncreasmg specnallzahon, a. characterlshc of fhe present
occupational structure which hardly needs documenfarlon -The 1965 Dictionary of
Occupational Titles containis. descrrphons of more than. 21,000 separate occupahons in

- the United States.Z This proliferation of specralhes broadens the range. of, career choices
and affects fhe specrfrc pathways and stages of career development ' ’
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A third trend with particular impact on second.career potentials is the changing
balance of occupational types; with increasing societal complexity and concomitant
industrialization, the proportion of white=collar employment rises while blue-collar
jobs decline. Furthermore, within the white=collar category, professional, admini=
strative, and technical occupations in particular are on the rise, -as this societal com=

plexity expands demand. For example, over a million and a half of these workers are -

forecast as needed in the United States by 1975, a two-fifths increase. 3 Sometimes
"demand" is created by government programs whlch are responses to the needs of seg-
ments of the population. In rehabilitation counseling, for example, 800 to 1,200 ad- -
ditional counselors will be needed annually to fulfill the obligations set by new legis-
lation with its broader standards of eligibilify.4 These vacancies cannot be filled by
new entrants into the labor market; a reshuffling of existing careers is indicated, with
available openings attracting personnel from a variety of occupational fields. '

Change in the age composition of the population is yet another structural condition
with implications for careers. Increased life expectancy in the United States has not
only resulted in larger numbers of older persons; it has lengthened the average work life
of both men and women by about ten years since the turn of the century . 5 The large
increase in tha rate of women entering the work force since 1940 is still another struc-
tural condition which has implications for careers, especially second careers. Since
World War |l single and married women have comprised one of the more important
sources of labor to meet the demands for skilled white-collar and professlonal workers
in service mdustnes 6 ' - -

‘These various developments, taken together, forecast some major changes in typical
occupaﬁonai histories. As the average work life extends over a longer time, while old
jobs become obsolete and new lines of work are created, second careers, and in some
instances third careers, become a virtual necessity for many individuals if they are to
remain gainfully employed. At the same time, however, these structural conditions
open up pathways to second careers on a vqunfary basis. This can be seen in a pre-
liminary estimate of the "push" or "puII" factors affechng fhe actions of the. potential -
secord careerlsf : :

PUSH AND' PULL FACTORS

A person's mablhfy to continue in h|s fleld is a major push facfor This may be

. structurally determined: airline pilots, boxers, and baseball players, for example, must’

leave their specific occupahons at a relatively early age. Although a few may con=
tinue in their field, as when a pilot secures a training or ground operations post, or an

. athlete makes it as coach or: front office manager, these:are the exceptions. In most
" cases retirement during’ the middle years of life is mandafory, prevenhng job mcumbenfs
: .vfrom setthng at mtermedlate Ievels ina way commen in cthe ‘careers. -

Inablhfy to conhnue because of menfal or thSICOI d|sab|||fy is anofher push Facfor

’ ;"lbehe newly. handlcapped person is often unable to ‘compete or function in his original -
- occupation and is rehabllltated for a second career, elther by hlmself or wnfh agency
. aSSIsfance PR » : ; . o
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Another push factor is the disappearance or unavailability of a prior type of job.
Victims of automation in office and factory and those unemployed for other technological
or economic reasons fall in this category, as do migrants, immigrants, and refugees
forced by social and political change to start a work life anew.

Push factors need not be external or societal. They can also be internal or attitu-
dinal. One such push, for example, is the desire for innovation and change, to escape
from a career that has become tiresome and repetitive. Such a quest may be expressed -
as a desire to be socially useful or attain some humanitarian goal before the onset of
advanced age or death. If an old job's challenge and excitement are missing, one
rationale for change acceptable to others is to declare oneself as desiring socially use-
ful activity. For some, becoming part of a social movement or a social reform organi-
zation represents a genuine push into a new career, for ideological reasons. [t is not
so much an escape from boredom or search for innovation as dlscovery of commitment
and ‘he push:to expresc it through a service career.

Alternahvely, a first career may be vnrfuaIIy compIete or at a dead end. Women
in their forties who have finished the task of child rearing, as well as military men with
20 years of service who have come to the last stop in their career line, are s|m||ar with
respect to this push factor.8

Finally, push to a second career can be generated by dissatisfaction with the pay,

~ security, work conditions, organizationul objectives or status of a first. Those are the
classic upward job mobility motivators which are equally true for career changers.

‘Pull towards a secend career because of perceived higher status, pay, security, job
satisfaction or potential for advancement in some different occupation is the corollary
of the push factor of dissatisfaction. Since the judgment an individual makes about his
work is based on his view of what makes and what exists as a "good" job, dissatisfaction
inan ear||er post may be a function of the realistic probabilities of being satisfied in
another job or career. Nevertheless it is possible for some to be pulled into a second
career which promises higher status or pay without any major dissatisfaction with the
tangible rewards of o present line of work. Equally if not more powerfulpuIIs are fhe
innovative chaIIenges of a new occupahon or the opportunities to serve others in somc
capacity. Some individuals, because of a host of psychoIogncaI factors and personality
characteristics and early socialization experlences, are movers and chaIIengers Life
to them is a constant challenge and being "on the go" a normal process. They opt not

“ -only for new jobs in their fields butare fhe risk- takers in new lines of work nafuraI

recrurts for second careers

The effect of these pushes and pu||s erI for fhe ma|or|ty of career changers, be

*'mediated by the level of economic and psychlc risk involved, while entrance require-

ments and the avarIablllfy of emponment in a second career are. unlversaI intervening

~*factors.- These mediating circumstances can work af ‘cross purposes. Relative financial

freedom aIIownng for job experimentation might come in later middle age-after the'

" children are reared, but few career changers in this age group- currently. have education=-
al prereqursrtes for professlonal admlnlsfrahve, and technlcaI fleIds and usuaIIy requnre




retraining or further education. Rehabilitation counseling, with its entry requirements ‘
of at least a bachelor's degree plus specialized training, might seem an unlikely field

for second career interests. Yet, as will be seen, many of those in rehabilitation came

to it after a career in another occupation.

he second career concept and theorized explanations for such adult changes in
career choice have considerable relevance for rehabilitation counseling. Leaving aside '
the issue of applicability to the rehabilitation process, where knowledge of second - - :
coreer motivations might be useful in client counseling, the focus of this paper is on
problems of counselor recruitment and retention and on professionalization.

~ An examination of the differences in characteristics, histories and motivations of

| the first careerists as compared to the second careerists in actual rehabilitation counsel~

| ing work will illuminate the operation of the push, pull, and risk factors in this field
and suggest strategies for attracting and holding professional personnel. Analysis is

} limited in this paper to findings from the National Sample of practitioners and super=

| visors. . Although some exploratory work was done with the Student Panel which was
highly useful in refining the method of allocating persons to first and second career
categories, analysis of findings from this group must.await finc! follow=up data on'the
Panel. "

COLLECTING THE DATA

In order to gather the data for this study, a roster of ali persons performing rehabil-
itation counseling in the United States was compiled. All 90 state divisions of the
Vocational Rehabilitation Administration (DVR's) supplled lists of caseload-carrying .
counselors as of spring, 1965, for a total of 2830.7 The Washington Office of. Veterans
\ ' Benefits prov1ded the list. of 166 counseling psychologlsfs performing rehabilitation
| counseling in benefits offices throughout the United States.: All 132 Veterans. ‘Admini-"
stration hospitals in the country submitted lists of their personnel engaged in rehablllta-
tion counseling for at least one-third of their time, totaling 197 individuals most.of v
whom carried the title of counseling psychologlsf Using the 1964 Directory of Rehabili-
tation Facilities of the Association.of Rehabilitation:Centers-and the 1964. Directory of
- the National Association for the Blind, 459 private cgencies were identified and asked
to supply. counseling personnel lists.” Of these 427 complied and the names of 586 per=
sons engaged in rehabilitation counselmg for at least one-Ffifth of their. time were se~
cured. Job titles varied widely for this group, mcludmg social. worker in many cases. _
In all, the roster contained 3779 names, it was exhaushve of government agencnes and
v:rtually complete for prlvate sefhngs :

In addmon a rosfer of supervnsory personnel was: developed from The Dlrecfory of -
~ State. Divisions of Vocational:Rehabilitation and State Aiencles for the Blind, issued | in-
~ January; 1964, by the Vocational Rehablllfahon Administration. ‘State directors and-
" supervisors, dlsfrlct supervisors, ‘area supervisors and counselorsin churge were mcIuded
" ~for a:final. count of 780 DVR:staff at these administrative levels. The target: populahon,
'.':-'then consnsted of thls |eadersh|p personnel pIus fhe 3779 prachhoners for a fofal of 4559 S
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This population was stratified by membership or non-membership in one of the three
professional associations in the field. The VA was further subdivided into hospital and
benefits office staff, private agencies were grouped as general or services for the blind
and the DVR was stratified by supervisory status, regular counselor, or special experi-
mental program staff. Supervisors and counselors were furthered subdivided by major
geographical region. These procedures produced 25 sampling cells. 10 Random samples
of 40 were then selected from each cell. From this fotal sample of 1000, 888 persons
responded to a mailed questionnaire, for a response rate of 89 percent i

DETERMINING CAREER STATUS

Since differentiating persons in rehabilitation work as a second career from those in
the field as a first career is a critical step in this analysis, considerable care was taken
in allocating respondents to their appropriate career category.

A career is the pursuit of a line of work within a single occupational field for an
extended period of time, with the intention and expectation of remaining in the field
for the indefinite future. A single career is likely to include a number of jobs, par-
ticulariy if there is upward mobility, but is unlikely to include a variety of occupa-
tions, unless these are clcsely related in an expectable sequential pattern. Concepi-

, o —vally career is therefore both o subjective and an ob|ect|ve phenomenon, involving the
: career incumbent's outlook and expectations vis=a=vis his occupational future as we!l
as the facts of his werk history. 12" | ength of time is a crucial variable modifying the
subjective aspects of career. ' An individual who has been in an occupational field for
many years wiil be considered to have a career in it, even if he claims not to have ex-
- pected in the past or currently to expect io remain in it. Thus a person may have a
, ~ career almost by default. On the other hand, when an individual has pursued o line of
A ‘ work for only a relatively few years, he may still be considered to be embarked on a
S career if he has tra|ned for his vocatlon and has the mtentrow of contlnurng in it.

Th is rnterplay of time, expectotlons, tra|n|ng and actuaI job hrstory presented dif-
ficult operational problems in evaluating the presence of a career, and suggested a
L clinical approach. Two judges who had excellent knowledge of occupational issues
7 - independently evaluated each case record, examining job histories, early career aspira-
o ‘tions, -education and other eV|dence which taken as a whole could indicate whether or
not_the. sub|ect had another career prior.to his- becoming a ‘rehabilitation counselor.’
Lol Brood gurdelrnes only were laid down. Based on Form and Miller's!3 conception of
L . 7 three'years ona job after formal. schoollng as a miriimum requnrement for job stabllrty,
' '  a cutoff time of three: years'in a line of work' was ‘initially set for.a career except in
 unusual: circumstances;, for example, |ong trainingfollowed’ by a work period of iess
. than three years broken only by an externaI event such as wart|me mrlrtary service or a
drsablrng physrcal condltron G : L e C o

oL -
b

SR D:fferent occupatrons whrch suggested a natural mobnlrty sequence were coded as-a
- caréer: instances found. |nc|uded school teacher to guidance counselor to pr|nc|pa| or-
S clerl< to asslstant mcmager Homemaklng was- consldered a career in the case of marrred




women who had a. Iengthy break in the|r job histories. Persons who held.a sequence of
disparate |obs, even though some might have exceeded three years in durot|on, were
likely to have been considered as floundering’ rather than having several careers; in ~
other words it was believed unlikely that such a pattern evidenced any commitment to
a previous line of work. In doubtful cases, reference was made not only to the noture
of prior training, at both the Undergroduate and graduate, levels, butalso to the con~
gruence between the job pottern and the career osprratlons reported for the respondent S
high school and college years. ! T L - :

These |ndependent c||n|cc1| |udgments produced |n|t|o| ogreement on career status
in 88 percent of the cases. D|screpanc1es between the |udges were resoIved by consuIt-
ing in a |o|nt review of the cose h|story in questron ST ‘

A valldrty check on the procedure from the vrewpomt of the sub|ect|ve evoluotrons'
of second careerists themselves was made from analysis of Student Panel data.. Among ’
the 324 students compIetrng their trarnrng as rehobrlltotlon counseIors, 112 had been
evaluated as second careerists. by the same. resedrch team, using the sarie methods as
discussed above .. Thls Student Panel » ro, resurveyed after the dato for the present study '
‘ had been co||ected ‘and’ respondents were informed of the pr|or career-. ludgment con~.
" cerning the|r own work histories and: osked for therr commients- One hundred of the 112 .
student second careerists. answered,’ -and. 89. percent ogreed they had. had a prior. coreer N
“as evaluated by . the reseorch team . - Those who dis~reed; were predomrnontly younger }
persons who had worked five years or: less in their .reer” occupotrons prevrously On
this basis the National: Somple career definitions were trghtened -and cases with: frve
vears or less in a prior liné of work were:re=allocated to the first career. category.. As )
a resuIt 465 persons were consrdered "second coreerrsts" and 407 _os_"frrst coreerrsts“ s
‘in the. rehabllrtatlon counse||ng f|e|d A : PR EER :

g Comporrng these two groups to determ|ne drfferences in. demogrophrcl_backgrounds,_r‘f.’:f'*'_"“"j
_v h|stor|es and attitudes is the technrque now. used to explore the second career. phenom- e
enon in rehabrlrtotlon R L ‘. : . , ST

.v.'DEMOGRAPHIC CHARACTERISTICS

. The second careerrsts were. consrderobly oIder at the time of thelr entry into. reha-»""" o
o brlrtotron counse||ng thon the|r frrst coreer" ounterparts ]4 he|r modal entry oge was*i"..“-_ o

.v"bllltotlon counselrng freld |ob (Toble 'I)
,ccrreer group therr moddl oge of entryr‘w ;




Present age exhibits even more marked variation. . In this case the modal category
for the second careerists is 55 years or over, while the modal category for the first
careerists is 25 to 29 years. About half the second careerists are 50 or over, while near-
ly holf of fhe fursf career group is under 35.

-_Comporing present age with entry age within each career category uncovers diver-
gent patterns. Those in rehabilitation counseling as a possible first career not only
entered the field young but are predominantly still young: over.a quarter were under
30 when they began this work and are still under 30. There is no assuiance that these.
incumbents will stay in the figld, and it is therefore quite possible that rehabilitation
counseling will not be a career for some of them. Second careerists, ‘on the other hand,
particularly those over 35 when they entered the field, tend to cluster in the older
present age categories of 50 years and above. This suggests a likelihood of less turnover
among second careerists, a notion which cannot be tested since no data are available on

 the numbers of ersiwhile second careerists who have left the field in preV|ous years and
thus were not in fhe populahon sampled for the presenf study ’ :

TABLE l

PRESENT AGE AND AGE AT ENTRY INTO REHABILITATION COUNSELING FIELD
' _BY CAREER STATUS° :

- Age ot Enfry'

' :.Pr,ese_nt Age into‘FieI'd :
""~'_Firs_t_. . _ .Seoond. - .FII‘Sf - S,econ.d
" Career - Career ~  Career = -~ Career
" SO (N=407) L (N=463) . (N=402) - (N=458)
- Age Groupmg % % % %

"Under 25
| 30f°34

e

N BLoNwNi

'consnstenf wnth a: |ow furnover rote'for\second coreerlsts, however (Toble 2) Those

Fin ings. whlch show. the proportion m_eoch career cotegory by date’of- enfr are”




were predominantly second careerists, and the same trend persists, although with some-
what smaller mdjorities, for each five~year period of entry thereafter until the most re-
cent: only among the 1960 to 1965 entrants do the second careerists fall below.50
percent. This could, of course, alternatively mean.only that the proportion of second
career entrants has steadily declined over the years. Such decline doubtless occurs
when a relatively new field such as rehabilitation. counsellng, after requiring recruits
from other fields in its early years, begms to attract new entrants to' the labor market as.
it becomes better established and ocfrvely engages in recruitment and training. - Yet the
second careerists have on the average a longer period:of service in rehabilitation coun=
seling than the first careerists. This attests to their staying’ power, whatever the drffer-
ential rates of thelr entry at various. pomts in time. - - .

TABLE 2

DATE OF ENTRY INTO REHABILITATION COUNSELING FIELD BY CAREER STATUS

1960 to 1965 5.

Flrst Second e
T B Career '_ Career o S Total
- Ddte of Entry o .j' RIS o
Before 1945 7009 _'(86)' s ;-.f.—vloo‘.-‘o
- 1945t01949 - L5930 (162) 106,00
1950 to 1954 ~ . " '_"25-53 2 e 7Ty ’,IOOL'.O L
1955 101959 55017 Lt (187) 100.0:
S @52 1‘00;0;3?:-'

e (864)b

. ;c' Percenfoges are. omputed h rlzontolly in: order to show career. type dlstrlbuhon wnthm
' each entry cohort N SRR s : S
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Marital status also varies by career category " Although both groups are predomi-
nantly married, somewhat larger proportions of the second careerists are former marriage
partners, belng presently separated, divorced or widawed, while the first careerists are
Age differences have contrasting. effects on mari=
tal status: among those under 40, the second careerists continue to be dlsproporhonately
in the previously married category, but among those who are 40 or over, the second

disproportionately married at present.

careerists are disproportionately single.-

This finding is- in consonance with the one that

a disproportionate number of second careerists are women; nearly half the women, as
against less than 10 percent of the men, are not presently married. Being in the once-

TABLE 3

DEMOGRAPHIC CHARACTERISTICS BY CAREER STATUS° '

Demographic
Variable

‘St'ax .

Female

Total

o Marifal-"'s'fdtu’s,f_r._fv' SR

Presently marrled L

Ever marrledb
: } ‘To_fal

‘Number of

Fursf |
Career G

(N—4o7)-1‘ e

%.
89.2.

%

RS
‘ho WL

__[_Second
. -Career

'5_'(_N¥li655" jf o

o

S0

ey

S 100.0




TABLE 3 (Contmued)

Demographic B Frrst N ':. } :/A v5econ‘dv :
Variable e -,(Coreer : . = . Career
Parental o I o S

Social Class€ -~ - -~ .~ - (N=403) - ... o 0 (N=461).

. Upper - - = ," SN TT e 6.9
[I. Upper middle - 1406 - - 10.2°
[ll. Middle | v 275 - 30.6
IV. Lower middle 387 -32.5

V. Lower 64 - 19.7
_'TotaI | _ - i N '. - ‘,-:'- 999 : “,' " ."‘; o 29_9';_9"{

S CAs measured by the Ho|||ngshead Two-Factor Index of Soc |a| Pos|t|on and ad |usted for

W|fe s occupat|on and educat|on, see text for epranatlon. o

marr|ed or s|ng|e category requrres seIF-support and |ncreases the probablllty of seekmg
entrance to new: occupatlonal fields which are not yet constra|ned by restr|ct|ve norms
v of entrance tra|n|ng, or. membershrp : S

An anomanus flndlng concerns the number of dependents aduIts and ch||dren, ’
cIa|med by sampIe members of both sexes. - .Consistent with the hypothesls that persons
‘embarking on a second career would.tend. to be’ unencumbered thus mi 'mrzrng the’
risk of their: new venture the data for the totaI group show nearly ho.t the second ,
- careerists reporting’ onIy one dependent or.none at all, while about the same. proportron
“of first careerists claim. three of more. The same situation hoIr"s for . those who-are 40 or -
over. But ‘among the younger. counseIors, ‘under 40 years of‘age, the picture: is reversed
 Here it is the second careerists who' have the greater number of dependents.. over’ haIf v
.- have three.or more, as compared to less' than half of the first careerists.” While the con- o
c ‘ztrast s smaII enough to fall within’ the range of chance var|at|on, the trend. pattern's o
- clear and not consistent with' the notion th "'econd careerists tend to be less encumbered S
_ "f]wrth famrly respons|b|I|t|es.¢ An aIternatw__ view, .that these. younger career:cha .
. are pressured by growrng fam, : |mprove the|r'occupat|ona| prospec ‘wi
"eXpIored beIow -

A ?’"’ and’ occupatlonof both Earents s|nce a
for"n, the: am||'7s~'c|" s pos |y of :




With respect to various other background demographic characteristics, the findings
also reveal very few differences between the two groups. For example, when age is
held constant, there are only random variations in religion. And the locale of the re-
spondent's childhood, elicited by a question asking the location of his high school,
differs but slightly across career categories between big cities, suburbs and small towns

~or rural areas. ‘

EDUCATIONAL HISTORY

Although incumbents' education ranges from no college at all to the Ph.D., no
differences beyond chance fluctuations appear between the first and second career
groups in educational level attained (Table 4). About.half in each category have been
awarded the. master s degree or better, and this is true even when present age is held
constant. ' '

Eduratronal ach|evement as measured by undergraduate grade averages, does dis=
* tinguish the career groups. Over &0 percent of the second careerists reported they had
grades of B or betfer at coIIege, as compared to the first careerists, over half of whom
- admitted to grades of B- or- below . Although these grades are self-reported ‘and not.
rndependently checked, - there is no recsor fo expect greater error in one group than in
‘the other. However, when present age is controlled, the differences; although gen-
cerally in the same divection, are less marked and fall wrthm the limits of chance vari-"
ation, suggesting the effect of memory differences by age or modrfrcatrons in educational -
standards over time. These explanations of the differences should not be taken to mini=
“mize the impact of a predcfmmantly older'second career group.: whose self—rmage includes
“an acceptable academic record, as compared to a predominantly younger flrst career -
cohort “many of whom were in the |ower haIf of the|r co||ege c|ass L

TABI.E 4

EDUCATIONA' HISTORY BY CAREER STATUS°

“ Educatronal Data Flrst o ) Second o
e N Career - - Career
o) (N

No coIIege 5 B
: ’»'-:I"’TStud){" B no degree




" 'TABLE 4 (Continued)

Educational in"q S e First S;c'ond

. Career- = . Career

Undergraduate Grade Avérdg_e: | - : SR (N=395) . - (N=443)

A or A- 9
B+ 18
B - o . , 20
B~ L - : . 25,
C+ ' S : S S 22
C : S 4

Total o000 o 99.9

Unde-rgraduafe Area of Ma |or Sfudy i

Souology or soc |a| work

~ ‘Psychology. - AR

Education or- fhe humamhes

- Physical scuence
Busmess R

V “Tofal

- v-'Graduate Areaslzof Ma|or Sfudy '

"Rehabnlltahon counsel-mg
“Sociology or socml work
~ Psychology - BT
~Education or fhe humamhes
Physical scnence
'Busmess




The graduate study pattern introduces specific rehabilitation counseling training
which, along with psychology, is more characteristic of the first career types; these two
topics account between.them for over 60 percent of major graduate~level areas of study.
Sociology, social work and education are d|sproporhonote|y represented among the
second careerists. These patterns once again make sense in terms of the definitions of
the career types, and they persist when age is held constant, particularly for those aged
40 and over.

.

OCCUPATIONAL HISTORY o S

Although occupational doto are relevant to d|rect analysis of the push and pull fac-
tors, as will be discussed below, some information is needed on a descriptive bosrs to
round out the profiles of the disparate career groups.

Rehabilitation counselors work in three. major types of orgonrzohon ~- the Veterans
Administration, private ugencies, and state-federal offices of the Rehabilitation Services
‘Administration. The percentages of first and second careerists in. each of these locales
are almost exactly equal, thus ehmrnohng thrs potenhol sfructurol eIement in career
type variations. - ~ . . ‘

Another possible: confoundrng variable is supervisory position. - Indeed more thon :

a third of second careerists are supervisors or administrators, a larger. proportion thon is

~ true of the first careerists, only about a quarter of whom are ‘in these higher positions.
However, these differences are largely attributable to age: older persons are likely to
have moved up the bureaucratic ladder, and second careerists are more likely to be

“older. Controllrng for age almost completely wipes out any supervrsory -level distinc--

. hons beiween fhe career groups.v ‘ :

_ Measured by HoIIrngshead s seven sfep scoIe of occupohons, ]_7 fhe doto also. show
that larger proportions of second. thun first careerists came from professional or mana- -
_ gerrol backgrounds, either in terms of their own, prior occupations and careers or those
of their fathers (Table 5). Over'90 percent of. the second careerists en]oyed these higher -
' "stofuses, as. ogornst less thon 75 percent of fhe first career. conhngenf The contrast per-
- sists only with the 'younger group when age is confrolled for those over and under 35 af
. je_nt_rz info the field: This analytic confrol is used in- preference to present ope since
a |t reflecfs fhe perrod when sompIe members octuolly heId these eorlrer |obs "

o _';"‘When porenfol occupahons are. dropped from consrderohon ‘and. fhe respondeni's' own

- _work experiences alone ‘are consrdered, the: picture changes slrghtly Nrnefy percent

- of thesecond careerists remain’ ir 'theprofessronol-monogerlol category with- respect to

. prior. employment ~but- f_e" er'are executives.and mo|or professionals, ond more are in.
) ,-f'...the minor professronol odmrnrsfrotor c|c|s 'Once more fhe confrosts persrst only among "




-TABLE'5

OCCUPATIONAL HlSTORY AND CAREER STATUS

Occupahonal Dafa S e Furst S ".. Second

Prior to Rehablllfahon Counse mg » % %

1 Major professnonal and execuhve : _ 16
-2 Minor professional and administrator o - 54
3 Upper white collar and small busnness 12
4 Lower white collar - o SN A
3

NN O
.._o VWNOCO N

5 -Skilled blue collar . - e
‘ 6 7 Semlskllled and unskllled blue coIIar‘ - o

“ 'v_'TOfaI « .I*' o ]00 ]

: ‘Own nghesf Sfafus Pr|or Employmenf

- No employment o R

1 "Major professnonal and execuhve R
2 Minor profess:onal and administrator,

3 Upper.white cellar and smaII b'silness

"4 Lower white collar- i

- 5-Skilled blue’ collar = <. .
6 7 Semlskllled and unskllled blue coIIar; SRR

o Coreer ' " Career -
Highest Occupahona] Status En gyed’ i - (N=399) . (N=460)

| | (N—448¥ N
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~ All this suggests some differences in mtergenerohonol occupational mobility be-
tween first and second careerists. Again utilizing Hollingshead's seven siep scale of
occupations, one can compare fathers' and children's occupational-levels. Second
careerists exhibit more intergenerational upward mobility than their first career col=
leagues. Over two-thirds achieved higher occupational levels than their fathers, as
compared to only half the first careerists. A minority of both career types are below
their fathers, with the first careerists sho ewing a slightly larger percentage than the
secorid careerists, 15 percent as against 11 percent. 19° The pattern of more frequent .
second career upword mobility is maintained among those entering rehabilitation coun=
- seling before the age of 35, but is reversed among those entering later. Among this
older group, it is the first careerists who show somewhat more upward mobility, although
in this instance fhe dlfferences are small enough to be due to chance fluctuohons

One final occupohonol datum is of interest, and thcf is a detolled breakdawn of the
- kinds of prior careers of the second career cohort (Table 6) Most common are educa~
tional careers, either at the teaching level or at the next higher steps of school guidance
and administration: - almost a third of the prior occupohonol histories were in this field.
Next most frequent are social work careers, followed by business and white collar, cleri=
cal or sales bockgrounds Vocational counseling, which. might be considered a natural
"lead-in" field to rehabilitation counseling, is only marginally. represented, with six
percent of prior careers; and the clergy, another.occupation with a counseling component,
is represented by less than two percent. The major work lines, it should be noted, are
those with face-to-face relohonehlps as a dommont porf of- fhe task. Lo

TABLE 6
PRIOR CAREERS OF SECOND CAREERISTS AND LENGTH OF TIME IN PRIOR CAREER

,'Those spendmg

o

ten years.or-
o B P - more in career, -

: Prior-Coreer-‘ N . total o % of category
Homemqker R T VAR 3.7 - .94.1
- Medical,. poromedlccl or thercplsf 27 . - 58 . 48.1 -
o Teocher, ‘coach or special teacher: 76 L 16.37 . 39.5
. School gundcmce or cdmmlsfrohon 76 -16.3° 72,4
~ Psychologist - . R 8.7 . 58.8 -
. Social'work . 12,2 ' 36.8°
. Vocational counsellng . 5.8 ~.33.3
i S o 13 667
. 'Public. welfore‘odmlmsfrot.on 3.0 . 35.7° ¢

Other socnlol service: mcludmg cor="
' occu_pahonol therapist

M‘cher professiondls
Busmess LR

oo i




TABLE 6 (Continued)

Those 'spending

S ten years or
_ - % of } more in career,
Prior Career N - total - % of category
White collar, clerical, sales'j 39 8.4 ' 43.v6 :
Blue collar . 15 3.2 .53.3 -
Armed services L 11 - 2.4 . 72.7.
Total | 465 999 53.4

The types of prlor careers vary conslderably in the strength of the previous commit=
ment as estimated by the length of time spent in the earlier line of work. Those careers
in which the ma|or|ty spent at least ten years do not coincide with the ones most fre= .
quently occurring. Homemaking, school guidance and administration, psychologrst '
clergy, other professnonals, business, ‘blue collar, -and: armed services are the career
types exhlbltlng this more’ proIonged attachment ‘whereas teachlng, social work, -vo=
cational counseling, public. welfare adm|n|strat|on and white collar |obs were in the

‘main pursued for less than the ten-year. period. Armed services and homemaking, two .
prior careers which are apt to be completed before a second career is undertaken, evi-
dence the largest percentages with long lncumbency, a frndrng consrstent wrth the .
career compIetlon hypothesrs ' , : ST

. COMMENTARY ON CAREER GROUP COMPARISONS

o Two flndlngs -- the |arge number of women and of persons from buslness and pro=
= - fessional backgrounds among-the second careerists =~ are related phenomena.’ For .
N example; 60 percent of the former theraplsts, 42 percent of the former social workers
and 33. percent of the former vocational counselors améng the second career|sts are"
“women .- Any occupation, like rehabilitation: counselmg, which aftracts career changers
* from Imes of work: heavnly populated by women is likely to |nc|ude dlsproporironate ) ,
‘ numbers of females among a second career group, ‘provided: tnat an equrvalent percent- -
“age of males and. females leave: the. first career for the second.’ ‘This | proviso is an im-.
' portant one;. if @ |arge|y femlnlne occupatlon loses. onIy members of itsmale ‘minority -+
' to another line of work the’ shlft erI obvrously not lncrease the. female component of
“  the host occupation . - This unbalanced. change pattern seems: to have ‘occurred. with're= -
. spect to rehabllltatlon second: careerists. who were' prevnously in’education. AIthough
" . teaching'is. Iargely a. female professlon, only 17. percent of the former teachers among
“7" ‘the second- careerists are'women;. suggesting. that in this case there:has been‘an exodus
eoof males from:an’ occupatron domlnated by. the' opposrte sex-‘.i'f The |mp||cat|on is.that a -
‘__-,”specral mot|vat|ona| structure is: involved for these * 'escapees; ! ;.a_notron which will be
N exam|ned below Another concIusron_,emergrng‘- from th|s descr|pt|ve revrew_|s that
"“second careerlsts |n renabllltav 6h Work ar ) ‘
“workers with’ more occupatlonal-experrence
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. As a group, the second careerists are predominantly older married males, with only
one or.no dependents, they are trained in education or the humanities, and their previous
work, chiefly in minor professional or administrative positions and often in the educa-
t|ono| system, was a step up from their father's work level. They have been in the field
of rehabilitation for a number of years and often have reached a supervisory position.
Obviously, characteristics differentiating the second careerists as a category from the
first do not adhere simultaneously to all individuals in the group, but nevertheless are
sufficiently pervasive to suggest that if a typical second careerist in this occupation

~could be found, he would fit this social type. The proflle furthermore, would be con-
sistent with the notion that career change involves.a minimum of risk, since older per-
sons with few dependents mlght be less encumbered with responsibilities.

Subgroup variations in the proflle are not as reodrly cons|stent with the low risk
hypothesis. While the disproportionate number of women among the second careerists
fits, the excess number of dependents among the younger second careerists does not,
unless the increase in dependents2! occurred after the accession to the security of a

~ rehabilitation job, a likeithood which is related to the age of the second careerists.
Still another possibility is that the low risk hypothesis generally does not apply to the
younger second careerists. Their motivation to upward mobility might be so strong as to
rationalize taking chances to get ahead," or the pressures of family demands and eco-
nomic necessity could be great-enough to make risk an irrelevant issue. In addition, =

* upward striving is built into the. white-collar middle~class ideology. ‘Young people are

: expected to take risks and try to get ahead; in order to ochleve greater power and
securlty in the future - : :

» ‘The foct that a drfferent motlvotlonal structure is therefore likely to apply to. young-
er second careerists is taken into account in the onolysrs of: the push, puII and.risk factors
_»whrch exploln the career change phenomenon

“:"”"IJSH FACTORS

_ Severol types of push |nto a second career are: onolyzed Among external situa=
t|onol pressures, ‘two are examined: one .is personol dlsoblllty, ‘and the other is the job
- need implied in the acceptance. of a cut-in earnings when moving into. rehabilitation -
- work. * Internal, motivational pushes are topped through analysis of drsoblllty in the .
~ “immediate family, while: expressed reasons for dropprng earlier interests and for enter|ng
e the ﬁeld offer cIues to both externol ond |nterno| couses for career. chonge ' ‘

S Datc: are. presented seporotely for those enterrng rehobllrtotlon work for the ﬁrs. o
j . time’ when under-the dge: of 35, ‘and for those: entering ofter 35 Meonlngful t.OfTIpOI'l'
. ""_-sons may be made:between career statuses wrthrn each entry-age group. " In iiddition,
.. datafor the typlcolly oIder second careerlst may be contrasted with findings for the -

S typlcolly younger flrst coreerlsts hlghllghtlng the drsporltles between these modol




Push Factors: ""’External-situational

. . BEERN
" The presence of physical disablement is an est|mate of inability to contlnue ina
prior career. Respondents were asked if they had any "personal . . . . experrence
with disability" before they became rehabilitation’ counselors. The presence or absence
of such disablement does not distinguish the second careerists from the first (TabIe 7).
nearly 80 percent of those in both career stafuses reported no such disability experrence
before entering the field, regardless of the age af which entrance’ occurred. Slight -
differences do Jappear however in the Iyg_e_of Gilment, partrcularly in the older enfry ‘
group. First careerists are more likely to have visual problems, and second careerists to -
suffer from orthopedic conditions, such as post-polro crippling of limbs, ‘or "other" all- -
ments such as deafness, cardiac and respiratory conditions.. When the typlcal first..
careerist, one under 35, is compared with the typlcal ‘second careernst one over 35 at
entry, the variation in orthopedic problems is smaII but the dr‘ferences in' other and
visual dlfflcultles perslst o T SR S SRR o

The contrast in- bIlndness rates may be attrlbutable to the fact that agencles treatmg »
this condition attempt to recruit their: products (rehabllltees) into the system wherever
possible, ‘and because of their long history in the field, power;: and’ ideology that the
blind can best rehabilitate the blind, they have more than theirshare of blind counselors
Particularly those with congenrtal vnsual dlfflcultles will. hove been socialized and in-
doctrinated by their blind agency tralnnng, and thus be prrme candldates for onaI workers
in the system as thelr first and only career. S :

The really noteworthy fnndnng here is the extent to. whnch both career types have . |
,physncal abnlltles Accordlng to PUbllC Health surveys, the dleoblement rate of the .

TABLE 7

EXTERNAL PUSH FACTORS BY CAREER STATUS
CONTROLLING FOR AGE AT ENTRY R

R Age at Entry :
Under 35 L i

35 or over
| | R F|rst - Second o First o Se"c"'ond'
T R Career - Career” .- . Career -~ - Caree

~Persona| Dlsabllj _-:‘(N-365) -.51-(N=l,3,4)- e f'.'-(N-37) (N—324)
L e e R e G e O

None rePorted S 78 9 791 78, 4: 79.3
Visual™ oo a7 7B 18,9, 4.9
'Orthopedlc T 9.0 R 2% I 27 Y% B
.Other T ;'4 9 - 6.0 0.0 . 8.6
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TABLE 7 (Conhnued)
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~0 .
Ww®

Opportunities for
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general population is at most 8.8 percent.22 'That found among the rehabilitation coun~
selors is more than twice as great. |t is appdrent that disability acts as a social selector
for a career in rehabilitation, whether as a first job venture or a second. Disability is
one form of deviance, and the disabled person expects a greater acceptance and toler-
ance from members of a devrant system such as rehabllltatlon :

The point is, however, that for second careerists d|sablement may well have repre-
sented a situationally freeing event which initiated a° ‘career redirection. Unfortunately
the data do not indicate how Iong before the beglnnmg of rehabilitation counseling work
the disability occurred: indeed in some cases it could have been-a condition preceding
even the first career and thus quite irrelevant to the second career decision. In other
instances the nature of the response indicates that the physical condition was a precip-
itating event, for example, a war-incurred i |n|ury followed by rehabllltatlon counse||ng
as a first postwar job desp|te prewar employment in another field. ' o

D|sab|||ty, however, is rarer offered as'a reason for dropplng an ear||er career -
choice. Fewer than five percent in either age career category argue that-a physical
condition forced abandonment of an earlier career choice. - This disparity between
physrcal disability as an admitted fact and as a reason’ for occupation change may be:
part of a denial phenomenon ail too commonly found among persons with some handlcap.
Denial in a pathological form rejects even the fact of disability, but at a’less damaging
level may ieject its relevance, as a means of avoiding self-deprecatlon or a lowered
self-image. For others it is Iess a denial ‘phenomenon but more of a coping mechanism .
To meet the. expectations, of the "normal™ population and to ! 'pass” within- this group,
they work diligently without awareness of a dlsablllty and expect no allowance from
the normals. They are, ‘to themsc-"lves, non-disabled.- AIternatnver, many of those =~
with a disablement may in truth have adapted to it already in their first career and con-
sequently not have been forced by this situation to change their work, even though the
condition put them in tune with the rehabilitation movement and drew them to it. Evn-
dence of this interprefation is the fact that those who do offer physical problems as a
reason for droppmg earlier career interests-are dlsproportlonately blind, a condition
which makes certain types of careers very dnffncult to pursue and whlch opens up |ob
opportun|t|es rn the. bllndness system :

_ " The dlslocatlons of soc|a| change are reercted in the h|gher percentage of the :

. second careerists who mention chancé or events such as the Depression, World War Il,

the Korean conflict and the like as the explanatlon for their work shift: nearIy a quarter
.of the t/plcal older second cdreerists as: against less than 15 percent of the typ|ca|
younger first careerlsts - Second careerists who because of their dge have had more

- opportunities to experlence external events are more Ilkely to ment|on them as a rationale
"for career change : . : : S R :

|nd|rect support for the |mportance of externaI occurrences comes from the dlSpI‘O‘ ’
: portlonate rnumber of second careerists who took cuts in ‘earnings when they entered the
_ rehabilitation field. =~ more than 20 percent of the older second careerists as against -
. eight percent: of the younger first- careerists. AIthough much information .is-missing on |
' ,_"before-and-after income =~ as many respondents cou|d not or wouId not supply the




necessary data == there is no reason to believe that the findings as rhey appear are
biased in any particular way: the assumption'is that the errers of omission are randomly
distributed. The greater sacrifice of the second careerists cculd, perhaps, be inter=
preted as evidence of their greater humanitarian motivations, a'willingness to forego
material gain for the sake of service to others; or it cculd réflect a readiness to postpone’
immediate gratification for the greater long~term advantages attendant on upward mo=
bility in a new occupational.system; or it might mean the availability of other financial
resources, "risk capital," allowing the luxury of a rehabilitation career. Another pos-
sibility and less ennobling is that a few had no choice; blocked in their mobility in their
former careers, having reached an income plateau, they chose rehabilitation counseling
as an occupation which promised higher financial rewards over fhe years. These epra-
nations are undoubtedly true in some cases. :

Equally ||ke|y, however, is the posslblhty thaf these second careerists were forced
to disregard monetary considerations because they were pushed out of a first career.
Thus although the disability rate among these "income’ losers" is approxumately the same
as for the total second career group, the percentage of those leaving their prior work for
-~ this reason or because of lack of interest or ability on their prior job is over one half,
“higher than the group norm of about 40 percent. Also more than 30 percent had to apply
for their jobs in rehabilitation, rather than being invited by or introduced to the agency;
as will be seen below in the discussion of risk factors, this is a high risk method of seek-

ing work, suggesting pressure to find employment, and is nearly twice the rate for. the
“group as a whole. Finally, ‘less than half mention humanitarian reasons for enternng
~rehabilitation work proporhonately fewer than are found in fhe fotal group .

Push Facfors: interna | -m 'ohvahonal ,

The presence of d|sab|ement in one's |mmed|afe famlly is nof an external push facfor
- in the sense that one's own disability can be, and yet intimate acqualnfance with the
need for rehabilitation services and the problems of physical handicap may be a strong
- motivational pressure to a rehabilitation career and can be considered an internal push
~ (Table 8). About a-third of both first and second careerists report some such- famlly
- experience, 'with little difference between the groups .. ‘The data 'suggest the impact of .
this famrly experience on any- rehabnlrtahon career dec|s|on 3 but do not qualify as evi-

- dence. This cautionary note is necessary- because the rate of ‘immediate family disability

~ may or may not deviate from that of the general populahon It would be consistent with
* these data if most persons who exper|enced disablement in their family. found the asso~

 ciation with physlcal deviance highly unpleasant and would. strenuously avoid work

“which put them in constant contact with disability. - Because the National Sample con-

. sists onIy of those who d|d choose such work, it can offer no frrm comparlsons wnth fhose -

.'v‘who d|d nof e L S

, InfernaI pushes to a second career were topped d|rect|y when fhe prachhoners were -
asked "Why did.you' decide to do fhls kind of work (rehabnllfahon counselrng)°"

“The wnsh for humanltarran work: appears frequentiy among the responses to this open—

~ ended question. The goal of giving service to humanlty, he|p|ng, doing worthwhile -
..work counse||ng ofhers, and assrshng fhe d|sab|ed is vmced only s||ght|y more offen by
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TABLE 8
INTERNAL PUSH FACTORS BY CAREER STATUS CONTROLLING FOR AGE

o Age at Entry , K
AL Under 35 SR 35 or over -

:First-" ; .‘-5,' . 'Second '.f'F‘irst{.-,_ T .:"'Seoon'd"'"
. " . . - " Career- . -Career - -, Career - - . Career
Fomily Disobility 7 (N=365) (N 134) (N=37) (N—334)
S e % % %
None reported S 7040 66 4, S 7080 67.?.3.
iCIosest relotlve, parent or . A A
Closest relotlve, spouse or ST
' chlldren s L
' Other relotwes only

8 65_ AR

Total loo 0 ;,;57_7: :

Reasons for the Decision  * (N=339) -~ (N=127
to Enfer Rehab”“‘dﬁon % : | i e

Posmve, humonltorlon
reasons only S

'Negative reasons. onIy R
Mixed: pos|t|ve ond
negotlve reosons o

First coreerrsts ore more ||ke|y to express these posrtw _reo ons for the|r chorce Others v
o :gwe only o more negotwe rotlonole, such os rehobllltotlon work bemg the closest OVOII"

fon .{-Furthermore, the o
at: entry |nto a rehoblhtotlon. L
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risk, and with respect to this variable it is apparent that second careerists have an edge.
Three ways are used to operationalize the concept of low risk. Persons learning about
the job of rehabilitation counselingthrough contacis with a rehabilitation agency arising
out of their former work are presumed to have links.and relationships which minimize the
dangers of moving into the new work milieu. Those who are invited or appointed to the
rehabilitation couriseling position take fewer chences in changing jobs, since the new
work seeks them rather than the other way around. Finally, where earlier work provided
interpersonal or organizational knowledge useful in the new occupational enterprrse

. this avarlabrlrty of transferable sk|||s also reduces fhe risk of change. :

On each of these measures, fhe second careerists are drsproporhonately in. fhe Iow

risk categories (Table 9).. About 60 percent at both entry age levels became acquamted
‘with their present career by way of a prior work' reIahonshlp agency, compared to approx-
imately 42 percent of the first careerists, A third or more were invited or appointed to
the work; as against about a quarter of their first career colleagues.  And close to 60
percent report their prior-work provided transferable skills, while less than 45 percent of -
the first careerists had this advantage .- Furthermore, when these: three varrables are -
plotted to intersect, only six percent of the second careerists suffer maximum risk in
"having none of the low risk advanfages sfudred and nearly fwo-thlrds have at least two -

of the advantages. - - :

Each of these variables are in a single dimension, that of easy transfer between oc~
cupations, and are based on the reduction of danger as. measured in its rational economic
aspects.  However, as previously noted, another measure of such risk does not occur -
uniformly in the second career category: few family responsibilities. Younger second
careerists seem to take the greater chances in this regard, as they tend to have more
dependents to care for than the older second careerists. 26 Since the data as coIIected

~ do not preclude the possibility that these dependents were acquired after the initiation
~ of the second career, the facts were reexamined among those who had ad become rehabili-
tation counselors within the last five years. Here also second careerists were the more
burdened. with responsibility: overa third of those under 40 had four or more dependents,
_compared to less than 20 percent of the first careerists. “And the assumphon is-that most
were probablynot prolific enough to heve produced this many dependents in five years
or less, suggesting that they took the plunge of a job change in the face. of heavy obli-.
. gations. The alternative view, that these were financially well=off persons for whom
~ job change offered little risk, is unlikely in view of their prior occupahonal hlstorres
) feachers and socraI workers do not usuaIIy prIe up Iarge bank accounfs

: These rrsk takers may have been mohvated by fhe Amerrcan cquuraI vaIue whrch
applauds the courage fo gamble for high. stakes.’ W|I||ngness to take a chance on an
 ‘uncharted course in the hope of gaining a rich prize is part of the folklore .of the pioneer

“and the rugged individualist entrepreneur. More than this, most middle=class fam|||es v
and schools socialize children in the competitive ethos; the dominant value system con-
' strains the individual to put getting ahead above: personal security. The challenge of
c somethmg new and untried, to which an individual turns without any prior guarantees .
- of success, but with high hopes of material gain; is thus perhaps a second career pull in
its own rrghf In terms of fhe scheme used in prror anaIysrs, it becomes an mternal pull
factor. : : : :
g
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TABLE 9

RISK FACTORS IN ENTERING REHABI LITATION COUNSELING FIELD
BY CAREER STATUS CONTROLLING FOR AGE AT ENTRY

o Lo
,;:,

Age af Enfry TR

Under 35 3Borover

‘ Risk Factor .~~~ .;_._‘F|rsf .‘ Second “o 5 First . . Second
.. . Career - ‘- Career. . Career : '~ ~Career
‘Source of Rehabilitation - - (N=348)'_ ' (N 129) S TN=37)

. Job Inform'aﬁo'nl'-'“;-”_--j-,.?‘. % S gy e

client”

rehabllltahon agency L 42 0 58 ] .

100 o

(N 123)va. = _ S
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o 'fhus parhculor type of second career.

At the other extreme, the ease of transition between careers can also be considered
as a pull in its own r7g This view is consistent with the theory of occupotionol choice
He

discussed by Gross.2 points out.that the negative selection process could include a
decision to reject an undesirable course, followed by an assessment. of available means,
and then a search for ends to fit the means. This reversal of the ends-means sequence

is implied in adding low risk to the list of hypothesized second career pulls. Easy ac-
cessibility, based on a stock of available assets, becomes an external pull-factor quite
independent of the advantages in money, status or mobility- of a new.position.- In fact,
these benefits may be analyzed by the potential second careerists only after an occupa-

~ tion has been found which fits the battery of means at hand.

In these terms, the family situation, including the number of dependents for whom
a job holder is responsible, could be considered a pressure for ]ob' change if a first
career produces inadequate support, since the payoff of success in a second career will’
alleviate family deprlvahon In thls circumstance the follure to change becomes high. -
risk behavior.: : o :

The sltuohonol context, in short ‘cannot eoslly be categonzed in- terms of hlgh or
low risk with respect to one element of the situation: only, but must be considered as an
interaction process with such componenfs as level of family responslblllty, the avail- .
ability of fall-back fomlly resources, easy accessibility and likelihood of success in the |
second career, motivational and personollfy factors, whether the push out of the Ffirst -
career is external and cannot be denied, and other elements affecting the balance sheet
of probable loss and possible gain. More |mporfont|y, even when the assessmient of risk
credit or debit is accurately made, there. is no assurance as to which wilifacilitate a.

~ career change. Low risk will be. cons|dered by one as a situationally freeing condlhon,

encouraging a new occupational role, ‘but perhaps, for another, high risk will be the

~ stimulator or at worst irrelevant to the challengé of the new. Once again, the crifical
- issue may be age, wnth family responslblllty a more common- pressure among the younger

and family backing a more common push among the older second careerists .- Unques- :
tionably the conditions permlfhng the push factors to operate are present for a sizable
ma jority of fhe second careerists, a fmdlng consustent wnth fhe Iow r|sk hypofhesls

PULL FACTORS‘ S

Among fhe posslble otfrochons of rehobllltohon counsellng as a coreer, |ts |mpI|ed

. professional quality. is perhops the most meonlngful because professlonollsm i symboluc
- both of lofty humanitarian goals. and of more Venal: concerns such ds increased status,
" pay, security and opportunuty for. odvoncement Exomumng the dufferent images of the .

professionalism of rehabilitation counsellng is- thus a global woy to eshmote fhe puII of

N
i

Respondents mdlcofed thelr vuews of fhe professuonol IeveI of rehubnlufohon coun=.

'seI|ng by positioning an‘arrow on @ line ranging:from low: professlonolusm to'high.
~ . Anchor points were given: ‘county welfare social worker was placed at the low end,

clinical psychologlsf in the:middle, and physician at the high end of the line. These

' f._‘dato were then coded from 0.to 8; -on: fhe basis:of dwndmg the I|ne into nine equudusfont -
_'mtervols The resulfs are as summorlzed |n Table 10. . The second coreerusts are more

. _25.. .



likely than therr first career coIIeagues fo view therr present I|ne of work as hrghly pro=
fessional . Since a current attitude is here being analyzed,’ _present age is an important -
qualifying variable, as is present supervisory position. .Neither of these controls. affects
the direction of difference beiween the career groups in their image of the professlonal-
ism of rehabilitation counseling: the second careerists conslsfently view. their new work -
as higher on the professional scale. However, among those over 40 and among those
who are supervisors, the variations by career cohort are small.: “Generally both the
older personnel and the superv:sors are more’ sangurne about the proﬂ.ssronallsm of their

s
S

TABLE 10

" P'U’I'.L‘ FACTORS IMAGE OF THE PROFESSIONALISM OF
REHABILITA"'ION COUNSELING L

. Professionalism Level . First_ '-__'-Second ‘

. Attributed to. RehabiIF' © .. Career. . .- ' Career :.
_ ~|tahon Counsellj_ - 7(N=396). . (N—443)
Low (0 to 2) . .:'-1 s 25,00 . 18 5‘ o
- Medium (3to 5) 066,20 65.0 0
- ::.ngh (6 to 8) 8.8 ' .-,16.‘5.:- :
"'--'-',TotaI 1000 100 0

L careers . . Th|s may be because they have a greafer rnvestmen; in. thelr work and need to

' f,jjsurround it wvth a posuhve aura;: or alternahvely, they may ‘have more knowledge and.

- .perhaps. experlenre with incumbents of other occupations and’ hence be i ing beﬂer po- -
. "slhon to |udge_ p ‘ofesslonalrsm and deveIop a rahonale for thelr cho|ce . a

Anofher puII foward career change is fhe hlgher pay to be secured in fhe new I|ne

of work “There is no evidence that money is.uniformly a ‘meaningful incentive. As
~ shown above (Table.7), a sizable’ minority acfuaIIy took pay reductions when entermg
“the rehabilitation counseling counseling career. ‘On the other hand, the same data -
y .~]|nd|cah-‘ that nearly 55 percent of the older second careerists and 70 percent of the
. younger second careerists. gained: flnanclolly by’ the. job. changes CIearIy, the pull of
- higher pay is.a factor-for the potential second- careerlsfs, even. |f thls aHrachon does
-i,-f_'.nof dlfferenhate them from the first careerists.” = : - L
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" the ¢ cupahon is an important attraction-. : Objectively, it can be said that a government-

‘manage fhe Iarge numbers of neophyte sfaff Thus reaI conhhons exnsf aIIowmg for %

RIC.

A 7o Provided by ERIC

Somewhaf less amblguous is the support for fhe nohon thaf fhe mobllrty potenhal of

sponsored field such as rehabilitation, whlch has been and still is expanding rapldly,2.
offers many opportumhes for rising in the superwsory hlerar«.hy ‘Speedy growth putsa
premium on leadership and administrative personnel ‘who are needed to organize and:

TABLE ll
PULL FACTORS JOB SECURITY ATTITUDES BY CAREER STAI'US

'Pull Facfor S o ‘, Flrsf ._Second
Attitude : " Career: . :Career
-;-;"Rehabm‘f’aﬁaﬁéb’uﬁl..: L (N=405) ”.'}(N_465) _
: selmgﬁs Lifetime - %% i )

Career 3

~ Occupational Geal
- Now Achieved . -




TABLE 12
PULL FACTORS STATUS CHANGES BY CAREER STATUS

- CONTROLLING Fok AGE < *é%‘

W
ooy

3 RS Age of Enfry , R
Under35 =~ . = 35 or over |

Relation Prior Work First | '.'Se"c'_on'd L _"Flrst - "-Second

Réhdbiliratiohf‘}u» L T
“lowerstatus . .3.3° o 23.00 0 8D

“to Rehabilitationd =~~~ Career ~~  Career = . *Cclreer .. Career -

Co(N=B61) L (N=134) (N=,37): - (N=307)

o 13.4
Rehobllltohon',‘ T
samé status. 0 65.9 o 7597 o
Rehobllltot-on'_ O T
hlgher status 8007 '_37_;.‘3: e

a Stotus measured by Hollmgsheod seven sfep occupohonol rohng scoIe one component
- of the. Hollmgsheod Index of Social Position. For the first career group, prior job of
hrghest sfofus was used for fhe second coreerlsfs, fhe sfotus of fhe prror career.

occurred buf are obscured becouse no drshnchon wos mode m’fhe |ob hrstory doto be=

‘tween’ grode level within the counseIor, non-supervrsory ‘category; and in most- Iocohons
there are usuolly such"levels represenhng mcreosed responsrbrllty ond eornmgs. =

Age oppeors to ploy a m0|or roIe in explommg fhe proporhons for whom rehobrlrto- L
non counselmg is a step:up or down the status iadder. Generally. the older entrants are
‘more likely to move down to a rehabrlltohon |ob ‘while younge:. second ‘careerists and-
oIder first careerists are the most apt’to- step- up.+ As for . promohon wrthm ‘the f|e|d entry
s is: nof a suffrclenf explonohon for‘coreer group dlfferences. Whlle there are’ onIy




! ' .
'The only estimates of the |nterna| pull the intrinsic attractions of rehabilitation -
counseling as a career, are gleaned from the |ob satisfaction of the incumbents, as

sistent. differences between career groups emerge. While only 19 ‘percent of the first
careerists express some level of dissatisfaction with their present work and 19 percent
aiso indicate their plans to leave the rehab|I|tat|on area. at some time in the future, the

ists are dissatisfied, and 14 percent have. intentions of leaving the field. Asis the case’
with professional’ and semnprofessronal occupatlons in generaI most practltloners are .
satisfied and plan to stay in the work, suggesting that it has a pull for persons seekmg
to change their careers from less gratlfylng endeavors. To the extent that present gob
satisfaction and intention to continue are indicators of |ncumbents ego-lnvolvement in
their work, the second careernsts evrdence the hrgher rate’ of attachment

The operatron of varrous push, r|sk and puII factors has been examnned for thelr
effects on the life hisfories of rehabnlrtatron counselors.v For the convenrence of the -
. reader, these factors are summarrzed beIow. RO

N Factor ., VarlabIe Consrdered
- External. Push ".-personal physncal dlsablhty

“need for a job , :
social dlsIocatnon as. reason for
dropplng ear||er career |nterests

InternaI Push 'f”:'famlly physncal dlsablllty ’
B ,,jdesrre to do. human!tarlan work | _‘f

~ Low R'i'ski - »_ - pr|or famlllarlty with work
.- - . easy access to ‘employment . i :
RN "OVOIIObII'lfY ot' transferable Skl”S o oo _,'f‘ o

. fExte_rna'I_I*PulI_».-";- o 'professnonallsm of rehab tatlon counsehng
e gfﬂ%ﬁnanclal ga|n L : :
e ..‘.'status garn

InternaI Pu||_ work satlsfoc.tlons'

¢+ With regard to'the push’ factors, se
o ;ablllf)"' bove the national’ norm " ofﬂzabou ,
- 35 when entermg the field: had o'abandon’ earller career |nterests because of externaI

. ;__,’f'»these events are’ typrcal of the populatlon as'a whole is hot-known . “Among these older
.+ entrants there were alsofsome who took a eductron in: earnlnge to become rehabllntatlon
"counselors. :

i

- _________.__—,.______‘____ e - «

measured by direct inquiry and inferred from future occupatlonal plans. Small but con- .

rates for second careerists are even Iower. In contrast, 15 percent of the second career=

PUSH RISK AND PULL FACTORS--A RECAPITULATION e

. situations’ such as chance occurrences, depressron or. war, aIthough the ‘extent to which:
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abled. Most gave humanitarian reasons. for entering the work and believed that incum-
bents i in their occupation performed a worthwhile service to humanity., When age at
entry is controlled these dlfferences in mohvohons, experrences and snfuohons are less
marked. : :

Risk factors piainly support theoretical expecfahons Mosi second careerists had
prior connections with rehabilitation as clients or colleagues and' in their earlier work -
developed interpersonal or orgonrzohon skills useful in their new endeavors; in fact over
a third were invited into their second careers.  These factors are more characteristic of
the second careerists than the first: neorly two-thnrds had the beneﬁt of at Ieost fwo Iow
risk conditions slmultoneously ' ' -

As for the pull factors, most second coreerlsts attribute a moderofe or hlgh level of
professionalism to rehabilitation counseling. Also most gained an increase in earnings
as a first result of their second career work, and a sizable mlnorlty advanced in cicupa-
tional status by entering the field and/or enjoyed promotions at or after entry. Finally,
most consider rehabilitation counsellng a lifetime career and state that they have cur-
rently achieved th2ir long-term occupational goals: they are satisfied with their jobs
and do not plan to change in the foreseeable future. " On these variables the second -
careerists are distinctly different from the first career group onIy on the professionalism
scale and in the lesser extent to which they made financial gains in entering rehabilita-
tion work. Controliing for present age or age at entry wipes out all other differences
except that promotion variations persist among thcse who were under 35 when toklng
their first rehobllltohon job. ' '

Various comparisons acriss modal oge-coreer cotegorres lnfroduce a new element
into the onoiysis It is apparent that older age itself is a’ conditian of second career -
status which is responsnble for a number of fhe chorocterlshcs ar’ J othtudes of second
coreerlsts " ‘ s _ S ;',-'

In oddmon the posmve |mpI|cohons of more mofure years, such as greofer breadth
and depth of experience, more informed judgment, more self-confidence, and greater
stability could give second careerists an edge iin certain types of job. market. . Negative
attributes sometimes associated with advancing age, such as ill health, rnflexrbrlrfy or
refusal to accept |nnovohve ideas, would be deficits, if fhey occurred, in-almost-any
market. Although age as an asset does not necessorlly accrue to oII second careerists,
it must be conceptuollzed as. potenholly so. -

Thls pount of view' o'oces age unexpectedly in fhe puII as weII as in. fhe push cate-
gory. Previously considered ¢ ds.a possible push factor, in ‘that advancing years can write .
finis to a first career and force an individual out of a job into the labor market seekirg
new work, .age cleorly can also be a door-opener ‘To the extent that the ovolloblllty
of a specific job is.an attraction Iurmg the. mdlvnduol to'd new line of work the fact .
that in cerfain: Iobor cofegorues oIder persons are soughf offer mlght precnpltote the choice
of a second coreer ' S . :
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In summary, it can be said that, while the push factors do not present a distinct
plcfure of what propels an individual out of a first career, the pull factors which draw
him in a new direction and the elements of low risk which smooth his fransmon toa
second career are rather clearly delineated.

111 health, the discontinuity induced by ‘war, job loss and the yearning for social
usefulness each apply to some second careerists, but do not form a consistent patterr:.
It is apparent that explanations for leaving a first career are many and varied, depending
on individual and social circumstances.

The attractions which motivate a career change are less equivocal: they might in=
deed be dubbed the three P's == professionalism, pay and promotion. Whether because
of the status emoluments or the ego-gratifications of service, ‘he imputed level of pro-
fessionalism of an occupation appears a powerful lure for a would-be job changer. The
reality of an immediate increase in earnings aplees to persons in both career statuses

“and across age categories, while upward mobility is the particular reward of the second
careerlsfs, especnaIIy if they enter their new. work before they are 35.

Low risk is fhe unique advantage of the second careerist His connections from his
previous career, along with the transferable skills he brings with him, offer a relatively
easy entree to a new occupational domain. The dominant finding is thaf while push and
i , pull factors may be hazily defined, there is no question that most people entering g sac-
ond career have minimized the rlsk of change. :

SECOND CAREER AND REHABILITATION COUNSELING MANPOWER

Second careerists, it has been suggested, tend to enter rapidly expending occupa=

tions, where vacancies are so numerous that they cannot be filled by new entrants to
the labor market. The leadership in such mushrooming fiélds, in its search for needed
personnel, turns to people whose capability has already been proven in related types

~ of work or those who have skills which can be modified to fit the rehabilitation mold.
Co-optahon is @ common practice in such situations. This was undoubtedly the pattern
in the early periods of rehabilitation counseling, when a staff had to be swiftly gathered
together to meet the legislative'mandate for newly created services. History is likely to
repeat itself in the late sixties: " innovat.ve government programs have extended the scope ‘
of services as well as the eligible clientele of the rehabilitation enterprise, and the . 1
needs for staff are mounting. Once again manpower must be sought, and openlngs for o
second career types wnII occur , e ‘

|n soIvnng its- manpower problems, however, the rehabllltahon field would be well
~advised to make systematic use of the data about the characteristics and attitudes of o
»:second careerists which have emerged from this study of the rehabilitation counselor. N
" Both in-terms of sources of new personnel and of motivations to cchange careers, the '

. flndlngs of th is’ paper have a number of prachcaI lmpllcahons
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With respect to new sources, the data suggests that individuals who have experienced
disability, either personally or through their families, might be open to a career shift.
Those who have worked through a possible initial distaste for the reality of visible dis=
ablement should be less likely to reject the notion of employment requiring frequent con=
tact with domaged human beings. Furthermore such persons might be highly motivated
to perform helping roles, because of their recognition of the critical importance of such
assistance during a life turning point.

A second source is among those whose prior career [ine has already been broken by
an external event. Where previously they might have been hesitant to make a shift
because of the'security of the familiar, a changed situation can offer a new freedom of
choice. Thus the closing=down of an industry or termination of a government program
can release personnel who might be both in need.of-a.job and ready to embark on a dif-
ferent career line. Essentially women in their middle years are an’ available source be-
cause they have been situationally freed by the departure of their chiidren, just as the
elderly are released from a former line of work by retirement. In fact, early retirement
of members of target groups should be encouraged; prospects could be approached in their
early fifties. Both these groups, it should be added, are apt to cn|oy a 'noiurlty of out=
look useful in the rehabilitation process

Recognition of the opportunity involved in dislocation underlies present attempts to
persunde men returning from military. service to enter various public servrce occupations
and professions, regardless of their former career lines. Similarly, armed services re~
tirees from the middle ranks should be viewed as potenhol.rehobllltohon workers

To the extent that rehobllltohon counselmg achieves the goal of professionalism,
this line of work can exert a pull, attracting possible career changers. The aura of
professionalism includes the giving of humanitarian service to others, a strong pull in its
own right, but also the enjoyment ‘of higher pay standards, status, and power over the
functions of the rehabilitation system. While the rehabilitation field might be reluctant
to attract personnel solely on this venal basis,  the fact is that scme prior second career
motivation can be attributed to expected flnoncrol and psychic rewards. Certainly the
numbers of persons who gained in pay or a step.up the status ladder by switching to re-

" habilitation counseling underscore the importance of these factors. However, their
- chief oppeol in the past has undoubtedly been to persons in professional. positions whose

emoluments failed to match their responsibilities, as witness the disproportionate num-=
bers of teochers, coaches, school guidance counselors, and odmlnlsfrofors who have

transferred their allegiance from education to rehabilitation. As pay and working con=

ditions for those in the teaching profession improve .through’ communrfy and organization
action, the appeal of rehabilitation counseling will become relatively less powerful,
and these groups may no Ionger be as rich a source of second coreerlsfs

Low r|sk as a consequence of pr|or knowledge of fhe fleld as. weII as fronsi ‘erable
mterpersonol or organlzohonol sk|||s, is undoubtedly a crrhcol factor for many individ-
uals in the decision to change a career line.. This argues for seeking rehabilitotion

-~ counselor candidates in related or ancillary fields, for example, social workers, welfare
, coseworkers ond the Irke, as well as feachers ond school r'ounselors Mony in such prior
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occupations are women, as of course are the housewives whose experience as community
volunteers gives a background for rehabilitation work. Any lingering tendency in the

. field to resist the employment of women could theréfore shut out a prime recruiting

source.

Furthermore, other groups which have been previously foreclosed from counselor
employment because of color discriminatior. or educational levels considered low by cur~
rent standards could be a hitherto untapped source of second careerists, particularly if
new methods of specialized training can be devised. A college degree is not a magic
key to the knowledge or mature judgment needed by the capable empathic counselor.
Pullman porters, bartenders, salesmen, union stewards, hospital orderlies and others who
have dealt with people in their former work may have acquired @ practical knowledge
of human dynamics and may possess a high level of intelligence. With such a combina~

tion, college equivalency testing for those without the dlploma plus.an intensive spec=

ialized training program could well produce a second careerist easily able to match or .
exceed the youthful B.A. in doing a professional job.

‘One other implication of these findings for manpower problems in rehabilitation
concerns the retention rate for second careerists. The findings as they stand suggest that
second careerists are most likely to stay in the field, once they have entered it, since
those with long service are predeminantly in the second career category. This conclusion:
also follows logically from the definition of seconi careerists. As persons who have had
first careers, they have remained in a previous occupational field over a period of time
and have not wandered from one type of work to another. . On the other hand, while -
they could have tried a variety of different jobs in their field and thus not have been
steady employees, even though in the same career, the fact that they are older as they
enter a second career and that older persons tend to change jobs less frequently argues
for a relatively low turnover raté in rehabilitation. Longitudinal research now in pro-
gress, involving a sample of rehabilitation counselor students, will give some guides to
different turnover probabilities among first and second career groups.

The capsule conclusion from this entire ‘excursion into counselor job histories is that
rehabilitation leadership will make a serious error if it focuses its recruitment efforts on
the college senior. Without neglecting this source of manpower, the field must recog-
nize that it is only one of many and perhaps not even the best, or the: largest, pofenhal
staff pool. Possible second carer-'nsts should be ccn5|dered as at Ieast an equally i |mpor-

~ tant source.
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