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. N Introductlon

‘

Wlthm six months after the Conference for which the
papers in this volume were pgepared, the number of un-
employed rose by almost 50 percent and stood at a shade

under 9 percent of the labor force. A significant pait of,

this upturn was generated hy the loss of jobs among

adult experienced workers in such sectors as construc-

tion and manufacturing’and in arange of industries from

autos to textiles. Despite the large influx of older workers\

into the rfinks of those without a‘job, the proportion of .

. all une:?/p?oyed ‘who were -teenagers still stood at 22 lkr-
» cent. In fact, the proportion of unemployed' in the ‘age

P 7 group 16- 19__years had not been lower than 20 percent -

since 1963. :

Y - This group of youths is and has been a very diverse
one indeed, compriding not only men arid women, black
_and white, but also those with a full-time attachment to
«The labor force after leaving school as well as full-time -
students available for and seeking a part-time Job often
only. durmg certain seasons of the year. Nevertheless,
there has been considerable concern about the factors
which generate the high rates pf unemployment among -
the group and various studies have ﬁte;\mpted to assess
the impact on them of everything frommjust sheer lack’

of work-experience to the mxmmum\wage to discrimina-
tory attitudes towards young workers to the changmg

pducational prerequxsntes for emplo“yment that have ac- *
companied changes in the occupatio"T mdustnal
structure.
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v This concern has included questions as to whéther we
“~ . eally dfford the right and respgnsive structures for mov:
ing into the labor force that these youths “require—
*_-whether, as the first paper in the volume asks, we as a
.. sqciety provide the “rites of passage” needed for . making
_the transition. The question is, of course, just as appro-
priate to the educational institutions as it is to those on
the labor force,side, and the current emphasis on career
- education is a sign of the recognition of that fact. At any
' " rate, both here and abroad—as the paper by James Gass
o of-thé Organization for Economic” Cooperation and De-
. velopment notes—we are trying-to evolve alternative in-
stitutional arrang e& which will facilitate the;move
from school to wotk which, more than incidentally, could
and does take place more than just once.

It is in this ;context that the United States Depart-
I, ment of Labor and the School of Business Administra-
tion of Temple University conducted a Conference in
_ October 1974 which attempted to assess the role of labor -
market information in the process. of helping to endow
young people with what they need to transact with the-

school-work connection. :
This volume, which brings “together the. papers de-
livered at~ the Conference, begin§ with adiscussion of
\Zxany.of the issues just reviewed. Because any “specific -

R

imension of the problem—including lakor market in-

formation—cannot be assayed without reference to_its
context, there follows a factual revieweoiﬂwhere we are
and expect to be in the immediate years ahead in some
ithportant dimensions of our population, labor force and

. employment trends relating to youths.

: In the latter part of this volume the reader will find a
series of papers which contain an intensive discussion of

) the potentialitigaif improving labor market information

.
R

for young peoplé.npot only in the kind of. information
but in the manner in which it is made available.. Those .
who mpust evaluate and analyze and indesdh.collect this

S T
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Introduction xi

kind of information will ﬁnd papers which are not only
descriptive of programs of interest, but als8 papers
which ask hard questions on the very role of labor mar-
ket information in the field to begin with. Practitioners
will also find case histories of new programs which again
are not only descriptive but which evaluate and recom-
mend courses of action as well.
. As some of the materials i, this volume indicate we
have passed the population and’labor force crest of the
huge wave of youth which was a hallmark of the ‘post
World War II eta. For those who had to cope with the
wave, sheer numbers often inundated all other consider-
ations in the design of policy and programs. Perhaps
now we will be able to pay more attention to quality as -
well as quantity as we move into the fourth and last
quarter of the century. :

SEYMOUR L. WOLFBEIN
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In this opening section the problem of improving the
connection between education and work for young peo- -
ple is viewed as a crucial matter of social policy. Moving
from quite different vantage points, both national and
international, thefirst two writers emphasize the need
for a new formulation of the process itself. They make &
clear that the problem goes well beyond the particulars
% - - of t kind of information is given or how it is pro-
vided and involves some very basic questions about
“laundhing new institutional arrangements’ for bringing
people ‘across the maze of thresholds into the working
~world. - :
In the United States one of the specific policy and
program responses in the field has been in the form of
career education. Its principles are explained in another
paper presented in this section and this is followed By a™ \
presentation which describes and evaluates one corjcrete
‘exampple of its applicatign in one stateand the implica-
7 tions for new institutional formats it suggests. :

~

-~
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R " The Rit_es‘gf Padssage
) "+ * Richard F. Schubert

[}

The ideas, the techniqies, the very subject matter in-
. . volvedin improving labor market information for youths
¥ 7 deal with one of the most important areas and one of the
'+ *most critical periods in the lives of yoang people. It is
* " worthy of our very best thought and gt is very much in
tHe forefront of thinking in the Department of Labor.
In attempting to provide a keynote of a kind to the
. . matter, I have looked at"the Erobler’n of improving labor
o\ - market information for youth in terms of a simple forth-
right, perhaps significant phrase that would indeed serve
as a keynote for what we face and what we are attempt-
ing to accomplish. At the risk ‘of being accused of prac-
. ticing anthropology without a license, I believe a useful
way of approaching the problem would-be-in terms of a
“rite of passage.” As defined in the Irternational Ency-
_clopedia of Social Science, “rites of passage’ involve *
“those ceremonies which celebrate an individual’s fran~
sition from one status to another within a given society.”
There are a number of examples that can be cited. In -
one tribe, in New South 'Wales, boys of a certain age
participate in a secret ceremony during which a priest
knocks out one of their teeth to.the'sound’of a loud,

NG SR
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¢ hummmg from a seml-m ical mstrument called» a “bull >
., . roarer.’! After the tete n the young man who by -
#°'. mreafs of the ceremoﬂS/ i‘;as been -transferred and .
“ transformedfrom boy to adult in an hour is* glven a new g
-*_name to sxgmfy his changed sthtus . - ,
“In Notthern New Gumea"the same end is gehieved by ¥,
having each boy ent%r,a.lgrge forladdmg—jooldn ut. As . =
; the terrified ﬂoys approach the éntrance, their elders ve
* who are hidden'inside’ begina chorus of the same “bull *
‘roarer” to mtumda& the approaching, young boys. The . - "~

'boys aw spraﬁ'fed w1th a stream of water, mgmfymg re- P
.. "lease.from the Yonfinés of youth, 4nd at the same time, ’ N
' sxmultaneous achlevement of manhood. * . e
In oné of the Fiji Is"lands the “rite of passage coné
) »sxsts of being shut up in a‘hut for five to nine days, .' .

'fngbt,ened by various sounds, being smeared -with a - ,
: yEllow dye and other indignities. At this point, each® . ‘ *
youngstet {8 tatbed with thorns on the chest or the - -. .
. . ‘arm, afte®which a priest; disguising-his voice, speaking '
‘a - through a trumpet, reveals to what are no longer .ir- -
", responsible young peopla/the"secrets of the tribe and the
rules that. govenﬁt. s K
Almost "every- prigitive socxety has such “rites of
passage.” While thed¥ ati first glance seem £antast1c and
~ ridiculous, they’actually serve an important functlon in>
fact a number. One in particular should be of interest to
every parent and every_student.of society. Enabhng .
’ young people to move directly from childhood into man-
i hood or womanhood, they do away with a painful and .
notorious stage in human development known only as -

‘“‘adolescence.” Anyene inventive enough to come up /‘,_
- with a similar process of avoiding adolescence for our, _
“culture would probably be a prime candidate for the .

_ Nobel Peace Prize. .
' This should by no means signify that we do not our-
selves,\in this land of the free and the home of future
~ shock, Bossess the “rite of passage.”” We do, although it

’ ] .
o
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. seérpl to intensify rather than eradicate adolescehée. Our
*  “sfte of passage,’ however, does res'en}bl‘e‘;?a‘t' of our
“primitive’ brothers in that it entails a’pe

most/likg .one facing having a ‘tooth removed without
novacaine. The resemblancs, of course, doe§ _not extend
to the.use of “bull roarers;” but then again, the inhabi-
tants.of New Guinea, New South Wales, and Fiji do not
\ have the Rolling Stones eithe} Yo fill that void. -’

Our dOmesticzited‘ “Fite- of passage’” b?g’ms when zi- .

yoling person starts,what must seem like-an interplane- -
- tary" j urhey to’ the,world of wo k. That process ob- -

, viously iqyol\{es/ # thousand questiors: Should-1 stay in
. = - schoal? Is this stuff they're feeding me really of any use?
What should I study? And for what jobs? I read.that
there is a_shortage of psychosemanticigts; - how' do you
-get to be one? Does that mean here in Omaha or i8'it in
New York or "Washington? Where do they~need them
imore? How can I find out? Will there &till be a shortage
after I've learned to be ome? How much will it cost? How
much will I make after I graduate? Where do they teach
it? And there are other questions, too, eéven in this kind
of fairly materialistic age. Questions like: Is it a good
. thing to be? Is it worthwhile? Will I be helping ,people?
"And would you believe: Would my parents Be proud. of
. the fact that I am one? There are persenal questions
too: Am I capable of learning it? What should I study
now in order to prepare myse#? And always these ques-
tions as well: Whom do I ask? Where do- I’ find - the
answers? Where are the answers? Lok
In our ’infqrmation-rich society, where we often have
statistics to respond not only to every known need, but
often, it seems, to some yet-to-be-discovered need, the
answers are everywhere. Byt as so often happens when
‘the answers are everywhere, the answers.are nowhere.
The fact is that with the exception of some, all {00 few,

o>

O

L3

\’J""\ . X

]
oo . od of ¢om-
~ plete confusion on the part of the youngsters involved,
during which }hey are lost and almogt s miserable, al-
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o A
school systems,-there sunply /s’ho single squree thdt can

' answer these questions. There is, therefore, no “rite of -

" passage” from school to work as constructed for modern

‘cation closentggether ”

American youth,as the “rites of passage” o5 prumtwe ;
people are for their young people.

Perhaps in this most complicated society, it is too
much to ex}®ct that kind<of effectiveness in dealing with
such a basic human situation that primitive, more simple
societies have possessed, seemingly, for millennia. N\t

Frankdy, don't agree with this defeatest point of
view. I dén’t believe that we have to be less’effective
than peoples living in Stone Age cultures. I believe that, <
there is a lot we gan do, and certamly a lot-that we m
do: I was, therefore, as I hope you wgre, highly encour- -
aged when, at Ohio State University, President Ford
announced that he was asking the Departments of Labor
and HEW and Commerce to report to him on “ways of'.
bringing the world of work ‘and “the institutions of edu-

Ny

Two days later, with What I am sure you will agree

£

.y

was an excellent sense of timing, the Department of /L'

Labor’s Manpower Administration announced a program .
designed as a S toward that. The. program in bnef

~ seeks to aid people ih the job and career selectio prgé—

ess, providing them with cerrent, accurate, and ocally
relevant occupational information. Of course, the Labor
Department involvement in the field* of occupatlonal
labor information is already quite extensive. The ‘Bureau
of Labor Statistics, the Manpowér Adnumstratlon dis-
seminate a variety of occupgtiopal data: Thé Occupa-
tional tlook Handbook, Dictionary of Occup&tzonal
thles, unselors’ Guide to Manﬁbwer Informatzon,
Health Career Handbook, and a monthly ‘microfile, Job
Bank Summary-Report, and a wide rénge of specific
particularized studies, often used by counselogs and stu-
dents‘alike.

Despite the availability of-this information from the

I
15
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federal government, as well as occupatxona}#maﬁon_
provided 'by private sources, it 18 increasingly fobvious .

_ to all of us that many young people receive erroneous
— informatioh about the world of work..Some of it is in-
" effective- and even damaging, these “rites of passage.”

. Seeking to devise a strategy to respond to thig problem,

v " the Department -of Lgbo"r was - encouraged “by’ occupa- -
k " tional informatioi efforts that have emerged in several -
states and lotalities. Thest efforts-clearly dembnstratg:

that systems can indeed be désigned to provide relevant
‘occupational datX forms that youhg people, both in

“ gchool and out of "school, can comprehend, understand

v ‘and ap\ply. The experierice fained through these projects

'. has encouraged the view that their extension is both

1

.o feasible and desirable, provided - suckl ‘extension is.
. grounded in practicat labor market information ‘olg.tained S
¥ . from reliablé national, state, and local sources.- o
. o p&e effort announced two dayg after President, “
v, 8

. at’Qhio State, addressing hi self to thil problem;;
o . % .invblves a -grants program .inrcorporating ﬁn’f_of tl*ef'
- principles and practice§ that have been provencsllccess+
’ " ful in state and local programd, This approach-offers a. -~
* number of advantages, not- the least of which is that it~ .
can stimulate specifically the kind of creative experi- -
ments that have yielded ch excellent results in\Oregon, &
and elséwhere in our natiorh: ) \ S
 Under terms of the grants programs, ten initial grants -
averaging $300,000 each have ¥een made duYing the
fiscal year that ends in June 1975, These grants are sim- .
ply designed as seed money, intended to_stimulate the
creation of occupational information gystems ini the ten
states chosen from those who made application. o
I wapt to point out here that while we are /delightéd ’
to be-able to respond to the. Prestdent’s in/'ltiative;" by
launching this program, we simply view it as’@ first step,
a part of what needs to be done to create a ratidial,
, " indeed "a national, “rite of passage’ for America’s young

- -

‘¥ o 16




| 1 | " SRICHARD F. SCHUBERT 8

. people. The overall problem of bridging the gap between
.+ education and work involves. clearly niany,‘many ele-’
" ments. These include what might-be called the seven - _ ,
dimensions of isolation of education from work. P A
Dimension one is characterized by lack of informa-,, '
" . tion by both students'and educators on the world of »
- work experience/ © ~ T -
Dimension two involves the lack of relevance and the - .
meaning of such education to work, a lack that could be F
rémedied_through-a better understanding by. educators, .
of the kinds of préblems_that education could hélp to ‘,
s . resolve. * e T
Dimension three involves the lack of knowledge by the
world of work dt the kinds and enrichment that .eddta- .
tion can provide. : ., )
Dimension four inyolves the division of bur lives into
a time for education, a time for work, a fime for retire-. .
ment, mstead of being seen for whatAt is: d*process of
continyal developmenjgand po al continualeenrich- .
. ment: ' B C ' '
Dimension. five' involy the segregation of ages that
serves, to redlice’thg/input that youth and adults have

into each other’s 3 Htudes, knowledge, and well-being, . . .
<o " Dimension 'six is reflected by the lack of opportunity -
on the part of youthto assumb increasing responsibility
_ and working together with adults in a_wide ?riets: of
. Dimension seven-is the distrust that has grown up in.
‘educational institutions of the practical and: the eco-
nomic; and conversely, in the world of work, the distrust

_for the humanizing influences of education. *

. All of these dimensions of isolation between education
and work are magnified by an elaborate network" of .
structural barriers, ‘law regulations, customs, attitudes.

- Many of them may prove- highly resistdnt to even the
most dedicated efforts to change. But none of them
should be premitted to stand out against our common

' .17
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desire Ynd our common need, to develop a rational “rite
‘of pgégage” worthy of our nation, worthy of our young

7 people who inhabit it, and whe indeed will inherit it. It is
« , for this reason that the Department of Labor, HEW, LR
~%.© .’ dnd the Department of Com drce have gstablished the

- Work Education Policy Group; to isala ey-issues and
develop proposals by means of which the federal govern-
ment as a whole, as an entity, can take a range of »* .
" gignificant actions. -, . _
S The -problems to be discussed here at this conference
are entirely - consonant with those being considered by
the. Work Education Policy Group, and will certainly
contribute to its ongoing:deliberations. .
. __ One final word #pojiglugion: Our nation seems to go
v " ‘through cycles a 1v-—--"’?;‘=y m and optimism. Right gow, it
e ~.. would seem Wk are in a pessimistic cycle that is charac-
) terized by an emphasis on o:?bproblenm rather than 0130 -

N

our capacity to solve our p lemns, and the fact tha oo
/" every prablem is, indeed, an_opportunity in dmgu?e A
" few Years ago our attention was focused’ on our capacity .
rathér than on the difflties that would test that capac-

* %, ity. In view of ourp nt  pretty somber mood about
things, 1 think it vitally important to look at our prob-
lems realistically, to seek and to generate asense of our

' enormous, in-fact unmatched, capacity of solying them.

' ~ Thus the initiative of the President in this area is doubly

i important. Not.only will it produce practical steps to-
v ward giving our nation a “rite of passage” worthy of our

- young people, it will also help us lift our eyes upward,
and remind us that we don’t have to gtand numb, °
powerless 'in the face of challenge; but that we cantill, -
as we have so often done before, use our hearts, our
minds, our spirits, our will. to create a better society. -
S ‘ L
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' . Ronald Gass.
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. The subject of the transition from school to work i8'§
Te .very daunting, difficult, important affair. In beginning
analyze it, I started to look for scapegoats. After all, if

* jt.is all going wrong, somebody must be to, blame. Of | = -
course, my thoughts first turned to Doctag Spock, since
he taught us to teach our children to behave as though
- institutions and society could adapt regardless. Then I/
thought of Margaret Mead who taught us that what- (
ever the institutions of society were, individuals would S
~ adjust their personalities. owever, I finally felt that I
Lt should chioose a European to be the-scapegoat- Of course,
' discretion being the better part of valor, I'have chosen a *
d European. I have chosen Mr. Hegel who is respon-
. ible for embarking us on the line of, thought that, mest
ey of our problems are tg be stated, analyzed, and solved in
' ,the terms of an abstiction, which we call “society.” In
- the present subject, I cdn see the abstraction as the.
labor market and the.}educational system; and they are ;.
_both related to the society. Yet, oddly enough, thesort . .
- .of societies in which we live are supposed to function , -

| 3¢

_according to another principle which is, by and large, .
N
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f 19




-f ‘ v ’ . N
| RONALD GASS 12 C

that what we call “society” works best when individuals
‘are ablg to behave both rationally and freely. So the .
. point of departure for what I will have to say is that -
X there i3 a rationality of individuals which is not the same, ™
. - and indeed may conflict with, the rationality of society. -
Following that idea, there seem to be two fundamental ¢
: points at which individuals may find themselves in con- o
» . flict with society. One ds that we depeyd very much on-.
what I} would like to call the “sécurity of our destina-
tion.” We need to know where we are going to some ex-
tent; We need to see where we are going. We all know ¥«
that in}a traditional society, an individual belongs to a .
" social-educational-occupational groupﬁng which somehow
defines{where he is going. #hd we all’know today, be- -
cause df educational growth, geographical moblility, ac-
cupatiopal mutations, all the paraphernalia of ecorjomic
growth|/and social change, that this way of defining the
. dwtinai ion has,disappeared. - B A
- The/second ftm.a‘amental point is what we could call
k of conviviality; or if you would like to take the
ite view, segregation, reflecting the -reality that
individuals néed to feel- connected by human relations
beyond themselves and beyond their own grodp:-In the
sort of societies.in which we now live, the' phenomenon
of seghegation is present in terrhs of the g;eggration gap,
thé gap between the school and the commumiy, the gap - -
‘Between the intellectual values and\gkills and%those of a
Sim ical or manual character. : o -
- But{before proceeding, I would like to add. that this
' probletp of youth is also the problem of mhny other
groups. It is, for example, also the-problem of retirement.
I dare say that many of us here react, respond, look to
retirement in very much the same way that.young le
feel about their working situation. And I dare say that
the aged feel very much the-same way, and " n?aybe 2

~

A

'
¢

- % . \

married wothen, those who (I nearly said “condengnied”)
. are brought by societyqto liv‘&‘injsuburban communities
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to be separated from the action, that they too feel
phenomena of segregation and the absence of a destina-

tion. . N J—
S * Now '@ are to overcome t}ese gaps in our Bocial j
- . arrangements, then we have a’problem that calls for 7
more than information and guidance. We cannot solve
these breaks in the life patterns ojuiwndiViduaJsthich are
_/  the-consequences of institutions, simply by providing
, _ more information. ’ ' ) \
I T ! There is a good-deal,of theory and empirical evidence
to suggest that if you ad to choose between the i%:l-
ence of-infortnation and the influencé of persuasion-gnd
the influence of participation of doing something—it\is -
Lo ~ the latter which will lead people to change. .
So, I would like t6 suggest to you that the basic prob- .
lem of the transition between school and work is more. -
than a problem of inforniayjon. What we need, I suggest,
are transitional imstitutiony, instjtutions which en%tég
young people, and, if my andlysis is corgect, not-so-yodng-
People, to have a foot in two worlds; th;e world that they
. are jeaving and the world to which they are going. ’
ow what I would like to €xplore with you then is the -
idea that we cn create another way of doinf it, another’
- nlx.odel. It is not,a .real"modWs not altogether an .
A _ invented model. It’s a mode] I willdraw from what I see
. ~ to.be the trends in Europe. d-wouldn’t be disposed to
\ © 't try to.develop’a model based on ‘the trends in this enor- .
moysly complex and unique country.) 7 )
Broadly speaking, I would like to say that the change
“that is taking place is a move from the great objective of = -
'society which was to say that the young people willLbe |
introduced. into Society, will be spcialized, will be selected,
‘ will be brought into the social structure by a process of
\ increasing, lengthening#compulsory education. The latest - -
historica} expression o\:;at was ‘after the-age of 18. 1

>\

* say that on the basis\of a specific poli ;'ca}“”cﬁécussion
which took place in Versailles in 1971%%hen the Euro-
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pean ministers ofj qducatlon met, and the underlymg
idea was that the next move is toward compulsory edu-
cation for everybody to the age of 18. Two years later,
in 1973,.in-Beine,-that political goal had been'sunk out
of sight, disappeared,lost, put back. And put back for
what? That is the qu?shon What do we put in the place
*of the idea thﬂt young people should be connected with
" society via'a process of continuing and comprehenswe
education to, shall we say, the age of 18?

™ What I would like to suggestto you is that whatis
being put iff the place of that jdea is a different one,

namely, of offering young people a wider, mare flexible,

more realistic range of work and social opportunities. If
you like, what we need, and this I recall in the paper by
Undersecretary Schubert when he said this was a social
problém, what \we need is a social policy. What we "need
is to look upon ‘young people as an mtegral part of so-
ciety. Whdt we cannot afford to do, I ‘think, is to fail to*
create constructive alternative opportunities for them. It
surely is a great criticism, a great failure of us all if we
really have to go.orf saying that some group of young

: peoplﬁ\"énnot find responsxble, constn\rctlve work. "

~ What would be the major principles of this ,pohcy"
What would ¥4 the lgjt motif of such.a policy? First of

- all, I think, &5 here I am working between the world of

.what is happg¢ning and what I think might happen, we
would say that these opportunities would be more indi-
vidual. It would recognize that we cannot cram all young
‘people-into the same mold. There are different parts of
devel@nt Secondly, these parts of development would
be more autonomous. other words, the young people
themselves would de them. They cannot be defined
for young people by a\system. Thirdly, they would be
more flexible. We would Yot wish these arrangements to
be such that we would c el young people as we have
done in the past, for example, by allocating them

to an educational stream. Fourthly, this policy woul

-~ L
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mtegrated That is to say that we would have to accept ;
that for a youn&person in a certain sense work and edu-~ |
r. cation are alternatives, At least, if we can make work a v
' learning experience, there may be alternatives. And of
cqurse, work and welfare alternatives. That i§ to say if
we are led by our social values to have to protect, young
people, and, in a certain sense, provide them with income,
p umably to provide them With income througb work r
. _alternative—presumably a preferable alternative.
= Flfth we-would have to agree that th7‘ social opportu-
nities and the work opportunities are alterhatives. It may
be just as valuableuf{0 society that™X is in a job with
@ompany A .or doing some s lally useful task of the
socxal service kind: _ .- N
" But how can we develop our ms‘tltutlons 0 that they
become meamngful" I think the first pointjhas to be that
. We must recognize that the start has to he made in the
* basic educational system. 'We cannot éonhect education’
to work simply by discussing the problem as if it’g a
matter of the periphery of education and the_periphery
work. It will notdo. t, therefgre, would be the A .
agic' educational system which would be hkely to re-, \\\
d to thig ambition that the two s) ysfems would con- ' -
ore effectively? ¢ v
ere is an interesting contrast between the sort of 2
debate that begins in this country and what I see to be
the emergmg pomt of view in Europe. The first thing
that can be said is shat nobody today is.arguing for a
~ third extension of compulsory schooling in advanced
"countries. That seems to be settled. Nobody +s trying to
argue in advanced countries for pushing compulsory
schooling on young people, Indeed; in Europe one beging _
to argue that maybe one shquld extend compulsory edu- ! 3
owaward. This is an argument which has
earl¥ childhood education and the reality that
i ities of education, it’s a
privilege that up. But from there I

.V A
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. don’t see any sign in European countries to give the chil- .
dren to the work institutions. The line of thought seems -.-
to be'towards a basic middle-school to the age of 16:
3 “Phtwis present in Sweden, the Ukraine, Jrauee, and
Germany, and. also, interestingly enough, in"the develop:
ing Euro countrigs such as Turkey and Portugal.y,
~ But this bakic middle-School would be based on. different
principles. Rirst of all, individualization. Even there, al-.
though we have the ambition to be egalitarian, it-doesf't
mean that all children get the same. Secondly, sincé we
“maintain the ambition, the hope that the school will be .
- an equalizing institution, we have to be-frankly compen-  {_f}
* satory. We have to discriminate in favor of; the disadvan-
taged—not only in early ¢hildhood, ip the primary school,
. but in the gsecondary school. I think' this is emerging as a
. principle. The third thing is that 'we wish to abolish the
general and vocational division in. the basic -school be-
cause' we see if not only as inegalitarian, pecause we .
know who goes to the vocational schools, but also because
we feel that the evolution of.society and-the demands
_ which the comimon man makes on society calls for all
- children to have a. firm foundation ingeneral education. - |
This is hol the same ,thinglas\tol say that this educa- °
tion will be divorced from work. It a.different point to. .
- saythat we wish to prepare children for work vocation- .
- ally as compared with the wish to Irfve children under- -
stand what the real world is. I think that any of us
would accept that it is perfectly possible for children at
. that age to learn from the working environment. _
% Indeed, it is one of _strange accidents of educa- -
. tional history that the basic pedagogieal concept of hu-
"‘mans as distinct from animals is that humans leam by
~ " relating to conceptualization, to do something by con-
"- cept, as againgt the animal tming process which is
_clearly learnifg by experience.” Yet in most educational
. practices, this relationship of the conceptualization of
doing seems to be lost. At any rate the first point is-a

’
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new, sort of basic mlddlerschool Its purpose in socxety is

to bnng aE many children as possible to the point where, -

_say at fhe age of 16, they face a diversified range of
developmental opportunities ofﬂa mixed character, eduta-
tion and work éducation. . Lo
In other words, we try to bring them to that point in_
? systbm where, as much as possible, they are equal
ut it is the next stage, 16 to 19, where the great debate.

is'on. It is true in this country; it is true all over Europe; .

it is true in every country. There js a complete change in

) approach at this age, away from this rush toward com-

-prehenswe secondary, school for eygrybody Of course,
this is the crucial time. It 1 in the choices %t that age
when educatien and the relationship to %ork’ and the’
relationship\to the social structure are settled. It is here

There many experiments going on in many coup-
a few major pnnmples whlch seeq

emérging:.

w inst#uitional framework, a diversified' set of oppor-

~tunities, looking rather like what happened. to post-

secondary education, both diversified and integrated in
.the sense of having flexibility between them. Secol(xdly,
and this is very much present in the.debates in 'a number
of European countries like Sweden, Norway, Germany,
integration ofithe general and the technical. There is a
difference here in the way you in the United States are
considering this. My impression is ‘that you are moving
towards, you are attempting this problem of the transi-
tion by giving more weight to the vocational. Thig is'less ’
trie of the European scene. Certainly much attention is
being given to the relationship to the: real world, but

” that is not being translated by a. division between voca-

tional and general. %

The third is the much greater emphasis on professional -

preparation; that is to say the ldea that all childreri,

(
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that we allocate young people to theif place in sogg? -
to be

irst of all, for this age group, the idea is toprowde a .

.
. '
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v whether in the genefal or vocational, would in som«>€h
" be prepared for the practical world that lies ahead of

. them. Fourthly,and this is a major point, a crucial point,
the idea of alternating between school and work; that is
to say very many different patterns of altermating be-,

. tween schoo] and~work, patt-time release, mixed courses,
in-and out of the’ system. All these ideas are bemg
developed.

But there is one great problem with all of this, I think,
at least as we see it in the OfCD The danger is sutely.
that once you begin to take the point of view that people *
in the 16-19-year age group will follow different.paths,
then if yau are honest, you must admit, that there is a
.~ * . serious danger of a social selective process.
, _» And what is the answer to that? That is one of thé
."f  great questlons One possible answer to ‘that is what we
" call now in Em‘Ope “recurrent education.” It is not the .
# * . same meaning ofteh given to thaj term in the- United ° °
States. It is the idea that there is a right to return; that
° " the individual not ‘only may come back, but has a right -
to come back; that those who decide to enter the labgr ) -
\\:» force have in a certam sense the ability ax;d pght

return. \s
Now this is taking various forms. But let ﬁae emphasize > .
that what I am describing is not yetap operating reality. ‘
* 'What I am trying to desctibe to you are trends; putting
together many dlsparat,e things trying to create a mode] i
a different one, which would replace the old one. But the
basic point here is that unless somehow or other you can
build into Your system something like a right which can
be deferred and later used, then I think one is open to
very serious controversy on egalitarian -grounds.
» It remains to be seen what the reality of some of these
¢« experiments will be. Many of .you know that in some
European countnes, France and recently in Sweden, and
' to' some extent in Germany, this idea of a right to an
educational leave of absence is beginning to be estab-. _
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lished. It is a legal right which the members of the labor

force have. In' some: countries, “the .more sophxstlcated

form of that idea, namely a. defei'red right, is also begin- -

. ning to get pohtlcally dmcussed and to some extent al-
ready exists.

Now, if we put all these thmgs together (and we are
Axll working with a model) then we are approaching a
very fundamental change in what we call the labor
market. First, itis a fundamental change in what we see
in our mind’s eye when_ we’ conceptualize this thing
called the “labor market.” Strely, what it means is that

- for the notion of the Job-seeker we have to substitute the

notion of the career-seeker, because the whole idea is
based on the notion of different life patterns, different
life paths, different routes through the institutions by
different individuals. Second, and without going into the
complexities of the internal labor market, we would all
recognize that a society which gives opportunities to
people in work through training, that has notions of

career guidance, that in that sort of society’ one could -

not succeed .without a much more intimate connection
" between the labor market authorities and firms in order
to bring into better relationship the public, the individ-
-ual, and the firm in the internal labor market. :
The second point is if this is the reality of the process,

then the information that is required is not se much ~

about jobs as about careers. What young people want to

know about is where can they go from here to there to -

there. What’s the route? What- should they embark on?

Thirdly, it would imply a complete breakdown of the
" distinetion between educational and vocational guidance.
It would no longer make any sense to be talking to young
persons as if their educational future was divorced from
their vocational future. It wouldn’t be a reality. I know
that in this country,” for historical reasons, you still have
institutions which make this distinction.

And fourth is that no system in the world no mfor-
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mational system, no guidance system can relate individ-
uals like an engineering job to these opportunities. There

has to be sorhe process of search. In that connection, a

very interesting policy has just been announced by the
French Minister of Labor where he has accepted what he
calls “the right of a young person to make a mistdke.”
They are about to give any young person who considers
that he has made a mistake six months to have another
go with access to further training. This is to be financed,
I believe, by the permanent education fund, because it
was discovered that 50 percent of the youngsters feel that
they are in the wrong spot. : :
I think this is a crucial point. You couldn’t imagine,
could you, any information system or any guidance sys--
tem, no matter how vital and important it might be,
matching perfectly such complex individuals to such com-
plex opportunities. '
Now this leads to the final point, and in" a certain .
gense this is the most important and the most intimidat-
ing. Of course, where there are no jobs there is no tran-
sition. I must say that F get really worried to h&ar people
talking about a million youngsters out of work. What it
must mean for all of them is somehow overwhelming. I
would like to say that this is not only a problem of the
United States even though Europeans felt this was not
their problem to the same’extent. But the problem be-
gins to emerge in Europe also< I suppose one is bound to
be led to the conclusion that whereas manpower policy
traditionally has been operating on the supply side, by
and, large taking the view that one is working on the
supply of manpower to adapt it to employment opportu-
nities, in the future we must move to the demand side. 1
don’t sée how one can possibly escape that as a conse-
quence of this reality. For example, the health system,
the vocational system, and the welfare system involve a
lot of money. If it is not possible to deploy these vast
resources in such a way as will be job-créating, it would
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be & remarkable thing. It must be possible to deploy such
vast sums in"accord with a policy of job creation, partic-

ularly in the social sector. One interesting tliang the

Germans are proposing is to accept social service as the

equivalent of ‘military service, which would be an im-

portant step in this direction.

From what I understand from your President’s recent
statement you are moving in the direction of using public
resources to create jobs. when necessary. However, I sup-
pose that sooner or later one ‘must accept the challenge
also of doirig that in Jthe private sector. Insofar as public
funds are necessary, insofar as we accept the commit-
ments for young people, presumably we will prefer to
use those resources to create jobs, to maintain their entry

_to jobs rather than through welfare. I suppose most of us
would agree that a young person out of a job as compared
thayoungpersonmajoblsacosttosomety We
might like tgfadd an X which represents the costeto
society. 1 dén’t know what that cost might be—that
would depend on the values of that society. Eyen so, I
think there is an important point that has to be devel-
-oped there. What would be clear is that if one were to
Q%t such %rmcnple, then it would be the obligation
of the society'¥o create jobs, not only through the public
sector but with the cooperation of employers in “some
form of job subsidy. -

Having spelled out the model, and it is a mod.el not a
policy, I do feel that it is such a grave problem that we
have to think in action terms as well as in analytical
teélms. Where does it take us to? Is there any hope? Well,

it’s obviously a very fundamental problem One couldn’t

leave this discussion without recognizing that it will be a
tremendous challenge. I would sum it up as follows: We

. need, first .of all, a much more flexible educational sys- "

tem which will avoid human capital being generated
without any real relationship to the economic system.
More flexible educational work roufes more flexible
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opportumtnes, with the possibility of deferred opportu-
‘ mges, may make the individuals and their choices more
_Eesponsive to a changmg economic scene. ,
* - The second point is that I think we need to escape
from what I call the “technologlcal trap”; that is to say
the idea that it is technology which defines jobs. Surely,
to a certain extent, what the young people are reacting
_against is the idea of a society where jobs and activities
are defined in that way. Here, I think, there is some
hope. I notice that employers are beginning to take the
view that they have a certain freedom with technology.
It didn’t used to be an issue. One used to say that the
technology defined the occupations. But it is an issue
now that you could, you do have technological options,
“you can act toward different types of skill patterns.
Certainly- you could in the service sector. It would be
quite ridiculous to behave as though there were some-
thing called technology in magy of these services, which
- by definition defermine.what the job will be. Maybe
there is a freedom.of maneuver which should be ex-
ploited. Let’s escape from the technological trap. .
. Thirdly, I think, we need ‘more opportunities for
/ adults to develop. If there was#imore social mobiljty for
adults, the world would look™ke a better place for the
youngsters, and there would be more room. Any maybe,
if we can’t solve this any other way, the adults.will have
to move over. I’m sure some of us would welcome the
idea of hot fully retiring but accepting less of the burden
earlier if thereby there were more opportunities for young
people.

Sunmiming up, therefore, I think we have to move to get
away from the world in which social mobility is defified
only by formal education, by #ccess to educational op-
portumtles In the 19th century, the world of mobility
was one of the seft-made man, who rose on the job. In
the first half of this century, we have created another
systemof sociability, the educational system. Perhaps
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\ gy what we need tomorrow is'a world where socnal mobxhty
' - is provided by these two systems working together
" I would like to end on a word of hope. One could-not
possxbly succeed with the policies I have outlined 1f one ,
were to behave as if there were separate_ edueatxonal .
policies and labor policies and: welfare rpohcne}s and ‘public
policies and employers’ pohcxw It is, qulte .impossible to
solve this sort of problem jn that way. It was, t}herefore, .
gratxfymg to me to hear Undersecretary Schu[)ert say ‘.
that in this country you have begun to bring these di- !
~ verse groups together What comes out; of that remams to
be seen. '
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} N ew Developments in CareevEéucatlon. " .
A National Perspectlve' -

. _ o " Robert W. Stump

ks ) ‘ . J

The-papers presented at this Conference and appearing .
in this volume, from Undersecretary Schubert’s keynote
address to Dr. Gass’ provocativé presentation, underscore
the conclusion that we are concerned not about labor
market information for youth, as we are about labor
market choices—decisions; if you will—that youth face
as they go through our Anierican rite of passage from
youth to adulthood. Dr. Gass, in his paper, expanded this
perspective to show that we must also be concerned with
-+ the choices individuals must make througho6ut life as
they move along and between various career paths.
Labor market information is only one part of this
process of choice, or of these choices.
- "This paper therefore is about a recent (and not so -
~recent) develepment in education, one of whose central
. aims is to improve the quality of these choices for youth
f and for adults.
~ '+, But first, I must say that I too, have made somé
choices. The discussion of a “National Perspective” will
......... not be 4 recitatian of the various projects or.programs.at. ... ...
' _the National Institute of Education or the U.S. Office of
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Education.! Neither will it be concerned with any specific

projects in local schools or %he efforts of the business
 leaders and labor unions in furthering the goals of career

education. ' I
On August 30, 1974, President Ford addressed .thew”*

—- . ™ summer commencement exercises at Ohio State Univer-
) gity. In speaking to the graduates, the President was-
sensitive to the concern of many of them and thousands
of other young men and women who have invested years
of their lives and thousands of dollars in pursuit of a
o college degree—getting a job. May I quote a few words

from his remarks. .

Although this administration will not make promises
\ it will not keep, I do want to pledge one thing to you
here and now. I will do everything in my power to
bring education and employers closer together in a
new climate of credibility——anT atmosphere in which
; universities turn out scholars'and employers turn
o “them on. . . . At home the Government must help the
" people in doing things they cannot achieve as individ-
uals. Accordingly, I have asked the Secretaries of
Commerce, Labor and HEW to report to me new
- ways to bring the world of work and institutions of
Uas  education closer together. . . . As a starter, the De-
partment of Labor will shortly announce a pilot pro-
e gram to improve occupational information for gradu-
' ates and others in making career choices. There will
be grants for state and local initiatives to provide
data on occupations available and to help channel the
potential employees into positions which are not only

, personallg satisfying but financially. r_ewarding.
For those who have become hardened cynics about
_ Presidential statements, I would like to turn to the Law.
For two, years the Congress worked on the educational
amendments of 1974, more popularly referred to as H.R..
69. Section 406 of this Law, signed ten days béfore the
* Ohio State speech, talks about career education and
.what the Congress would like to see happen. The Law

'd
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states that it is the sense of Congress that “each stapg '

and local education agency should carry out a’ program
of career educatien which provides every child thedndesi;;
“variety of.career education optlons whiéh are designed to

prepare each child for maximum employment dhd par- ,
ticipation in our society according to his or her ability.” 2.
Congress also ,addresses the question of “What is "

Career Educatioﬁ.” 1 quote further, .

For the purposes of this section the term “career edu-
cation” means an education process designed: (1) to

. increase the relationship between schools and society

) as a whole; (2) to provide opportunities for counsel-
ing, guidance and career development for all children;

(38) to relate the subject matter of the curricula of
schools to the needs of persons to function in society;

(4) to extend the concept of the education process-

) beyond the school into the area of employment and

. the community; (5) to foster flexibility in attitudes,
- skills and knowledge in order to enable persons to
" cope with accelerating change and obsolescence; (6)
to make education more rglevant to employment and
functioning in society; and ¢))] tq‘ehmmate any dis-

tinction between education for vocational purposes

and general or academic purposes. (Sec. 406 (d))

The La makes two interestifig points. First, career
education 18 an ““education process.” There is no men-
tion of a program or project, but rather & process or
theme that will have implications for education at all
levels.

The second point is that it calls for an ehmm&tlon of

the distinctions between education for vocational pur- -

poses and general or academic purposes. These distinc-
tions 2’ not subtle and could affect programs in almost
every secondary school in the country.

' Beyond the actions of the President and Congress we
* have Federgl agencies which support programs of career
education. One of the anomalies of career education is
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that it has drawn so much’attention and has been intro-
_ duced'inte the programs of so many ‘school districts with-
out a Law being enacted in support of career education.
The Office, of Education, under Commissioner Sidney
Marland, alewed state and local school districts to apply
for and the funds appropriated for related programs
to begin“ﬁe process of career -education. As a result, .
USOE spefit, in fiscal year 1973, just over $43 million in
support of career education with funds from 16 discrete -
programs. Of these funds $18.6 million went for opera-
tional miodels ;serving students in various grade levels
while the remainder went to stuéents indirectly through
the development of material an¥f staff training. o
It has beerithe policy of the U.S. Office of Education
not to offer axi official definition of career education. This
has had at least two effects. One intended effect was to
- allow the process of career education to develop in many -
different ways, according to the needs and resources of
local people. The second effect has been to make it almost
impossible to find out what programs and projects have
been identified by the states as essential to this process..
Nevertheless, there is a growing body of evidence to
document what is happening. .
o' A recent conference on Career Education, the first ~
for state directors, drew 152 people representing 43
states and three territories.

¢
e A'number of states have taken the lead in develop-
ing a statewide effort in career education,-including
New Jersey, Arizona, Oregon, Ohio and Louisiana,
which has appropriated $8 million for its career
education efforts. )

e Of the money spent on career” education in 40
“states, reported in a recent survey by the chief state
{{3chool officers, the state and local share of\expenses -

“is almost 70 percent of the total.?

e 'This same survey reports that 14 percent of the ele-
. mentary schogl students in 29 states were (_iirectly
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involved in career education programs during the
1973-74 school year, an increase from 6 percent the
year before. N

® In-service training for elementary school teachers
in 28 states during the same year reached almost
oné out of every twelve teachers. .

® Of the 36 states responding, 20 had establmhed op-

. erational definitions of career education embodied
in a state agency policy or position statement.

® As an example, Texas has spent over a quarter of
a million dollars in activities related to specifying
the outcomes and objectives for career education.
They started by'asking what a 17-year-old student

" would like if they had been through a complete
career education program. After developing a set -
of outcome statements, and behavioral obj

for ‘these outcomes, tests to measure at t by
the students in each of theee areas are being de-
veloped.

Examples of programs and activities could be multi-
plied. A bibliography on career education published 18 -
months ago by USOE had over 900 entries, including
almost 300 descriptions or examples of pilot projects,

- curriculum guides, teachmg materials and instructional
programs.* !

This litany of actmtnes and programs "that are related
to the process of career education does not pretend to
endorse any or all of the activities as “great’” career edu-
cation and things every school should immediagely do.
‘As noted above, the variations on a theme are legion.
Project titles can be misleading; many career education-
like activities are embedded in other activities or called
something else, and some career education programs on

. closer mSpectﬂon seem like general educational reform or
_ improved vocational/technical training. 1

Nevertheless, it seems safe to say that from a national

~perspect1ve, the process of career educatlon is alive and
" moving.
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Before saying a few words about how this process of
career education relates to the career information needs
' of youth, let me address the question of just what career
education is. Over this last summer, Dr. Ken Hoyt,
Associate Commissioner of Education for Career Educa-
tion, has held conferences with three prominent groups

to discuss the basic goals of career education and what -

must be done to achieye these goals. The largest group
was oyer '225 local school educators from the 50 states
who havébeen organizing, running, ér participating in
on-going career education programs. The second group
represented over 40 persons with primary statewide re-

" sponsibility’ for career education or other fields such as

gﬁidance, curriculum, supervision of administration. The
third was about 20 “national leaders” who have written
or-spoken prominently about career education or who
have national reputatlons in diverse fields such as coun-
seling psychology, phllosophy, sociology, anthropology
and economics.

" The degree of agreement on the basic assumptxons,
goals and practices for career education was outstanding.
Virtually all the participants in these meetings agreed
that career education was a response to a variety of con-
ditions in our society and our schools, including:

e Too many persons lea\;ing our educational system
are deficient in the basic academic skills required
for adaptability in today’s rapidly changing society;

‘e Too many persons fail to see meaningful relation-
ships between what they are being asked to learn
in school and what they will do when they leave
the educational system. This is true of both those
who remain to duate and those who drop out of

~ the educatlonal' Stem; and ..

e Too many persons leave our educational gystem at
both the secondary and collegiate levels unequipped
with the vocational skill, the self-understanding
and career decision-making skills, or the desire to
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work that are essential for making a spccessful
transition from school to work.

In addition to agreement with these conditions, al:

most hine out‘of ten members in each group agreed that

a number of basic major educational policy changes
should be championed by career education, including:

* The installation of systems for granting educagional
credit for learning that takes place outside the walls
of the school;

e Increasing use of noncertified personnel from the
business-industry-labor community as educational

resource persons in the educational system’s total =~

instructional program;

e Substantial increase in programs in adult and re-
current education as a responsibility of the pubhc
_ 8chool educational systém;

e Substantial increases in the career guidance, coun-
seling, placement and follow-up functions as parts
of American education;

® Increases in participation in educational policy
making on the part of students, teachers, parents,
and members of the business-labor-industry com-
munity; and

e The installation of performance evaluation, as an
alternative to the strict time requirements imposed

by the traditional Carnegie Unit as a means of’

assessing and certifying educatxonal accomplish-
ment.® p

In response to this call for changes in American edu-
cation embodied in the process of Career Education we
at the National Institute of Education and USOE have
developed a scheme for looking at the relationship of
one’s educational experience to later experience in the
. world of work. We recognize that many factors influence
the career choices that each individual mgkes. For ex-
ample, when economic conditions are good, plenty of
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“  jobs are available and a person can more easily pick-apd
choose from a number of opportunities. When conditions
are bad, the opportunities are more limited. Education

; and schools can do little to improve directly the general
health of the economy. ‘ .

*  Other factors, over which education may exercise little )
influence, are the labor market policies and practices’
such as the kinds of skills needed by employers and the
(.:ri)te'ria they apply in the selection of mdividuals for 'the

-jobs. :

; ~ NIE’s research and development effects are continuing
L% . to work on ways to improve the significant contributions
education can make. Among these are: '

® Education can help an individual better identify
the general and specific skills needed for career
entry and pro ion in different occupations and
educators can iimprove their gbility to teach these
skills to youth and adults, ok

¢ Education can lead to a better understanding of

~ the skills needed by an individual to cope with and,
manage his/her participation in the world of work,
apd we can find better ways to teach these coping
skills,. - :

¢ Iffthe course of getting an education, an individual
can come to a better understanding of what career
opportunities are available now and are likely to be
available tomorrow; a better understanding of his
or her abilities and interests, and how best to match
opportunity and preference. i

¢ Through changes in our educational programs, we
can enable more adults to continue their education
throughout life for both yofessional and personal .
development. .

. Through education, we can irnp-ro\;e placement and
follow-up services for better matches between a per-
son’s competencies and job opportunities.

39 .
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“ Kd oy/&ﬁ‘ help people understand how the

cati
ecohQupiC system operates, preparing people to
adapt to changes and increasing the influence
knowledgeable citizens can exert on choices that
affect economic conditions. ‘

We believe that the triple thrust of (1) research to

'better understand the relationship of educational experi-

ences and to later experience in thé world of work; 2)
careful development and evaluation of projects and
materials to improve the process of career aducation; and
(3) support for ongoing programs and projects in local
schools will efable the agencies of the Federal govern-
ment to carry out the intention of Congress to implement
the process of career education in all our schools.

It is also important to keep in mind the distinctions
between career education and what we know as voca-
tional education. . : - '

Career education includes vocational/technical educa-
tion: the difference is between training for a single job

" or occupation and concern for how education affects the

sum total of one’s life work, the development of which
represents many choices throughout the individual’s life- .
time and is influenced by many factors in addition to
technical skills.® . ot

This #ision is shared by the National Advisory Council
on Vocational Education. In a National Policy State-
ment on Career Education issued last fall (September
1974), the Council is stating how it understands the call
for career education issued by then Commissioner of
Education, Sidney P. Marland, three years ago:

“Career education” is NOT simply a new name for
what we now call “vocational‘education.” The Com-
missioner was not saying that our concept of voca-
tional education should be somewhat enlarged and
the enlarged concept called “‘career education.” Nor
was he saying that new programs in something called
“career education” should be developed at the cost
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of vocational edudation. . . . He was s&yin'g something
_.much different and much more fundamental. He was
" saying that the old distinctions which have crippled

our educational effort should be forever laid aside and
new unity of purpose be expressed by a new universal
term: “career education.”” .

What then, is the role of the process of career educa-
tion in the task of improving labor market information of
youths? I propose three ways. A
" My basic assumption is quite simple and it is one you’
agree with. Information in and of itself is useless. We
might be able to develop the best methods of projecting
the needs for various skills and talents in our economy.
We might also be able to 1dent1fy the.ways in which this
labor market information. is useful to individuals at
différent stages in their life. Unless the individual knows
what to ask, unless he or she knows where .to get sthe
information and unless the information is readily avail-
able, it will be useless. :

First, career education can help'individuals learn about
themselves and the questions theé;;ould ask about
prospective careers. The career educaon process, begun
in the:early grades, will help youngsters to begin to think
about what they can do and what will be available for
them to do in the future. A young adult, faced with the
prospect of having to drop out of high school, will be able
to ask about the long term effects of this action on his or
her future career. They could ask the questnon “Will it,
hurt me if I drop out of high school and in a few years
get a high school equivalency certificate by passing the
GED test? What will be my chances for further educatlon
and career advancement?”’ :

This is a legitimate question, and a very real hfe situa-

tion for the three-quarters of a million youngsters who =~

each year leave high school before graduation. As yet, we
do not have the data to-show that he or she will suffer
very little, very much, or not at all, if this option is
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* chosen. Surveys, longitudinal and cross-sectional, have
generally not asked the respondents if they have a high
school equivalency certificate. We have created a lot of
Ph.D’s by documenting and analyzing the relative re-
turns to education from four years of college versus
four years of high school. But we have not or are just
beginning to ask about the relative return on H.S. equiv-
alency or other types of competency certificates versus a
regular diploma. Since almost half of a million adults
took the GED test last year, and over 2.4 million have
received certificates in the last 20 years, we should begin
to get the data to answer this young person’s very real
question. I might add that about one n}illion of those who
have received the certificate have done so in the last four
years and the median age of those taking the test has
dropped from the late twenties to the middle twenties in
that same period. .

Second, career education ean prepare school-age
youngsters to know where to get the information they
want. Several studies have documented the fact that high
school counselors do not spend very much time with
students who are dbout to go into the labor force after
graduation. While career education will help improve the

- gervices of school counselors, it will also instruct students
about the other sources available, where they are located,
and how to interpret the information they gef.

Third, the process of career education will help realign
the institutions of education and the world of work to
function more effectively together so that people can
pursue their careers more effectively. Two examples: One
of the first things we have found school districts doing.in
their career education programs is to involve the employ-
ers in their community more deeply in the planning and

* execufion of the career education activities. Also, we have

found that within the educational establishment, career

education programs have been tife vehicle which allows

- .zgcational educators and nonvocational educators to

¢
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work together, in many cases for the first time. State and

local offices are sponsoring programs together. Adminis-

trative structures and hierarchies are being realigned to
end what the National Advisory Council on Vocational

Education referred to as the “old dmtmctxons which have

cnppled our edu\yonal efforts.”

We believe that the process of career educatlon
form a vital link between education and the ‘World of

L]

work. It will be a vital link in the utilization. of labor .

* market information for youth and for adults.- Thus,
simply having better labor market information is not the
answer. Career education programs may be among the
greatest consumers of such better information, and those
who are part of this process, the career educators, should
be among those involved from the beginning in develop-
ing new ways to collect, analyze and use this information.

: Notes

1. Information on the federal programs can be obtained by
writing to the Career Education Program, National Institute of
Education, Washington, D.C. 20209, or to the Office’of Career
Education, U.S. Office of Education, Washmgton, D.C. 20202.

2. P.L. 93-380, Sec. 406.(a).

3. These figures based on a survey of State Directors of
Career Education conducted by the Council of Chief State
School Officers in November 1973.

" 4. Bibliography on Career Education, U.S. Office of Educa-
- tion, Washington, D.C. 20202, Working Paper, May 1973.
5. Complete results of these conferences and recent policy

statements on Career Education can be obtained from the Office.

of Career Education, U.S. Office of Education, Washington, D.G
20202.

6. The Vocational Education Act of 1963 as amended in 1968
refers to training for occupations that do not require a bache-
lor's degree. This discussion of career education is more in line
with the concept as outlined in the Educational Amendments of
1974, discussed above.

7. A National Policy on Career Education, Eighth Report,
The National Advnsory Council on Vocational Educatlon
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A Proposal for Educational Work Experience

Harry F. Silberman

In a recent case study in the Los Angeles School District,
this writer evaluated the effect of a planning grant on
career education programs:! The results showed that not
much happened for a variety of bureaucratic reasons, but

perhaps the .most important lesson to be learned from

the study was that it was probably unrealistic to expect
large school districts to change themselves without ‘sub-
stantial external leadership and support. A better
strategy would be to find out what the districts do best
and attempt to build from there, expanding and improv-
ing on best existing practices and establishing national
policies to help in the large scale dissemination of im-
proved versions of those practices.

By way of example, this paper describes the very im-
pressive work experience program in the Los Angeles

__School District_and_describes how federal leadership

might extend and improve onit.

Despite all the organizational obstacles encountered
by the planning unit in the Los Angeles School System, -
the most important opportunities for the achievement of
the goals of career education are already to be found in
the educational work experiences. that are provided by
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the district. Many high schools in Los Angeles bus stu-
dents to corporations after school as a result of the
entrepreneurial efforts of career advisors in the schools.
For example, at one school approximately 20 students
are receiving weekly three-hour tours of one company for

- each of 14 weeks. A second group from the same school

is in a second phase of the program and receives on-the-

_ job experience in a job area selected by the student.

There are many benefits from such experiences. Young-
sters haye an opportunity to observe adults at work:
how they dress, how they treat one another, how they

carry out their assigned tasks, and how they relate to

subordinates and to authority. The students learn to use

‘some of the tools employed by the regular employees

and generally enjoy themselves and the employees usu-
ally enjoy having them around. One girl working in a

micro-miniature circuitry room emphasized how much

she appreciated the help of the boss. Another young man
who plans to go to college to become an architect or a
lawyer said that he found the program more interesting
and challenging than school. Such observations contrib-
uted fo the following proposal to create an improved and
expanded program of educational work experienge.

. To extend the work experience program of the Los

Angeles School System, some federal agency might com- -

. mission a study to explore the feasibility of implement-

ing a network of educational work experiences across the
nation for the purpose of assisting young people in
achieving vital maturation skills and also for the renewal
of gdults who are already employed. )

The emphasis would be on the substantive processes

and measures of educational output of the projec{ rather .

than primarily on input features such as the construction

“~of buildings; equipment; products; etc. The goal-emphasis --
- should be on broad interpersonal coping skills aimed at

improving motivation and maturation rather than on
narrow occupational skills, lﬁaracy skills, etc. Too often
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new legislation calls for the construction of buildings,
purchase of equipment, or the creation of new organiza-
tions to reduce illiteracy or unemployment without

clearly defining how those resources shall be used to.
achieve the goals of the program. Although one cannot

project the entire course of development of a new pro-
gram, the initial design ought to start with the intended
outcomes and explicitly derive the necessary procedures
and resources from an analysis of those outcomes. .
The design would include draft legislation that may be
necessary to implement the program, for example, financ-
ing, management, and operation of the system. It would

- also include an exemplary system to be developed in one

state and would specify criteria and procedures for

_selecting that state. .

The design effort can be supported with a relatively
modesti/nvestment of federal funds and would serve to
draw important issues intoe sharper focus as the concrete
details of the design are made explicit. The design docu-
ment must, of course, include an itaplementation plan
and a coherent strategy for developing the network.
Problems must be identified and research and develop-
ment efforts planned for the “engineering” of solutions
into economically and operationally feasible prograips.

‘Even if the sponsoring federal agency did not choose to

go ahead with it, the design could serve as a vehigle for
enlarging the discussion of national policy on the rela-
tionship between education and work. _ :

- A number of questions are raised by the above proposal
to design a national network of educational work experi-

_ . ences: Why such.a bold program? Why work experience?

Why don’t existing job 'training programs suffice? Why.a
feasibility study—why not just implement it? What

these questions.
1. Why such a bold program? .
Despite the attractive features of the Los Angeles wprk
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experience program, a relatively small proportion of the
students in the district are enrolled. Most students can-,
not be accomimodated due to limited local resources.
While the work experience programs attract many stu-
dents who are planning prof%slonal careers, most college
preparatory students do not” have the opportunity to
participate. Yet it is important that all students partici-
, pate lest the program become stlgmatlzed asa vocatlonal
track.
More important, the severlty of the youth problem de-
- mands dramatic action. Despite escalating demands on
education, school boards of the largest districts are
occupied more with questions of violence and vandalism
than with curriculum. In Los Angeles alone, school vio-
lence was said to have reached near. _epidemic propor-
tions by the chairmian of the Los Angeles County Board
of Supervisors. Within a six-month period of 1974, he’
cited the occurrence of five murders on campuses, 306
assaults on teachers, 79 attacks on other employees, and
144 assaults on school security personnel. “There were
629 cases of possession of guBs and knives, and 59 in-
stances of bombs or explosives. The dollar loss to the
taxpayer for vandahsm, arson, burglary, and theft totaled
$3,673,682. Thus far in 1974, 80 juveniles have been
arrested for murder.” 2 The smgle most iniportant school
problem in the United States according to a recent
Gallup Poll ? is the lack of discipline, the unwillingness
or inability of the young to accept responsibility and to
follow society’s rules. Another disturbing symptom i$ the
increase in the adolescent suicide rate, which has nearly
" doubled in the past decade in California.* -
2. Why use the workplace?
=== -——-—The-workplace -seems-to-be-the- optlmal place~ for—thev e
! k experience program for three
reasons the isolation of the young; the need for adult
role models, and the need for. respolelhty There seems -

[ . .
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to be no alternative institution that can meet all three of
these concerns today.

Increasing isolation of young people from the impor-
tant economic institutions of the community deprives
them of opportunities to be a part of adult society and
results in feelings of importance and alienation and con-
stitutes a sefious waste of human resources. The problem
is partially due to the present practice of segregating
age groups into seqdential compartments, first for edu-
cation, then for productive work, and finally for retire-
ment and leisure. . *

'
The isolation of youth is not an evil conspiracy of-

adults to deprive the young of their rights to participate.
Rather, it is the almost unnoticed consequence of the
vigorous striving of adults for the comfortable life. As
Wynne points out, it is the natural result of our efficient
system—“efficient because of the adult time saved from
child care—it has increased material productivity by
diminishing communal productivity.” ® While adults are
busily at work, the young are kept in school for ever

{( longer periods to prepare them and to protect them from
the hazards of the real world. We seldom pause to assess
the high cost of this “protection.” One cost is an increas-
ingly repressive society, another cost is the lack of self-
reliance- among the young. While adults proclaim their
dev.ion to the young, that devotion is not communi-
cated by tangible sacrifices of the good life in efforts to
establish a sense of community. ’

The workplace is a'logical gathering point for bringing
young people and adults together again, for that is
where the important decisions are made, where the ac-
tion is, and where contact with influential adults is

< available. That is where there is the greatest opportunity

—— -=-——for-the-young-to-assume-some-responsibility . and to see.

what it feels like. But the young are viewed as burden- -

some and are relegated to the care of schools and other
custodial institutions. They are unable to demax;d their

M ‘
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rights of membershlp in the powerful economlc institu-
tions of society. They lack the skills and persuasiveness
to demand access to such organizations./

Need for Adult Role Models. Peer/ groups dominate
school organizations. With custodial ratxos of one adult

to 25 youngsters, it is very unlikely that adult values

will have much- impact in those mstltutxons Besides, most -

teachers represent a narrow sample of college educated
people who chose teaching as a pareer They do not
necessarily represent models of mai;ure adulthood and
do not comprise a broad array of people ‘from widely
differing backgrounds. Most teachers have only been
students before their teaching careers. They have not
been employed in other roles e.g., lawyer, accountant,

manager, etc. Yet young people should have the oppor-

tunity to interact jwith men and women from a.wide
range of careers—léus not sufficient to merely read about
what.architects ana salesmen do. In school settings citi-
zens, trade and professional people have little opportu-
‘nity to become involved with young people.

. Even if we selected w1dely experienced people to be

teachers, school settmgs would not be a sufficient environ-
ment for educatiort b@cause the context in which adults
function (the proljfems, the pressutes and realities of
the workplace, the informal organization, the physical
enwronments) are all ; necessary elements for the student
experience “real” life. It isn’t enough to have experi-
d teachers. Students need experienced teachers in
context of real situations.

Need for Responszbzlzty Youth must be given early
opportumtles to assume responsibility affecting others
in joint work activities. The basic nutrient of work is the
sense that one is needed; there is no other way to gain
adult status. In a country where the roles of people in

the commumtware no longer visible to the young, it is
especially important that they not be excluded from the -

workplace. W‘?ﬂf settings . afford the opportunities for

49
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youth to acquire vital matu¥ation gkills such as negotiat-
ing with others to protect one’s rights, helping others
who are less able, seeking help when it is needed, and
exercising courage and tact in holding others accountable
to group performance standards. It is the lack of such
coping skills rather than the absence of academic knowl-
edge that is most responsible for human difficulties in
life. Work settings can offer the risk, the challenge, and
the mature role models that are necessary for youth to
acquire self-reliance and interpersonal ‘skills.

3. Why will not existing work experience programs
suffice? . :

Although existing work experience programs furnish
gratifying instances of adult employees helping: young
people they still are in need of fundamental reform.

. For example, in the film laboratory, the employee in
charge complains that he does not have enough time to
help his student employees. In the drafting’ rooms, the
students are trying to Belp each other figure out what the
symbols they were drawing meant; the boss is too busy
to stop for expldnations. In"the instrumentation room,
two boys are given vacuum tube voltmeter Heathkits to
build to keep them out of the way. The regular employees
~ do not have time to give to the students because they are
on a tight schedule. Two regular employees standing in
the. hall outside the computer room aggoverheard to say,
“There is no room for us in there; we can’t do any work
_ with all those kids around.” In general, most students
observed by this writer sere not working on real com-
pany work: They were given make-work tasks that run
parallel to the normal work being done. There is some
accommodation by vqlunteers who donate their time in
‘explaining to the students.what is going on, but that time
is in competition with their regular duties and is in scarce
supply. It appears that these work stations simply are
not designed to accommodate young people. Further-
more, such work experience programs do not provide for
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those who have left school and are now working but need
opportunities for recurring education.
 Need to Design Jobs for Educational Purposes. Both :
work and academic institutions have evolved uniquely
* age-graded characteristics, and simply. exchanging per-
sonnel through age quotas, recurrent education incen-"
tives, or work experience programs will not do unless both
institutions are structurally redesigned to accommodate
" such exchange. The workplace is now specially designed™
through years of incremental changes to exclude the
- young, and any attempt to incorporate the young may
extract heavy costs in reduced, productivity. Thus, if
students are simply added to existing adulf work groups
one or more of the regular adult employees will be stand-
ing around unable to do their own work. The usual
response to this problem is to give young persons parallel
make-work or menial work that keeps them out from
‘underfoot and allows the regular employees to. get on
with their own schedule with minimal interference (and
interaction). Volunteer employees donate their time in
explaining to the students what is going on, but that time
is.scarce and in competition with the normal duties of the
employee.

To bring young people and adults together in a way
that prowdw an effective - leammg enwronment for the
young without sacrrﬁcmg productivity. -and ‘morale of
regular workers requires that specrﬁc workplaces be rede-
signed accordingly. We must. go beyond general prescrip-
tions about providing “meaningful” work experiences for
youth, but we simply do not know how to design work ,
roles to enhance both material and communal produc-
tivity. This is not to deny that in order to teach the

important social skills we must provide. a_sequence of ...

experiences that demand and reward responsible action.
But more specific prescriptions are needed.

‘A good deal can probably be done to lay a foundation
. for the acquisition of coping skills by having students
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operate the school 'plant and assume work roles in pro-
ductive school enterprises. The school might, for example,
bid on public service jobs in thé community; students
would benefit according to:the success of their efforts in
the marketplace. But the “productive’” high school is not

" likely to be sufficient in itself to bridge the gap betweeh

Ve

place will probab ‘be neggssaryr[’l‘he Qrt;}c‘iél'huestions
that must- swered .concern the .spegific design fea-

school and ‘workgCloer approximatiops to the work-

§ d

ence’ for, the young. Ogga’ﬁzea “work experience
gFams are probabl better educational experiences
it dadisal part-ti ork obtained for income purposes.

~é‘f,1‘,ecén1;_study of work ‘education  programs showed -
students in programs that were specifically designed for

educational purposes were more satisfied with their work

< than comparable students who had simply acquired part-

time jobs.®
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‘g_re ‘nebessary to provide educational work

The power. Institute proposes a new intermediate

agency sglled a Youth Council to facilitate collaboratioch
between Jeducation and the employment communities.
They réason that the most serious social problem is
presented by youth who are neither in school nor em-

. ployed. Furthermore, attempts at altering the incentives
“of school and work sectors on behalf of youth have not

met with much success. Consequently, a new community

‘controlled youth council is proposed to champion the

“ ‘rihts of youth to gain access to important social insti-

tutions. The new agency would be a broker between

" youth and community resources. The council is seen as
‘a change agent for the reform of education and, work

structures in the interests of youth and would perform

counseling, guidance, and glgcement functions. Although
establishing a new administrative entity isa reform tactic

preferred over direct assault on existing agencies, the
formation of the new organization does not eliminaté the
problem of designing meaningful educational work expe-

\ . .
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riences that contribute to the student’s skill and courage -
in changing his own work environment. The design task
poses questions that must be answered regardless of-
whether the responsible agent is an educational institu-
tign, an employer, an intermediate agency such as a
youth council, or a communal self-help organization such
as Synanon. 4 . ) . o
The main questions, therefore, must be concerned with
how educational work experiences can be explicitly de-
signed to achieve a broad class of gocial skills in ‘stu-
dents, skills .that are valued and sought for their own
sake rather than as fortuitous, though welcome, by-
products of occupational training. The class of social
skills 'should include both self-control and self-assertive
elements. Students should learn to stand up for their
rights and to confront others when necessary to-correct
inequities. They must also learn to make and keep com-
mitments and to assume responsibility affecting others.
Some writers refer to these as “affective’, skills. Cumu-
latively, these social skills comprise the attributes that
are collectively referred to as ‘“‘good .character” in the
mature adult. Such social outcomes are acquired in
accordance with the same principles of learning that
govern the acquisition of other simpler forms of cogni-
tive behavior and a “curriculum” of work experiences
can be designed to optimize their acquisition. -
In educational work experience programs, students
should .advance to higher levels of responsibility as soon .
as they are able to handle it rather than when they are
old enough, have the right credential, .or happen by
chance to meet the right person. The interactive demands
made on students should be carefully escalated to teach
the student to cope with a variety of people at different .
""‘"léifél‘s‘in'“an‘organization-(peers»,—superiorsysubordinaws),,*..,__‘-._._.,.u;‘
via different media (memo, face-to-face, telephone), ‘
concerning a wide range of topics. Students should also
be held accountable for their performance. Where posi-
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tive feedback to the students is contingent upon their -
exhibiting mature behavior, where the incentives reward.

"« - them for helping others and for asking for help when
needed, but where counterproductive and infantile forms
of behavior are not rewarded or actively chastised, we )
_can. expect to observe with increasing frequency the

- more adult forms. ]
Perhaps the educational -goals of work experience ¢an
be achieved by manipulating job features in response to
individual differences among students. Thus, for less

mature students job structures can be arfinged to pro- .

vide a planned array of tasks, varying along a gradient
of task difficulty and with ample opportunity for nonwork
activities with adults. Flexible time schedules can also.be
. arranged ‘to permit free passage back and forth between
- school and work. The clarity .of the work tasks can be
" enhanced in many ways: performance expectations can
be made sufficiently explicit so.that the relationship be-
tween the job and the total scheme of life of the organi-
zation is easy.to discern; advancement procedures can
be clearly specified and tied to agreed upon standards of . °
merit; ports of entry into the organization and points of
control or authority in the organization can be identified
for students. The composition of regular employees and
of student workers comprising work teams could also be
controlled to insure complementarity of abilities and
attitudes. For more mature students job structures tan
more nearly approximate existing-features of the work-
plaoe. .
If a large-scale public employment appropriation is
™ levied, there exists a prime opportunity to conyince legis-
lators of the importance of specifying in such legislation
that the funds be used to purchase jobs with certain

== ---~design-features to-maximize-the development.of matura-.. ...

' tion skills in young employees. The effort to accomplish
_ this objective is justified by the promise of restoring in
our youth respect for themselves and for others.

) ! -
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Need for Recurring Education. 1f training is an im-
portant element in providing skills so t people can.
have access to job openings, then ret. g or recurring
education is equally important since most people com-
plete their schooling at an early age and never return,
and some jobs become obsolescent and others come into
great demand. Our present linear pattern of full-time
schooling for as long as one can persist, followed by a
sudden transition to a lifetime of full-time work with
higher status and earnings for those who can afford to
stay in ] the longest, is unfair and wasteful of
human taleit. - -

Reform proposals’ to allow students to complete the
mandatory portion of their education in early adolescence .

‘and giving them a certain number of additional years

entitlement to education, usable at any time during their
lives, may help to resolve the dualism resulting from the
linear “schooling-first” pattern by replacing it with recur-

ring cycles of work and education. This might be accom-
‘plished by reducing the mandatory attendance age to 14
years and giving all students an entitlement or a voucher
for a certain sum which could be redeemed by any

‘organization that has been accredited by a publicly ac-

countable agency as capable of providing valid education
services. The agency would redeem the vouchers, and the.
students could use their education entitlement at recur-
ring periods-throughout their lives whenever it is most
needed for retraining. Recumng educatiofi would- help to
solve the problem of age segregation by opening up tem-
porary work experience slots made vacant by adults who
are on sabbatical-leaves. Young people might hel® to
cover part of the responsibilities i
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Auailable” Financing. 1f every person in our society,
young and old, is*to have a choice of attending a variety
of educational work experience programs in several or-

) ganizations during the course of his life, the problem of
: {/ financing must be resolved. In addition to existing pro-
gram funds that can be reallocated, local and stg#€edu-
cational revenues are logical candidates to assume part
of the revénue burden but there are additional candi-
Lo dates. The Comprehensive Employment and Training
Act provides public employment funds that are appro-
. - priate to this purpose. In a summary of a conference on
"~ recurrent education, Mushkin® outlines a number~of
other financing alternatives that may be equally appli-
cable to a program of education and recurrent education

via a network of educational work experiences: )

® Creating a market for funding loans through banks
perhaps guaranteed by the Federal government;
such loans to be repaid with interest or out of some
fixed percent of future income.

® Tax incentives for individuals and for corporations
geared to the amount of private effort or public
benefit obtained. '

e Expanding social insurance programs financed by
employers and employees (e.g., unemployment in- .
surance, social security) .. :

e Establishing a lifetime educational credit plan by a
special tax, an income tax, or out of general rev-
enues of the Federal goverpment. .

. ® Company and civic agency in-kind contributions in
the form of structural reforms (fiexible work sched-
ules, released time, short work week, etc.) that
make it possible for employees to participate in the
educatio)ej wor k experience programs.

The system for paying the costs of an sducational
work experience program that is available tc youth and
adults. should be made contfngent on an organization’s

- 3
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contribution to the external costs they presently impose

" on society by excluding certain age groups amd by their
consumption of education. Organizations that are very

: . exclusive and that depend heavily on.highly educated
staffs should probably pay more, and equitable proce- -

’ dures for implementation are needed.

On the distribution of funds, those who most need
support for participating in educational work experience
programs should receive special help, and measures of
need should be developed. ) .

 Probably the particular form in which the funds are
distributed is less important than the contingencies that
are used to schedule the amount, frequency, and peri-
odicity of the payments. For example, should more reg-
ular, frequent, and greater amounts of money be devoted

to work experience programs as a function of need fac-
tors, e.g., unemployment rate, occupational shortage, age, )
gex, race, and population density? Or should greater
emphasis ‘be placed on reinforcing effective program
performance by giving more support to programs that are
most helpful to students, most educationally productive,
most efficient, most active in job search and placement?
Principles of learning would suggest an incremental
approach in which support patterns would successively -
approximate the goals of the program. It might be pos-
gible to analyze the goals of the program and write
performance contracts with employers to provide differ-
ential payments for a hierarchy of student outcomes so
that the achievement of higher level generalizeable social* ...
gkills results in progressively greater compensation ':aue» A
to their difficulty of accomplishment. There are problems
with this, of ‘course, the pgssibility of creaming for one,
‘the problems of measurement for another, but these com-
ments are meant to suggest directions rather than serv-
ing as a prescription of what needs to be done. '

Government has a variety of fiscal instruments at its
disposal to promote greater opportunity for young people
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to participate in educational work experiences alongside
adults and these tools can be used in such a way as to
avoid runaway inflation, depletion of natural resources,
or radical political upheaval.

Obstacles to Reform. The creation of a network of
educational jobs to be made available to persons of all
age levels for the attainment of the objectives of career
education comes up against the fact that, as Wirtz® has
so eloquently put it, “While the case for change is in the

- minds and hopes of scattered millions, the case for things
as they are is in the hands of two or three strongly en-
trenched bureaucracies.” One reason for the difficulty of
implementing changes in the workplace to accommodate
the young is self-interest.

- There is a balance of power among vested bureaucratic
" interests at all levels of education and work, with exclu-
sive control over present arrangements. On the other
hand, there is little public pressure for career education
reform; only -a handful of politically ineffective scholars
are interested in the gap between school and work, and
few with any power would care to invite a confrontation
with those vested groups which have a well-honed abllxty .
to defend their turf.

Vocational and manpower training agencies have few
productive linkages and considerable duplication, over-
lap, and conflict as they compete for funding and for
control over programs.!® Programs for youth are numer-
ous and fragmented. There have been endless struggles -
among administrative bureaus at all levels of government
regarding who should control training programs, each
with its own constituency, including legislators and
special interests who stand to benefit from the program.
These groups fiercely defend themselves and occasionally
evaluate themselves by carefully selecting contractors
who will bring in a positive report with réégmmendations
for additional appropriations. :

Educators often express concern that the private sec-
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tor may assume too much control over the education
process; it has been only a few years since the American
Federation of Teachers -led its campaign against per-
formance contracting experiments over concern for non-
* teaching personnel.assuming educational functions.

Students themselves are not very eager te move into
the community and assume responsibilities in work’
experience programs. They enjoy the school campus and,
aside from its repressive features, find ample opportu-
nity there to become acquainted with members of the
opposite sex and to socialize with their peers. ‘

On the work side, employers are generally eloquent at
school-industry banquets but when it comes to relin-
quishing responsibility to young people, they reveal that
they don’t really trust young people with much respon-
sibility while readily acknowledging that responsibility is
precisely what young people need. There simply is not
enough responsibility to go around, they say, and pe-
sides, “teenagers aren’t dependable, aren’t mature, a n’t
well trained,” ''—all the qualities that might be acquired’
with a little trust and opportunity. Profits come first.
Redesign of jobs to accommodate the young is probably
a threat to many managers who have not yet even enter-
_ tained the idea of hiring people under the age of 21.

Union leaders have also been deeply involved in various
aspects of career education at the national, state, and
local levels. They assume the role of champion of indus-
try-education programs, and yet their actions often
seem to bé overwhelmingly governed by anxieties over
students displacing employed workers... :

Licensing and credentialism, often a protective vehicle
for the public interest, sometimes stands in the way of
reform and serves vested interests in restricting the flow
of new labor into.the labor market and impedes the
mobility of labor within the labor market.!*'* (p. 160)
The use of credentials for effectively practicing age
discrimination in hiring makes it very difficult for young

: 59
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people to gain employment in the primary labor market.
If the credential was a genuine indication of proficiency
in those jobs for which the credentials were prerequisite,
there would be little concern. But Freedman’s data on
the use of credentials to provide job shelters by limiting
the population of admissible job applicants'* and Berg’s
data on the lack of congruence between entials and
actual job requirements raises serious questions about the
possible social disutility of unchecked' credentialisny.
Most licensing boards are exclusively composed of li-.
censed practitioners with a conflict of interest who are
unlikely to voluntarily sacrifice their advantage in the
market. But court action such as the Griggs v. Duke
Power Company case is begmnmg to challenge invalid
licensing and such action is likely to grow.
# The effort to overcome these difficulties probably re-
quires that Wirtz's ““scattered mpillions” be organized into
a commorr voice to insist that preventive measures such
as a national network of educational jobs be substituted
for the usual remedial measures in the youth labor
market that never seem to work. People must be con-. .- . .
vinced that their government has to assume responsibil- . - g
ity for bold solutions in the face of opposing self-mterest
because, “No pluralist society has worked unless its key "
institutions take a'esponsxblllty for the common good.” ¥~ ~ - |
© (p. 349)
‘ 5. What features might be mcluded’qn the proposal? . P
" One feature would be the enablﬁlg -rgpft legislation 1 -
reqmred for the program. For exaniplé, legislation will be~ ..
required for ¢reating a major publif?\&nployment program. ‘d‘
to provide the opportdmtles for educa.taona} work expe- ¢~ v
.rience. Legmlatnon may. also,be required to ﬁ§ responsi- % &
- bility for the program. Ideally the. prggram would be: = =«
édmxmstered by ‘a-single agené}c @gponmble for all.its - . 3¢
() functxom;. whet’her ghey he concerned with education, A
f/ vo¢at1qn~, manppwel" or *abor ‘A distinct allocation of *
responsnb;hty and‘ authorlty mgh help to avoid “th 7

}s~'. ’5‘1
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fragmehtation and jurisdiction problems that were cited
in our case study and which also typically demand so
much attention among bureau per#dnnel in Washington.

* Finally, draft legislation may be needed to provide for’
" the registration, accreditation, and supervision of edu-

cational work experience sites by the 50 states. Educa-
tion is still a state responsibility and the states would
presumably assume the task of regulation and mainte-
nance of educational standards.

A second feature might include the financing pro-
cedures to be used. For example, entitlements or vouch-"
ers might be used to pay for the educational work ¢xpe-
riences whenever they are needed during the pefson’s
lifetime; such vouchers to be redeemable at accredited
workplaces in private or public sectors. .

A third feature might include changes in schools that
are necessary to ease the transition to the workplace. For
example, as_mentioned earlier, productive school enter-
prises could prepare students for the program. Gradua-

* tion requirements will also have to include credits to be

earned by the educational work experiences. Compulsory
attendance laws may have to be modified. o

A fourth feature might include the establishment of
intermediate community agencies such as the Youth
Councils proposed by the National Manpower Institute
to augment-the guidance and placement functions of the
schools and to facilitate the recurring education of adults.

A fifth feature might specify how public and private
organizations could set up a departmgnt or branch, hav-
ing responsibility for a productive activity vital to the
organization, but that also has an educational respon-
sibility for helping young people develop responsibility
and other social skills, and for helping in the renewal of
adult workers. This branch or department would prob-
ably have an associated research and development capac-

‘ity to redesign work stations and to “engineer” work

experiences to insure that the intended social. goals are

+F
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achieved. Local educators might be included as part of
these research teams to help with such work.
These features are only a start. It has always been -

" impressive to see the number of creative ideas that are

generated from the field once a federal agency assumes
leadership by setting a direction. Now we need to find
an agency that is willing to take on such a risk.
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| Population, Labor Force ar‘ndA
i Employment Opportunity

Emerging social policy as discussed in the first section is
going to have to cope: with some major new dimensions .
of the youth problem. These stem from significant re-
versals in form in & wide spectrum of matters ranging
from alterations in the demographic profile of this coun-
try to new patterns of school attendance and labor
< market participation on the part of young people with
corresponding impacts on their rates of employment and
unemployment. The three papers in this section present
the factual materials which bear on these changes and
assess some of their portents.
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TQe New Worker—Implications of
~ " Demographic Trends
Howard F. Hayghe

The postwar “baby boom’” generation which crowded
the school system in the 1950s and 1960s and subse-
quently swelled the ranks of young workers is moving
into the cohorts of mature (over age 25) workers. A new
generation of youths, born during a period of declining
fertility and rising affluence, is now beginning to enter
the labor force. This new generation is smaller. As a
consequence, over the remainder of the decade, the num-
- ber of youths in the labor force will grow more slowly
and will decline during the 1980s.

Over the period including the last part of the 1970s
and all of the 1980s, the characteristics of the youthful
(16 to 24 years old) labor force will change. In response
to declining fertility, the proportion who are teenagers
will decrease in this period. At the same time, the pro-
portion who are women will increase. Blacks will probably
continue to face many barriers to employment even
though they, like all young workers, will be better edu-
ycated.!
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The 1970s :

The number of youths in the labor force grew rapidly
during the first part of the 1970s, but this growth will
slow during the remainder of the decade. Between 1970
and the first half of 1974, the number of young men and
women 16 to 24 years old in the total labor force grew
by about 2.6 million to rggeh 22.5 million. During the
remainder of the 1970s, growth will be much slower. By
1980, there will be 23.8 million 16 to 24 year olds in the
labor force, a net rise from 1974 of only 1.3 million. This
increasa:will be among 20 to 24 year olds, partially offset
by a 500,000 decline in the number of teenagers.

The number of young men in the labor force will rise
at a slower pace during the latter part of the seventies
than during the earlier part. Between 1970 and 1974, -
the number of young men in the labor force rose by 1.2
million, a 10 percent increase. However, between 1974

—and the end of the decade, the number will rise by only
4 percent, due primarily to declines in the number of
teenagers. Likewise, the number of young women in the
labor force, which rose quite rapidly between 1970 and
1974 (a 17 percent increase), will increase by only 8
percent during the latter part of the decade, a rise con-
centrated, as with the men, among 20 to 24 year olds:

During the latter part of the 1970s, women will domi-
nate the increase in the number of young people in the

" labor force. Between 1970 and 1974, the increase in the
total labor force was about equally divided between men
and women. But, during the remainder of the decade,
about 59 percent of the rise in the number of youths in
the labor force will be young women. As a result, women
as a proportion of the labor force will increase, rising
from 40.9 percent in 1970 to 43.1 percent in 1980. -

This increase in the number and proportion of women

“in the labor force reflects current social trends which are

_ likely to continue into the future. Basically, women are
having fewer babies than in the past. They are post-
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poning their first child and. intending to have fewer
children.? Thus, 4“ the beginning of their careers, young
women are able)to spend more time in the labor force.

As a result, thgy are able to become better established in
their jobs, acquiring job-related skills so that should
they leave the labor force for any protracted period to.
bgar and care for children, they are better prepared than
women in the past to find jobs when they re-enter the
labor force.

The fact that young women are postponing their first
child and expressing intentions to limit the number of
future births is undoubtedly linked to the changing
aspirations of women in our society. The idea that a
great many women can best find personal flﬂﬁllmwt
outside their traditional housekeeping role is widely
accepted. Young women particularly seem to be becom-
ing more career oriented. Thus, it is not surprising to
see the labor force rates bf these women, even mothers
of young children, rising.

' Even thoagh the fertility level of Negroes® has_been
declining, it remains higher than that of whites. “As a
result, the number of black youths in the population and
labor force is expected to incréase between 1974 and 1980.

. The number of black youths in the labor force will rise
at a rapid pace during this period,-on the order of 23
percent, while there will be little change among the
whites. Thus, the racial composition of the youthful
labor .force will’ be altered—in 1980 14 percent will be
black compared to 12 percent in 1974.4

As is well known, Negro youths have a hlgh unem-
ployment rate—about twice that of white youths. In
1973, the unemployment rate of Negroes under age 25 , -
was 20.4 percent compared with 9.1 percent for whites.
For black teenagers, it was.even worse—30.2 percent
compared with 12.6 percent for whites. In addition,

. employed black youths are more likely to be in low pay-
ing jobs, while others do not even enter, or drop out of,
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the labor force because of discouragement over their 4
prospects of finding a job.

The black youth is often confronted by a series of
familial, institutional and economic influences that re-
strict his ability to compete successfully in the labor
market.® More -often -than whites, Negroes come from
one-parent homes. In March 1974, 32 percent of all
. Negro families had a female head, compared with 10 per- *
cent of the whites. In over half the Negro families headed
by women, children were present. Apart from the psy-
chological effefts of being raised in a fatherless home,
one serious obstacle confronting children in these fam-
ilies is pdverty which forces them to leave school early
to seek jobs for which they are not qualified. In 1972,
median-income for Negro families headed by women was"
only $3,840 compared™with $12,137 for white families
headed by a married man.® Also, many Negro youths
have attended inner city or segregated rural schools,
which are often inferior to those attended by a majority
of the whites. Finally, racial prejudice continually con-
fronts them in their search for a good job.

These fctors are powerful barriers frustrating many
black youths. Hopefully, some means will be found to

. alleviate these obstructions. But, for the remainder. of
the decade, it seems likely that the level of unemploy-
ment among blackYouths w111 remain hig ay even
rise if our economic situation deteriorate efd )

. To summarize: Over the rest of the decade, the num-
ber of youths in the labor force will continue to-rise,
although at a slower .pace than in earlier years. The in-

- creases will be among older youths who are generally
looking for career type jobs. The proportion who are
teenagers, many of whom are students seekmg part year
or part time jobs, will decline. - .

Women will become an increasingly important pa¥t of-
the labor force. If current trends continue, the career
aspirations of young women will lead them to compete

- Y - \
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for jobs in traditionally male dominated industries and
occupations. Furthermore, a growing proportion of -
mothers, with problems unique to their family respon-
sibilities, will also be looking for a. place in the labor
market. s
Finally, the number of young Negroes in the labor
force will grow quite rapidly. These young people will be
better educated and will have higher expectations than
blacks in earlier years. Yet, the barriers to employment
which have confronted Negroes in the past remain largely
intact, and black youths are likely to experience high,
frustrating levels of unemployment. This problem wil} in-
~ crease in size as the number of young blacks in the labor
force increases. | :
The 1980s _
The* labor market situation facing the young worker
during the 1980’s will differ from that of the latter part
of the 1970s. As the size of the youthful labor force de-
creases, competition for starting level jobs in many areas
may decrease. However, offsetting to so.me'extent the
advantage due to a declining labor force, the pace of
economic growth is projected to decrease. The average
annual rates of increase of some key indicators are shown
below™: ' .
: T~ 1968-80  1980-85
: ' - '1955-68 _(projected) (projected)
Gross National Product

(1972 dollars) 3.2 4.0 3.2
Personal Income
(current dollar) . 6.3 8.0 6.5
Employment
.(count of jobs)' 1.6 1.9 1.2

Educational levels will be a key factor as well. For
those whose educational level is below the norm, labor
market difficulties may increase due to the fact that the -
number of jobs requiring only relatively low educational
levels will rise slowly. Those workers whose educational

v
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leveis are high will be in demand, but, in some areas an
oversupply of college graduates may develop, mtensxfymg
competition for jobs.

The basic feature of the youthful labor force in the
1980s will be a sustained decrease in the number of

youths in the population and hence in the labor force
stemming from continuing declines in the fertility
rates. Between 1980 and 1985, the decreases will be pri-
marily among teenagers, but in the period 1985 to 1990,
they will be among those 20 to 24 years old. By sex, the
decline will be uneven; over the whole period, the number
of men in the labor force will decline faster than that of
- women as cultural and social changes continue to pro-

mote labor force participation by women. )

Between 1980 and 1985, the number of 16 to 24 year
olds in the population will drop from 37.5 to 34.4 million.
About 77 percent of this decline will be among teenagers.
This population decline will be reflected, of course, in a
decline in the number in the labor force of- about 1.6
million, again, mostly teenagers. The decline will be
among white youths whlle the number of blacks will re-

"main steady.

By sex, the decline in the number will be primarily
ampng men. The number of men will decline by about
1.1 million, or 66 percent of the net decrease in the num-
ber of youths in the labor force. ‘Bhe declihe in the num-
ber of women will be offset by rising labor force partici-
pation if current trends in' family size and economic -
aspirations of women continue. .

During the latter half of the decade, their population
will drop even further, by 2.8 million. However, during
this period the declines will be concentrated among the
20 to 24 year age group. Likewise, labor force declines
amounting to 1.9 million will be amgng the 20 to 24 year
old group. In the second, as in the first half of the decade,
the number of young women in the labor force will de-
cline far more slowly than the number of men.
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Because the number of women in the labor force is
projected to decline more slowly than men during the
1980s, women as a proportion of the total labor force
will continue increasing. As noted before, in 1980 43.1
percefit of the 16 to 24 year old labor force will be com-
posed of women; by 1990 that proportion will be 44.4
percent. c '

Jobs in the 1980s for which the undereducated can
qualify, will be growing only very slowly. During the first
half of the 1980s, the professional and technical category
will grow the fastest, despite continuing declines in pri-
mary and secondary education and cutbacks in the de-
mand for engineers. Employment in managerial and
clerical jobs is expected to rise-as well, but-not as fast as
in professional occupations. For persons with high school
or college educations these developments will be helpful.
However, among blue collar workers, operatives and non-
farm laborers are expected to grow rather slowly as
technological advances decrease the demand for these
relatively unskilled workers.® Thus, for the underedu-
cated, employment growth is likely to be in"a in
which they are not quéliﬁedto compete. for jobs. ‘

An’ examination of projected job openings for the
period 1972-1985 shows-the same story. Over 61 million
openings will occur during this period due to growth and
replacement. About 20 percent of this growth wul be in
professional and technical occupations and 28 percent in
clerical occupations, most of which will require at least a
high school diploma. On the other hand, jobs in cate-
gories such as operatives, and farm and nonfarm occdpa-
tions which often do not haye high educational require-
ments will grow by only 14 percent.

Educational Attainment

The educational level of young workers is expected to
rise. By 1990, there will be proportionally more college
and high school graduates in the labor force than in

r .
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'1980. At the same time, the proportion with less than
four years of high school will decline rapidly. (However,
. the absolute levels of college educated persons may
differ in the future from the projections in this paper, if,
as is possible, the current trend of declining proportions
of high school graduates enrolled in college continues.?)

The 1980s, like the 1970s, will undoubtedly be marked
by a rapid pace of technological innovation. Jobs will
often become more complex as different technologies and

‘procedures are introduced, requiring well-educated
skilled workers to perform them.

To meet this demand, the proportion of well- educated
workers will grow rapidly. In fact, between 1980 and
1990, the number of 16 to 24 year old college graduates
will rise by 6 percent (at a time when the number of
young men and women in the labor force will decline by
15 percent). The proportion of college graduates will rise
faster among women (10.6 percent) than ‘-among men
(2.8 percent). © e

Unfortunately, this rapid growth in the number and
proportion of colldge graduates could lead to an over-
supply relative to demand in some fields such as pri-

mary and secondary education or engineering. The U.S." ,
economy has been successful in the past in absorbing the

'growing number of college graduates and thus optimism
with respect to employment prospects of highly educated
workers in the future is warranted. Some attention

should be given to this problem to reduee the p0551b111ty

of the occurrence of the following:

. The recent employment experience of new college

graduates suggests that their short-term employment-‘

prospects may be quite sensitive to cyclical changes in
the economy and to the changing mix of demand for
highly trained professional and technical workers in
particular fields.

. These highly qualified workers may also displace -

"increasing numbers of less educated workers in occu-
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pations which have formerly been the preserve of
those without college educations, particularly if the
kinds of jobs which typically have been held by col-
lege graduates do not increase fast enough to absorb
the prospective growth of college graduate jobseekers..
The upgrading of job requirements already observed
suggests that the employers’ expectations with respect
to the educational qualifications of their prospective
<= employees tend to rise with increases in such qualifi-
cations of the jobseekers themselves. Thus, if college
graduates are forced to seek jobs which have not
traditionally attracted them, they are likely to be
hired in preference to the less educated, quite apart
from the actual education needed to perform these
jobs adequately. Should such displacement take place
on a large scale, the potential consequences could be
"damaging both to the college-educated workers and to
the less educated workers they displace. For the
former, limited opportunity to utilize and develop the
skills and perspectives acquired in college could give

- rise to alienation, frustration, and other problems
_ associated with this type of underemployment. For :
4 the latter, the prospect of competition with the edu-
cationally advantaged for jobs and promotions could

also give rise to serious strains.!?

For young persons whose educational levels are below
‘the norm, the 1980s will be difficult. As noted above, the
skill levels required by many jobs will be increasing, and,
employment growth will be in those occupational groups
requiring high levels of education. Thus, even though
their number and proportion are expected to decrease,
jobfinding will remain an uncertain proposition for them.
They may well find themselves involved in unequal com-
. petition for jobs with better educated workers and thus

e

" increasingly relegated to low skill, low pay, dead end,

jobs.

Conclusion
The size and the age-sex-race composition of the

youthful labor force are going to change over the next

[
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15 years in response to both fertility trends and the
growing labor force participation among women.

For the remainder of the decade, the number of young
workers will rise, but more slowly than during the early
1970s. Subsequently, during the 1980s, the number will
decline. Over the entire period, 20 to 24 year olds will
increasingly dominate the youthful labor force. The pro-
portion who are teenagers will decline, from nearly .40
percent in 1974 to 32 percent in 1985, rising somewhat to
34 percent in 1990. oL

Current trends of increasing labor force participation
among women will continue over the next decade and a
half. The labor force partic;ipation rates of young women
will rise and they will compose an increasing share of the
labor force. Also, if current trends continue, a growing
proportlon of young wgmen will be competing for jobs
in the same areas as men.

The number of black youth in the labor force will rise
at least until 1980, even though black fertility levels are
declining. However, the barriers that are creating high
unemployment among them now will continue to prevent
success in the job market unless they are alleviated.

Educational levels will continue to rise, but. this will
present two distinct problems. On the one hand, there
may be an oversupply of college graduates relative to the
number of jobs in certain fields. On the other hand, jobs
for those who are relatively undereducated will probably
become less available in an economy where technologlcal
progress will remain rapid.

One of the major problems facing manpower policy
planners, as in the past, is likely to be the high unem-
ployment rates of black youths. The many social and
economic problems confronting Negro youths as they try
~ to find jobs have not yet been significantly alleviated.
+Thus, a multi-faceted ‘approach will have to be taken to
‘lower the barriers against employment of these youth.

The problems of not enough jobs for both the under-
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It almdst goes without saying that the solutions to -7
these employment problems among black yotith, college
graduates, and the undereducated depend upon our .
success in maintaining an adequate number of jobs for
these young people: If young blacks are to find jobs, if
college graduates are to be able to find jobs commensu-
rate to their education and skills, and if undereducated
youths are to get meaningful jobs, then manpower policy
has to center on creating these jobs. .

Women will be an increasing proportion of the labor
force. But, as their role in American society is changing
and will continue to change, so will their role in the labor
force. Young women will be staying in the labor force \
longer and more young women with children will be
working. Further, women are likely to continue to enter
male-dominated industries and occupations in search of
better pay and better careers. Thus, as the role of women
in the labor market changes, they may require new or
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differept types of assistance than in the past as they seek
to establish careers.

Obviously, many of the problems that the changing

" composition of the youthfu] labor force will present to

manpower policy planners will be familiar ones. However,
there will be new problems. In many cases, existing
policies and programs may be adapted or rechanneled to
help ease the transition of youth from school to work.

. But, ingther instances, different policies and -progranis

may be required.

Notes
1. This paper is based largely' upon projections of the labor

. force prepared by the Bureau of Labor Sfatistics. See: Denis

F. Johnston, “The U.S. Labor Force: Projections to 1990,”
Monthly Labo* Review, July 1973, pp. 3-13 and reprinted as
Special Labor Force Report-156; also, Denis F. Johnston, “Edu-
cation of Workers: Projections to 1990,” Monthly-Labor Review,
November 1973, pp. 22-30, reprinted as Special Labor Force Re-

‘port 160,

The assumptions the projections in this paper are based on
are detailed in the above. Briefly, they are: over the period of
the projection, women will have, on average, 2.1 children (Series
E population projections); mortality levels will fall slowly; net
annual immigration will average 400,000 persons; the size of the
Armed Forces will remain at 2 million: there will be no major
legislative or social changes affecting the labor force and no
changes in‘the current definitions of “labor forcé,” ‘*“‘employ-
ment” or “unemployment.”

2. See, U.S. Bureau of the Census, Current Population Re-
ports, Series P-23, No. 49, “Population of the United States,
Trends and Prospects: 1950-1980,” pp. '12-17, 39-40, 66-68.

3. Data for the category “Negro and other races” is used to
represent Negro workers though the data include other minority
races. Blacks represent about 89 percent of the larger group.

4. See, Sophia Travis, “The U.S. Labor Force: Projections to

1985," Monthly Labor Review, February 1970, pp. 3-12, re-

printed as Special Labor Force Report 119.
These are the latest available labor force projections by race.
5. See, Sar A. Levitan and Robert Taggart III background
paper for The Job Crisis for Black Youth, The Twentieth Cen-
tury Fund Task Force on Employment Problems of Black
Youth, pp. 49-52.
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6. See, U.S. Buxeau of the Census, Current Population Re-
ports, Series P-60, No. 90, “Money Income in 1972 of Families
and Persons in the United States.” 1\ :"

7. See, Ronald E. Kutscher, “The U.S. Economy in 1985: A
summary of BLS projections,” . Bulletin 1809, p. 27.

8. See Neal H. Rosenthal, ibid, pp. 18-21.

9. See Kopp Michelotti, “Employment of .High School Grad-

“uates and Dropouts, October 1973, Monthly Labor Review,

September 1974, p. 50. . :
10. Johnston, “Education of Workers: Projections to 1990.”
11. Detailed data on population, labor force, employment by
major occupation group and educational attainment, current and
px;ojected can be found in Manpower Report of the President,
April 1975, Statistical Appendix, particularly Tables E-1 through
E-11, pp. 308-316.
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Youth Employment and Career Entry
‘ : Paul E. Barton .

Introduction -
The purpose of this paper is a limited one. It is an at-
tempt to provide some perspective on the high teenage :
unemployment rate, which is the only widely recognized -
and the only available measure of youth employment .
problems; how it has gotten so high; and what it means
and' does not mean. Any such examination leads to a
look at labor force behavior as well, to what is happening
to youth employment arid to the nature of the relation-
ship between the teenage employment experience and
“career entry,” although teenage 'employment and

_ “careers” are not, of course, the same thing.

There is no attempt here to prescribe the proper means
of readying youth for successful career entry, much too
large a subject for one paper. However, there are a num-
ber of important considerations arising from the discus-
sion of teenage unemployment and the present character
of employment entry which should be kept in mind in
shaping a smoother transition from school to work. These
will be brought together in the paper.

It should be noted ut the outset that this paper almost
wholly concerns high school leavers and their early em-
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‘ployment experience; and not that of the college student
or graduate. - '

Unemployment

There are several reasons for an examination of the
~ character of teenage unemployment. One is that public
discussion of the “youth problem” has béen closely tied
to high youth unemployment rates and the impact of
the World War IT baby boom on the l#bor market of the
1960s. Ny

- Another is that the character of teenage employment
and unemployment has changed over the years, a matter
" of considerable significance for policy, often not widely
understood, and in fact, frequently ‘misunderstood.

Still another is that during the late ‘1960s, and in the
last several years research on such matters became both'
more voluminous and more sophisticated. Its conclusions
have not, however, been brought together in ways making
them easily available for use in policy consideration.

Perhaps the most important reason of all is the need
to look at a situation where the most used measure of a
problem is not very helpful in policy, and represents a
clear case study of a situation where failure to measure
the right problems can lead to the wrong policies or
- simply lead nowhere at all.
I. The New Teenage Labor Force. s ,
. The Teenage Labor Force is Increasingly—And Will
% . Soon Be Largely—an In-School Labor Force -

The existence of high teenage unemployment rates has
conjured in our minds the image of a school leaver,
graduate or dropout, looking for work and unable to find
it. There are, of course, many young people in that situ-
ation. More frequently however, the youth labor force,
whether employed or unemployed, can be identified with
young people in school. :

In 1953, there were a total of 3.5 million teenagers
employed. Only one million of them were in school. By
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1960 1.7 million out of 4.0 million employed teenagers
were in school. A decade later, the majority were in
school: 3.2 million employed in-schoolers as compared
with 2.6 million out of school. The pattern of unemploy-
ment followed closely, to the point that by 1970, 0.6
million out of a total of 1.1 million unemployed teenagers
were in school and looking for work.! The time is coming
when teenage employment and unemployment will for
the most part be identified with the schooling period of
life, rather than reflecting the movement from school and
entry into adulthood, as in times past.

The situation is the product of two trends, one well-
known, the other probably less so.? An ever increasing
proportion of teenagers is in school, as more young people
finish high school and more of those (at least until re-
cently) go on to college. Thus, even with a constant
proportion of in-school teenagers working, the proportion
of all teenagers employed who are in-schoolers would be
rising.

The talk about the disenchantment of youth with
work, high youth unemployment rates, “discouraged-
workers,” the increasing proportion of high schoolers
coming from families able to send their teenagers on to
college and the rising affluence of the American family in
<general, may obscure the fact that a higher proportion
of teenagers who are in school are either working or seek-
ing work. :

e 16 and 17 year old males (in school) increased
their “labor force participation rate” from 34 per-
cent to 39 percent from 1960 to 1970. For 18 and 19
year olds the rate rose from 35 percent to 41 per-
‘cent.

e The rise was steeper for females; among 16 to 17
year olds, the rate rose from 23 percent to 34 per-

cent, and from 28 percent to 38 percent for the 18 . =

and 19 year olds.
The surge of a larger proportion of in-schoolers into the
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labor force is particularly impressive when we consider
that the decade of the 1960’s saw the largest increase in
teenagers ever, a rise of 47 percent during-the decade,
which placed a great strain on the capacity of the econ-
omy to match the need.

Actually, the proportlon of teenagers enrolled in school
and in the labor force has ﬁrobably been understated to
a significant extent in the official counts used in the
statistics above. In the official survey, whoever is home
(often the mother) speaks for the labor force status of
the whole family. In the less official but validated longi-
tudinal surveys sponsored by the Labor Department
(The Parnes Survey) the youth themselves are asked
about thgir employment status. The statlstlcal variations
are significant.

In the Parnes survey of October, 1967, the ldbor force
participation rate of white males enrolled in school, age
16 and 17 was 58 percent, compared to 42 percent in the
regular survey, and 56 percent for 18 and 19 year olds
compared with 41- percent. The differences were even
greater for black males: among 16-17 year olds, 50 per-
cent in the Parnes survey compared with 35 percent in
‘the regular survey, with comparable figures of 61 per--
cent and 31 percent for 1819 year olds.® The differences
in the two sets of data are accounted for primarily among -
the employed, rather than the unemployed. Similar, but
smaller, differences also exist for teenagers out of school.
Possibly much of the difference is in reporting ‘part-time

w‘\oyhought to be more important, or better remems-
bered, by the youth than the mother.

Such sizable differences suggest that at least for those
special surveys concerning youth as a group (such as the
October surveys of labor fotce status of graduates and
dropouts, and those enrolled and not enrolled in school)
we should be asking the youth what they are up to and
not just accepting what the parenv is awar‘éxof, or wants

to report.*
-
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The decade of the 1960s saw a remarkable expansion
in the teenage population and an even greater expansion
of the labor force, creating a pressing demand on the part
of in-schoolers for jobs. How well did the economy re-
spond to this double barrelled blast? -

9. The Economy Responds
Teenage Employment Surged, And The Teenage Un-
employment Rate Became Less Useful as a Single
Measure of Youth in Trouble . :

In the 1960s it was the conventional wisdom that the
rapidly rising youth unemployment rates and the in-
creasing ratig of the youth rate to the adult rate was the
product of the simple demographic fact that the labor
supply of 16 to 19 year olds increased dramatically and -
combined with an economy unable to keep up with it.
During this period, the teenage labor force did expand
~ by 50 percent, compared to a growth in the total labor

force of only a fifth. Moreover, the supply was highly spe-

cialized, i%., inexperienced workers (at a time when it
was generally assumed that jobs for the unskilled were
disappearing) often looking for part-time jobs at.that.
Supply gutstripping demand was a reasonable assumption
to makd, 25 the unemployment rate climbed; after all, .
the teenage labor force had increased by only 15 percent
the previous decade. :
Somewhat surprisingly, and not wholly explainable,
the economy did quite well in rolling out a greatly in=
creased quantity of jobs for teenagers. The rise in the -
teenage labor force of 50 percent during the decade was
matched by an increase in teenage employment of 49
percent, the latter contrasting with an increase in em-
“ployment of persons of all ages of just 20 percent during
the same period for the Nation as a whole. Further, the
expansion in work activity for teenagers was concentrated
in part-time work, with an increase of 128 percent from
Oetober of 1961 to October of 1971——contrasted with a
mere 17 percent increase in full-time work. o
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But youth unemployment rates also rose in the 1960s,
and became increasingly higher than the rate for adults.
How does that square with the report above about the
increase in youth employment opportunities? How con-
cerned should we be that the teenage unemployment rate
averaged 14.5 percent, last year, compared with 3.8 per-
cent for persons age 20 and over?

At a time when the teenage unemployment rate is both
high, and has been rising over a fairly large span of re-
cent history, the assertion that it is less than useful as a
measure of youth in trouble is brash enough to demand a
thorough defense. But first, a few comments about what
the above statement is not mtended to say, for it has
some exceptions.

First, the major exception: The rates for black teett-
age youth are more than double those for white teen-
agers. Moreover, the trend data (1960 to 1972) indicate
that the disparity has been widening and is virtually un-
explained by the overall state of the economy. In 1960
the rate for black teenagers was 1.8 times the rate for
whites. A gradual deterioration brought the black rate to
2.4 times the white rate by 1972. Jobs for black teenagers
snnply did not grow as fast as the need. Here, quantity
of jobs in the inner city is a great problem.® This higher
- rate for blacks is a development of crisis proportions, and
although generally the unemployment rate for yomth is
not an adequate measure of the problem, that measure is
. useful to point up the worsening of the black/white

- differential.

The ‘other exceptlons are minor only in the sense that
- anything true ir' general is inaccurate in specifics. Aside
from blacks, thére obviously are many youth experienc-
_ing long spells of unemployment and all the worse for it.
One other point should be made. The examination here
" is of unemployment rates as trends over the longer term,
not of what happens at the depths of a recession. In
recessions, the unemployment rate for youth goes up,

82



’ Ybuth Unen.zploymen‘t and Career Entry 79

“although not as m.uch proportnonately as for adults.
Higher youth unemployment due to recessions is a prob- -
lem-and calls for increasing the quantnty of jobs for
youth. . .

The very high teenage unemployment rate does not
define “the problem very well. It does accurately measure_ s~
“urfemployment,” and no suggestlon is made to the con-
trary. It is just no longer the major social indicator on

- which our gaze should be concentrated. A distinction 1s

made between the value of the uremployment rate as a’

social -indicator, and the real problem that prolonged
4 unemployment causes a lot of youth.

What has happened to the unemployment rate is al- :

" most a mirror image of the developments described earlier
relating to youth employment. 1t is becoming common for ¢

a teenager enrolled in school to seek a part-time ]ob

Every time this happens, that teenager adds to.the un-

. employment count, even if only for the several weeks it
typically takes to be successful. '
- _Given the casual nature of such employment, the teen-
agen: is likely to hold several such jobs during the school ..
~ period. Every time there is a movemént in or out of a '
- job, the employment and unemployment rates include it.

Within the school year, tegn érs find JObS during
vacatlon penods For example, ;! 7.0 million teenagers
were employed in September of 1953 During December
of thst year, the number rose to’7 2 million. Many were,
counted as pnemployed while lookmg for Ghnstmas ]obs
and emplayed af't{:r finding them.

;During- the summer teenage employment balloons.
’I‘here were 9.1 million teenagers employéd: in July of
1973 (compared to the September figure of 7.0 million).

- They ‘are’ counted among the unemployed dunng the .
i search for summef work. .

So what the youth unempldyment rate sifts down to is
a reflection of the turbulence’ “in teenage labor force |
activity, w1th the same youth entenng the unemployment
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of lo:sungz or leaving ‘their, last job.“The contrast in the ‘

make-up. of‘ the unemployment .:rate, by reason of unem-

ployment, between teenagers and adults is consnderable,
;. as can be seen from the table below.
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“-UNEMPLOYMENT RATE ‘1973

L A 16-19Year Males, Feinales,
,'. .Reason for Unempl’oyment ?l . 20 & Over 20 & Over

;Lost last job. 4%

19%  16%
) ft last Job e 3‘("‘- c . .7 . .5 . ' l.9
“Re-entered labor force’ . . . 43 . 7% .20 . ¢
- Never worked before W 60 .0 e -3
Total . - 1.6%
: If one looks onI‘y at_urien - from job

" ingly dlsmmxlar The differénce lies in the unemployiuent
resultmg from . elrtérmg” and re- entering ‘the labor force™ ™
and is consistent Both in:years of high and low unem-
@;loyment 1In 1973 (a Yeat'of sfa,;rlyjhxgh unemployment),
-youth entry an re-qntry mj@ the labor force accounted
for 10.3 percen, “of ‘a{ 14,5 'pepcent’ unemployment rate.
i:, In’ 1969 (a 'yegr‘w?xt i’;_:flowi tal unexnployment rate) the
¥ propartion of tﬁe “(still High) teénage rate’ accounted for
by such entry and ‘was. 8.8 }peroentage pomts out of a
o total raté of~12 2 perdent‘about thesame proportlon as

ma1,$73 -

P4y pomt made Iby j,hese statistics is a hmlted one.
e 'I'hey sho& how much the rate is, the result of milling
about m the labo; fo}ce Of course, if there is a very long
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-period: of Job search when a youth enters or re-enters the
labor force, there is cause forc concern.
How long.does it take youth to find jobs? Surprisingly, -
the answer is that nobody knows for sure, despite the :
- wealth of details collected on unemployment. The closest a.nﬁ

\‘;,‘? measure available is th#nformation supplied by the

%u"< Bureau of Labor Statistics on how long presently unem-

. ployed people have been unemployed. By this measure, '

i the duration of unemployment experienced by teenagers '

- is fairly short. Out of an average™f 1.3 million teenagers

‘unemployed in 1972, only, 180,000 had been unemployed
for more than 14 weeks; 730,000, or 56 percent, had been
unemployed from one to four weeks. When the economy
is operating at a high level of economic activity, the
duration of unemployment is lower. In 1969 the average
rate of teenage unemployment 'was 12.2 percent. This
amounted to 853,000 unemployed, of whom 539,000 (64 -
~~~ percent) were unemployed from one to four weeks, and

-~ 67,000 for more than 14 weeks. What is “typical” is

somewhere between.? o

An attempthas been made to get a more accurate
estimate of thi.fed duration‘of unemployment than is )
provided through the monthly unemployment figures.

Writing in the Monthly Labor Review, a publication of ¥-

the Bureau of Labor Statistics, Hyman Kaitz provides .

“estimates of actyal average duration. Using 1969 data,

" he concludes that the length of the average spell of .

" unemployment in that year was 5 weeks, compared with "
the regular BLS measure, whlch yielded a figure of 8 -
weeks.}. Presumably, the duration of youth unemploy- o~
ment is overstated in the preceding paragraph, although
we do not know to. what extent, compared to the national
avarage. The reason there is a difference in duration, as ‘

-+ estimated by Dr. Kaitz, has to do with the fact that the
official measu.@ ot of comgldted spells of inemploy-
ment during a year, but an av e of the monthly count

- of how long those currently unémployed have been &

~  without ]obs

N
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Having described a turbulence in the te‘enage‘ labor

force, and (for the great majority) a relatively. brief .

period of job search, an 1mportant question remains
unanswered. Both of the’ factors*could long have been
" true of teenagers, when compared to adults. There has
long been labor force activity of il-school youth, even
if it has increased. Of course, labor fgrce entry accounts
for a large portion of youth unerMployment: that’s the
point of being young and starting to look for work. The
quickness with which youth do locate work (on the
average) lessehs concern about the hardship that might
" be suggested by unemployment rates of from 12 to 16
percent. But what about the fact that the unemployment
- rate of youth has been growing relative to that of adults?
The description of labor forte behavior provided so far
suggests strongly that the divergence between thg ‘teen-
age rate and the adult rate has been due to an increased

“milling around” in the labor force compared with the-

" past, and that,. therefore, the divergence need not be
viewed with alarm. But the evidence supplied thus far
is only circumstantial. ,

Is there m}ormatlon that would show more directly
.whether the i increasing youth unemployment rate (rela-
tive to the adult rate) has been due to a growth in
short-term unemployment associated with job entry and
‘re-entry? If one takes the length of the unemployment
spell to be the best indicator of the seriousness of un-
~ employment, the answer is yes. Using unpublished data
supplied by the Bureau of Labor Statistics, a “long term
unemployment rate” was derived for teenagers, which is
" simply the number unemployed. for more than 14 weeks
as a percent of the teenage labor force. In 1957, the long
term rate was 1.6 percent for teenagers, rising to 3.6 per-
cent in the recession year of 1961, dropping to 0.9 per-
- cent in the boom year of 1969, and then rising to 2.4
percent in the high employment year of 1971.

The further question was asked of whether the youth

8G..
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‘L\ .

ong term unemployment rate has been mcreasmg as a
ultiple of the adult long term rate, as has been happen-

ipg in terms of the total youth rate compared to the .-

tal adult rate. (So as to avoid the confusion of the '
effect of business cycles, the high unemployment years
have been dropped out.) ? :

Teenage Long Term *
Teenage Unem ymcnt ‘Unemployment =
‘ . Rate as Mulgip| q w Rate £ 3 Mulﬁple ‘of

ﬁ;ﬂt Unemplﬁjﬁme‘ﬂt

. ! . 1t 'Rate - b )

1957 ' 3.1 Tifmeg’ s © 2.0 Times
.1964 2 3.8 Times . " 2.4 Times - .

©.1965 . 4.1 Times Coee 027 Tlmw
1966 4.4 Times 2.3 Tinles
1967 4.3 Times ; 2.6 Times
1968 : 4§ Times - “72.2 'Times

1969 ) 4.5 Times 2.0° T1mw

* Unemployment rate for persons 20 and over. -

As can be seen from the table above, the youth long
term. unemployment rate has not increased: relative to
the comparable adult rate, as has been true in the case
of overall unemployment ‘rates. The rising overall teen-
age unemployment rate‘is a product of i increasing shorter

" term unemployment. This is not to say that we should

have no_concern about the rise, for sensible education

. and manpaWer pohc1es can reduce job search time, and a
‘. better match between young workers and the job may
** reduce. the frequency of spells of unemployment by re-
. ducxng job tdrnover. :

The¢oncept of unemployment is much more relevant

- 4:0 s16uatlons like the 1930s when most all of those out of

work are in dire straits and to the situation of house-
holders responsible for the support of themselves and

-ot eis. It remains relevant to a grge number of adults

é&lso for many young people m poor families, . or
t’iif school and caught up in a recession. But w

Comparable ‘ Do

Lo

ould expect it to become less relevant in general, to %\

'Ci"'



P J’ : Where a ‘“‘teenage job” ends and Ycareer entry” begins
“""is not a matter that can be dealt with in precise fash-

oy ahath.arg p
:-good.Job rather than taking w
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. - ,
teensge population that is increasingly in-school, most of
whom are being supported by their families, many of
probably being told to take the‘time to get a

hatever happens to come
nig-Both family and society hiive éxtended the period
tige: for which they assué% responsibility for you?h

e d “uniémployment” does not very well.capture the ex-,

Ryt to which those responsibiligjes are being met:

¥’ But to be clear about the thrust of the argumentf a

Jboint made earlier should be emphasized: the distinc- .
Jtion between the unemployment fate as a social indica-

tor and the problem of unemployment. In judging a so-

- cial indicator, we ought to be sure that when it goes up
the situation is* worsening, and when it goes down the
“situation is improving .(or vice versa, as the case may
bey: The ‘unemployment rate for youth can rise for two -
reasons. One, because an increase in part-time job oppor=
‘tunities can cause more youth to pour into the labor
force, putting the new job seekers through a spell of un-

- employment, even though short.2® The setond is an in-
ability of youth to find jobs after a reasonable period of
gearch. We remain greatly concerned about. the latter
condition, but are uncertain what a figure which-averages
%?:ut: really tells us, or what to think when iggrises and

. It might be as useful to know the duration of fifne be: -

tween being “able” to work, and the decision to actually
. seek it’as some indication of the changing motivation of

youth to work, or the time it takes to ] an appro-

priate training school to leatna job.skill  graduation
. from “geheral track?”” Or,.?ﬁe'length of time a high school

graduate has to stay in a “leading nowhere”’ job, before

finding the entry rung to a job ladder.

Career Entry - < ‘

"jon. The extremes are, of course, clear. The distinction

Q).
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2 oym nt is measured precxsely, 1t is not so easy
‘T0WCscribe the trend in the quality of career entry. With
a piecing together of disparate statistics and limjted
studles, however,{some -general understanding of the
present state of affairs is possible.

1. Teenage Employment, IsTt. Dzﬂ‘erent2

. While the Teen Unemp]oyment Rate is Not the Best
Indicator of Trouble, Neither Does the High Proportlon
Employed Indicate That all is Well

Itis a good thing that employment opportunities for
teenagers have been expanding over the long run. The
increasing part time employment oﬁ?outh in school par-
- tially (but sometimes inadequately) meets their needs
" - for independent income and useful activity. It is likely
- of some help in getting full time work in the period after
leaving school (the statistics are rather clear on this.)
" .Such employment may also be viewed as a safety valve ..
in the trend toward a lengthening period of dependent
status for youth, as education and family financial sup-"
port lengthens, all in a periodéwhen youth mature faster
physmally and mtellectually

) Not -that we should be satisfied with the part-txme
employment situation as it, exists. But such incregsing -
employment opportunity is, on the whole, a good evel-
opment. * L4

-'T'o answer the qu&staon posed by the t1tle ‘of this sec-
enage employment is different, even for those
full-time, and even when they have been certi-
th a'high school diploma. To make the point, a
1on inﬂvbe made between “youﬁtype” ]ObS and
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This terminology was used by FIFERMON i 1968, to
make a distinction he descig i ugigly if not pre-
5 cise”’: e e
Youth jobs do not necessarily lead to career jobs but
are open to young workers. They include baby-sitting,
farm labor, sales clerk in variety or food stores, and
the like. Typically, these jobs are in non-union firms,
- small firms, and only infrequently lead to pgmanent
or career employment . . . Both high school graduates
and dropouts have occupational distributions that are
concentrated in youth jobs immediately after leaving
school . . .1} '

Teenagers go into particular occupations and indus-

tries that are “teenage intensive;,” and work their way

g7 into kinds of jobs adults hold as they pass the magic

B age oY 20 or é! While the right kind of statistics are

hard to come by, the concentration can be illugtrated.

ale high school graduates at age 18.,and 19 arg con-

| centrated in a wide range of basically unskilled jobs—58

" percent Were operatives or nonfarm laborers in T969.°

Only 27 percent of males with thé same education, but

~ in the age range of 25 to 44 years, are in these occupa-
-tions.!? . »

When teenagers flood the labor market, as in the /

1960%%do they ifianage to break into more aoccupations \,

and industries? Or do they just fight for a larger-share of

the kinds of jobs teenagers are conventionally hired for?

"« The most comprehensive investigation of this question g
. was performed by Edward Kalachek. His conclusion
was that as teenagers increase their proportion in the o

labor force, they are pretty much sealed imto traditional ‘ e
. teenage activities. Jn studying ‘ten Starjdard Metropolitan & -7
Statistical Areas, he reported that ¥te€nagers do not. .~
significantly increase their penetration of adult-type job
.activigiés. Rather,;they appropriate a larger share of the
jobs in" key (teenage)*-activities.”? Why are teenagers
.- g so confined? Is it that they: are looking - primarily for

& - ~ .‘;f‘
7 i Y & ce < (C . <
. a. iﬁ)ﬁ' - R S ?:‘ ) J () L. ’ ) . i ~
%, ' . . .. - _-; PR
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part-time work, which is Inmted to certain mdustnes" Is
the situation similar for out of school youth? Are high
school graduates similarly confined, or are they better- off
than non-graduates”

.... In raising the question of the access of teenagers to .
adult-type jobs, the concern is greatest with the school -
leavers expecting to enter the labor force on a full time
basis. This review of the evidence strongly suggests that
teenagers are largely held back -from adult-type jobs,
and that until age 20 or 21 (which is as far as _this inves-
tigation has gone) a high school diploma (&t least for .
males) makes very little difference in the early years of
'work experience.

. All Bureau of Labor Statistics reports we have seen

+ ' show graduates doing better in the job market than drop-

outs. But they lump 16 to 19 year olds together. Our
suspicion was that smce age alone makes considgrable
difference - in employL Biring practices (more on this
later), the' compansonsr ould be misleading on this basis,
simply because the average age of the dropouts would be
less than that of the graduates: : .
Sample size does not perm1t comparisons for only 18 ‘
_year olds, or 19 year olds. However, the Bureau of Labor
Statlstxcs was able to piece together a comparison based
ana 19 year olds together As can\be seen from the
below, the differences in occupational distribution

N

Employed 18-19 Year Old Males, 1969 »
Occupatlon Dropouts Graduate;

Professional : —b% * - 3.0%. P\
"Managers . * 1.2 2.0
Clerical 5.2 10.5
Sales 3.2 5.8
Craftsmen . 12.2 11.7 o
Operatives & 369 - 393 p"
Services * . 9.3 6.5 -
Eon-farm laborers - 26.2 182 _ -~
“Farm wo‘kem 58 - 29 ’

‘_ - . . 91 | I
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among boys were small differences in degree, rather than
in kind, when dropouts and graduates of approximately
the same age were compared.'*

The high school graduates do a bit better, but the
differences are not striking. Both have a characteristic
teenage occupational distribution. At the least, finishing

* high school does not seém to have the pay-off advertised
’or it in the buses and subways.

a;w: A similiar comparison for girls brings out a very im-
o portant distinction. High school provides- girls with a
much better access to jobs than it does boys. Girls learn

typing and how to spell by staying in high school, and

. the market for secretaries is a strong one. To illustrate,

60 percent of the Temale graduates, age 18-19 were in

b. clerical occupations, compared to only 25 percent of the
dropouts. The dropouts were much more likely to be in

service occupations. But then, a special place is reserved

in the job marKet for women, and these statistics suggest

that they are put in their place sooner, rather than later.

- .The question of what difference a high school diploma , ..

.makes was explored directly in the longitudinal study
difected by Jerald Bachman of the Survey Research >-
Center at Ann Arbor.?” It involved a natlonalvpanel of '
2,000 boys, starting in 1966, in the 10th
time, and resurveyed every year. The data ref
low was based on the 1970 survey.

e After removing extreme cases, the, K mean weekly
i -earnings for graduates was $112, compared to $119
for dropouts (with all cases included, the dropouts
averaged much better than the graduates). Bach-
man reports this. to be consistent with another
. i sive longltudma'lwsurvey, Project TALENT, where
salaries for dropouts averaged about 4% higher.
than for graduates.

L%
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e In terms of occupational status, the graduates were
found to have a slight edge, although not statisti-
cally significant.

¢ When presented with the statement “What I have
learned in high school helps me ta do a better job,”
13 percent of the dropouts said véry true, compared
with 16 percent of the graduates. -

We do know that years of school, and the certification
which results, do make a difference in occupational suc-
cess in later years, although this may be due to creden-
tialing more than to any effect that staying in school
longer has on cognitive ability. And, where staying in
school longer helps in employment, it may come about
because of the personal characteristics that lead the
youth to stay in school, rather than schooling itself.

-However, for males, a high school diplomageems to make
little "diffe Ice 'in the teen years. Either employers are
looking for something more, or they simply do not make

“much of a distinction among young males at that age.
The evidence suggests that in the teen years ‘“youth
type” jobs prevail, with or without a high school diploma.
Female graduates seem to do better than their dropout
counterparts, but females as a group have an occupa-
tional distribution heavily shaped by-stereotyping and
discrimination.

So, one looks to employer hiring practlces to. ﬁnd out

what employers actually do, and what they seem to be
looking for. Only in the last few years have there been
sufficient investigations to shed much light on the matter.

2. The Hiring Age for “Regular” Jobs

By and Large, Major Employers, Hiring for the Kinds
of Jobs Adults Hold, Do Not Wt People Under the
Age of 21.

..The story of teena? gmplo‘yment how good the jobs
are, how well youth do upon leaving school, and what
elements make a difference in employment success, has

.

QQ
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* . to be pieced together from a variety of disparate sources.

To our knowledge, it has not been done before.

There has, of course, been 'a"lot-“of"‘talk-abpnt the

“floundering” period after leaving high school—the hold-
ing of a variety of jobs, and the assumption (borneé out in

. the Parnes survey—Volume 4) that such movement is

progressive in terms of improving wages. There have been
debates about whether the process is good or bad. Some

" have contended that turnover during these years is the

natural result of trying on different jobs to see what fits,
the assumption being that level jobs are there to
try on. Others have criticize it, seeing the turnover as
evidence that youth are not prepared for a regular job of
adequately matched.to one during the, _gchool years. But

an assumption underlying both views was that .thd‘{fyouth

had some sort; of choice;-and that not heifig: hired for"the
good. jobs was the wchid
diploma, or" fafl
were obtained. \
This movement from one job to another is"consistent
with the existence of a set of youth jobs, in gross terms
at least, separatq from regular jobs held by adults (w{)o
are equally, or less credentialed by the education gys-
tem). If that is'the ¢ase, then movement from one youth
type job to ancther would be the only way to progress,
switching to a better paying job as the opportunity pre-
sents itself, and waiting until the minimum age when
employers will hire for regular jobs is reached. The evi-
dence available to us indicates that this is the predomi-

“learn, eifough even if a diplonia

e

nant situation, but with many exceptions. We have

looked at a number of relatively recent studies of em-

Sesplt of-tailute fegetra. highimchook

ployer hiring practices. In addition, The Manpower .

Institute conducted its own survey, under contract with
the Department of Labor.. .7t 7 :

;. o
The most comprehensive statistical’ study was con-
ducted by the Bureau of Labor Statistics__,_with the fol-

94 ~
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Percent of Establishments Not Hiring Undef 20 for
Full-time Jobs* .

Office Non-Oﬂ'ice
Atlanta 64% 60%

. Detroit 46 60 -
Cleveland 45 48
Baltimore 66 - 70
Milwaukee 51 55
Los Angeles 61 - 66
‘BattleCreek =~ - . - 61 . 176

~ Auburm 49 ) 65
Galveston 48 55
ElPaso %~ : 66 63

. The establishments surveyed were those governed by mini-
mum wage laws.

For non-office occupations the percent " df firms not
hiring teenagers ranges from just under one-half to
three-fourths. It is worth noting thd the percentagw are
usually lower for office occupations, likely refl g the
fact that women with a high school diploma fre fre-

" quently hired immediately upoy eaving school for

clerical work.
‘More specific in terms of 1dent1fy1ng access to career

‘type jobs, but more limited geographically, is the stidy

by Daniel Diamond and Hrach Bedrosi®n, of a _selected
number of jobs in New York-and St. Louis that are entry
points to a “family of jobs” where ‘there is a line of
progression up. 7 Narrowing the focus to such jobs—all
clesz]ly requiring no more than a high school education,

_ if that—the study shows the. proportion of employers

wanting young people ig even {ower than when -a broad
range of jobs is considered, although there is €onsiderable
variation and differences between the two cities. In St.

Louis, none of the hotels wanted to hire persons under 21 .
~for the job of hotel clerk. Ninety-four percent of the .
banks rejected thern as tellers Two- tthds shunned them

e X
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for the lowly job of orderly in a hospital. The best was a
job as “press. feeder” where 47 percent would not hire
> them. ,

' The situation was more variable in New York City,
ranging from a rejection rate of 85 percent for orderlies
.. down to 25 percent for press feeders. But the banks were

also tight with 78 percent not wanting to hire below: the
ageof 21. s - sy
< These are the big cities. We know.of only one such
study in_p.rural setting. A team headed by Charles .
Roge ‘-’g;ﬁ\‘fé‘jéd,}ﬁl& employers in ‘two rural southem
coun‘%, ’ve,xi‘t”y-seven preferred to hire a person who
is over 20 Yehirs 6fage. But in terms of actual hiring only
nine ﬁmﬁfﬁ@gﬁ?&ancies a teenager might fill.

Surveys stch as those cited led to a study done by The
Manpower Institute entitled “Study of Corporate Youth
Employment Policies and Practices.” The study stated

\ . that its central purpose was gaining “a better under-
standing of whether the youth-hiring decisions of the

PRETN

".corporate employer are the result of valid empirical evi- -*

dence of~the -job performance characteristics..of . yquth:.
(age 21 and under).” Time available was limited to six
months, and' the methods used;were m:search of the
literature, a look at relevant Feggg# and State laws, and
interviews with 42 major emp There were four ~¢.. .
principal findings: - £ e Coee

trs draw employees
@Pup shqws no relation-
-personnel policies
Personnel policies
aré implicit] locally de-
onge the opératjonal com-

[Yis ":’3" .

1. The extent to whi
" from the.21 and undy
ship to the existence:
at corporate headqui
at lower organizationaf:lev
termined, and divepgta
ponents of the sam

2. Employment dgions, except for those a ected by
equal employmef# opportunity laws and regulations,
are decentralized to relatively low 'organizational
units. As a consequence, detailed employment infor-

¥
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mation . at- the headquarters level is rﬁore likely to

exist for black or female emploYew than for young_ -

workers. ~ - -

3. No indication was found that employment deci-
signs relating to youth are formed on the basis of ob-
jective, scientific evaluations of the job performance
or other empjpyment characteristics of youth. Al-

though ¥ome firms maintain absenteeism and turn-

over data,‘few factor the data by age, and in no in-
stance did representatives report that such analysis
forms the basis of hirihg policy. None of the corpo-

.. rate representatives expressed an awareness of studies
of youth JQb petformanice ‘characteristics.

4. Youth employment decisions appear to be based

/ primarily on subjective assessments by those *who
make the actual hiring decisions.

The report makes the pgint that just pecause' hiring . -
policies have grown up which exclude youth and dre not
based  on performance Zata does not_mean that the

Judgments resultmg fro experience are necessarily in-
valid. -
But the fact of the matter is.that youth are heavily

excluded, because of age, and that such decisions by .

corporations are not based on ob_]ectlve information as to

.their ability to perform. Headquarters have neither a

formal policy nor. information on which -to.base one.

The information developed by:-The Manpower Insti--

tute study is consistent with studies made of the opera-

" tion, of “internal labor markets,” most notably those of

Peter Doeringer and Michael Piore, Such studies show
that hiring policies generally are not validated on the
" basis of actual performance. Employers have beliefs about
age, experience, and educational criteria, but they are not
subjected to the rigorous-tests reserved for the quality

“ " control department, or the detailed record keeping of the

cost acéountants.
In their study of manufactunng ﬁrms, Piore and Doe-

ringer come to the following conclusion: -

- . o N
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Occasionally, the correlation is statistically valid, but
most often it derives from the collective experience
and prejudices of - the plant management.and has »_
_ never been scientifically verified. In either case, the -
'causalérelationship between screening variables ‘and
_ job performance is not necessarily well- defined. In
- fact,only in rare instances are mapagérs'able to artic-
.. ulate a plausible relationship between, job. perform- -
. ance and the screening proceduires they -eiploy.?® - '

/o PR

. Similarly, Ivar Berg, in The Great Training Robbery,
fo'um_i/thab employer policies as to th ‘educational re-

" ‘quirements-for jobs are usually based on no-hard infor-

\ ‘mation on differences in the performance of graduates

, and{non-graduat%, even in their own plants. ' N
. & In any event, it is the fact of 'm_ir exclusion which

- must be dealt with as much as the reasoning (or non-

‘reasoning) which lies behind it. What has developéd is
© . g gituation where the society educates youth, not going
. on to college until age 17 or 18, and certifies them as
"\ teady to join 4dult society which presumably includes J
‘ } " economic society. However, the perception of economie
" society is that they are not ready to enter til around
N the age of 20 or 21. Thus, a gap is created that explains
" . a lot about the character of the ‘teendge job- experience
and behavior. We cannot calculate the rate, but it gives .
rise to a period where the youth is dislocgted from the
~ education system, and not yet ‘located #( the employ- .
ment world, but remains in a youth la
. _waiting. B v " , R
< .Responsibility for this situation cahnot be assigned in ’
. . \g: e neat way’ It is likely fairly widely shared. Em-’
' 1

yers are probably both right and wrong:' right in the

\é‘ nse that a lot of youth get high school degrees without

he equipment to enter.the most significant employ-.

. ments; wrong is the sense that many of. them (perhaps

, " most) are ready, and employers have simply practiced '
blanket policies excluding them, withbut, the benefit of -

- .
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inforrnation.that is-assumed to go- into rational business”
decision making Thus, we are dealing with a dual prob-

- .. lem of first gaining access for.youth who are ready at age .

18,.and second, better preparing. youth to meet valid
manpower needs of industry.

- There will not be complete agteement that we have
1dent1ﬁed a  problem .of sufficient seriousness in the. Jives:
af yquth to warrant the attention we give it. There are
likely ttf be defenders of the idea that several ‘years in
“youth type” jobs is good preparation for work and life.

We should- be explicit about’ our conéem. We' are

. questlomng the quallty -bf-tite employment experience in

the casugl types of employment -available until the-ac-
ceptable age. The youth knows it is a temporary job. The
employer knows that the youth will not be staymg long.

.Fhis is not thé best context for developing strong
attachments to employment or positive attitudes toward
‘work.

The. experience js" llkely to be d;sxlluslonmg The pub-
lic advertlsmg campaigns have led youth' to believe that -
~a high school diploma unlocks employment doos. They
“have heard, “To get a good job, get a good education,”
or something to the efféct of, “Do you want to.be called
‘boy’ all your life? Get a high school diploma.” It has
been done in good faith, but the facts are that for the
young man lea@ng school with his diploma, that diploma
does not cut much ice in the corporate world.

We would be deceiving ourselves - to think that the
discrepancy between what he has been led to beheve and
the reality he finds passes unnoticed. He can See very
easily that his job is little different than that of his friend
who dropped out, in the 10th grade—in fact he may be
Behind by twa years of experience. The message gets back
to the schools and is not likely to have a favorable im-
pact on the borderline cases‘where a youth not going on
to college is decndlng between ﬁmshlng or quitting high

lschool | i o ‘. ‘*

YV . . )
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In all of this,full recognition is given to the fact that
there is a place for youth jobs and that there are periods
- of life when they may be preferred. But ‘until-some com-
bination of adequate preparation and elimination of ir-
rational hiring standards based on age is achieved, the
point is that the option to enter an adult job i is not there.

This should be changed, and then youth left te pick -

among their options as they please.
Some Closing Comments

There has been no attempt here to prescribe appro-
priate routes for career entry, only.to assess the present .
situation. B should be clear from the foregoing that the
present situation is less than satisfactory. Hopefully the
facts—and surmises—assembled here will be useful to
those trying to improve the situation. There are, how-

ever, a few observations to be ventured:
A ]

1. Enough has been said about the shortcomings of

- the unemployment rate as a measure of the “youth
problem.” What we need are other measures that
capture more fully the nature and progression: of
the youth employment experience. In doing so, 16
to 19 year olds should not be lumped together in
view of the critical dxﬂ'erence age mak% in the
labor market. . ;

é The record-keeping has not ihcluded employer
hiring practices. toward youth. "Fhis needs to be-

’, come systematic, so we can tell which direction
we are moving—and among what kinds of em-

ployers. g A\

3. More concebtual and measurement work is needed
on .the differences between “youth jobs” and
“‘career” or “adult” jobs. , . .

4. Attempts to reform schooling to improve career,

- ‘entry must come to grips with age discriminagj on
It matters little that curriculum changes aré’in-
stalled in the high school if larger employers do -
not hire until age 21.

100
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5. The whole of the problem of access to the adult

. ~ economy must be dealt with. It is the distance

v e between the education world and the employment

' world that is causing a problem. A meshing of the

two at the stage at which society" certifies youth
as “prepared,” is what is required. A promising -

route to improved access is gradual entry through

structured education-experience arrangements.

' 6 Labor mazkets for non-college graduates are largely
g “local. Employers vary from area to area in their
attitudes both toward youth and toward the kind
of education which constitutes appropriate educa-
tion for employment. ‘Further; attitudes toward
such matters vary among employers in diﬁerent
N industries,

To the extent the above statement is true, there is
{ no standard way of educating youth in the class-
.-room for careers. Cost-benefit, studies comparing -
Y vocational education wijth general education are
likely pomtlm—except as they may apply to a.
) partlcular labor -area, at a particular time. The -
" structural changes that will prove effective will re-
TR duire assessment of local labor market practices and
. employer attitudes (including buxldmg in means
. ' of changing them), and adaptations based on what
L is learned—as coptrasted with smgle formulas for
~  the Nation.

7. Finally, legal action may—in the end-—be found
necessary if what seems apparent is proven to be
fact on a widespread basis. If employers will not
hire 19 year old high school graduate: solely on
the basis of age, and without tested employment
criteria _based on ability to perform, t!'len discrimi-

~ nation is being practiced which is not different in
kind from refusal to hire older workers—a prachce ;
now banned by Federal law R

Notes iy
1. Data t'rom the 1971 Manpower Report of the President,
‘Table-.B-7, p. 199 The proportion in school is understated be-
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cause- BLS deﬁh\es school in such a way as to exclude private
schools not offéring high school or college degreds. .
2. Data from th¥ 1971 Manpower Report of :the President,

Table B-6, p. 198. , . R
3. Herbert Parnes, et al., Career Thresholds, Valume 2, (Man-
i»g;vle)r Research Mondgraph No. 16; U.S. Department of Labor,
- .4. The greater labori()rce activity found by Parnes raises the
question of whether there were differences in employment and
unemployment rates alSp. Employment and unemployment
varies from the CPS diffetently among different subgroups. For
16 to 19 year olds as a whole, the youth reported much higher
) employment than is recorded in the regular survey, leaving the
+ overall unemployment rate the same for the Parnes and regular
E ’ surveys. o S
5. The deteérioration in ‘the"
for teenagers is dramatic enough to warrant a historical note.
Since the beginning of systematic me,asuremen%:f black/white-
differentials in youth unemployment, the ratios lfave been wors-
ening. This was_first brought out\—using preViously gnpublished
. data—in One Third of a Nation) a report of The President'’s
. ¥ Task Force on Manpower Conser\> tion, chaired by W. Willard
— ‘Wirtz, Secretary of Labor. The chart on page six shows the
: rates for teenage white males being higher in 1948 than,for their
black (non-white, to be exact)  coun rparts. The-rates followed
P closely together until the 1954 recegsion when the black rate
- _climbed sharply:above the white rate—reaching roughly a two

to one ratig_by i958 s

6. Manpower Report of the Présidént, 1973, Table A-21, p.

t279. . .
7. Statistics from Employment and farnings, January, 1973
and January, 1970, pages 112 and 131. ! - s

.

Pl
8. Hyman B. Kaitz, “Analyzing the Length of Spells of Un-
employment,” Monthly Labor Review, March, 1970, p. 11.
9. Derived from unpublished data supplied by U.S. Bureau of .
- Labor. Statistics, and from. the 1972 Manpower Report of the”
President, Table A-6, pp. 164-165. )
‘For a. historical series on the ratios constructed for 1930-1967,

" see Harold Goldstein, “Youth in the Labor Market: Trends in

Employment'and Unemployment,” The Transition from Scho

to Work, A Report Based on the Princeton Manpower Sym-
posium, May 9-10, 1968, (Industrial .Relations Section, Prince-
ton University); p. 35.. . : K .

. 10. The volatility- of teenage labor force participation in re-
sponse to opportunity has been documentéd many_times—par-
ticularly .in the work of Bowen and Finegan, Démburg and |

" Strand, Cooper and Johnston (Bureau of Labor Statistics), and\J
Tella. - :
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@ 11. Hugh Folk,:“The Problem of Youth‘\Unemployment?' in

_ The TFransition from School to Work, op. cit,, pp. 84-85. The
Folk article is one of the earliest to describe the frictional na-
ture of most youth unemployment, and the dynamics of youth .

.labor fotce behavior. 9% = * s L e

. ~ 12. Data on 18 and 19 year old males are from a special tabu-
. fation prepared by the Bureau of Labor Statistics. Data on 25

- to 44 year old males are from the 1972 Current Population .Re-
ports, Bureau of the Census. - ) . .

. 13. Edward Kalachek, The Youth Labor Market, The Univer-
sity of-Michigan and the Natipnal Manpower Task Force, 1969, *
pp. 28-29. . ' .

. 14. Special T£ulation made by the Bureau of Labor Statis- -
tics. The graduate column contains a small number of 16-17 year
olds (44,000). All data are for youth-not enrolled in school.

. -15.-Jerald -Bachman,; et al, Youth. in Transition, Volume III, . .

(Survey Research Center, University of Michigan, 1971).

. 16. Thomas Gavett, et al, ‘Youth Unemployment and the
Minimum Wage, Bureau of Labor Statistics (Bulletin 1615), .
1970, p.75. . - .

17. Daniel Diamond and Hr edrosian, Industry Hiring
Requirements and Employmenf{of Digadvantaged Groups, New
York University School of Co rce, 1970. "

18., Charles Rogers, et al., Tenage Unemployment in Two*

elected Rural Counties in the South. North Carolina State

Unlversity at Raleigh, 1969, pp. 127-130.

« 19, Peter Doeringer and Michael Piore, Internal Labor"Mar-
kets and Manpower Analysis, (Massachusetts; Heath Lexington

Boeks, 1971), p. 103. - :
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Youth Employment Opportunities:
Changes in the Relative Position of
College and HYfzh School Graduates

- Richard B, Freeman

L]

4

.

College training has traditionally~been'£ major réute of
tipward mobility in the American labor. market, providing
the vgst majority of graduates with “high-level” profes- o
gional or managerial jobs. While persons lacking a college
~".  educatien, such as high scheol graduates, have not been
“shutout” of the top occupations, their chances of attain-
ing professionql[qanagerial positions have been much
smaller than those of comparable college workers. In °
fl%o, for example 77.6 percent of college-degree men and
¥ -78.5 percent of college-degree women worked as profes-
sionals or managers compared to just 22.4 percent (male)
and 15.5 percent (female) of high school graduates.! The
incgimes. of the college trained excegd_ed those of high
school graduates by approximately 43.8 percent in 1959
* —a differential.above that in the p‘@l;)us decade.? Even
+in the more detailed (3 digit) oceupations college work-
ers did- markedly better than theﬂﬁ”zj school peers.® .
b At the outset of the 1970s, hqwever, the situation be-
¢ . gan to:change dramatically, as \/the%market for collegd

: graduates weakened, with the safari \;zg occupational -
, <
b ' - . _I - . k . ‘. I
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- position oi.gt;v_v\ graduates, in particular, declininé rapidly - ..
_-and (presuniably as a result) the proportion of young
" men enrolled in college falling sharply [Freeman, 1974b]."+ . ¢

".employment opportunities of young college and non-
-’ coMege workers in the future? How have these two groups
. - fared in odmpetition for jobs in years past? How are they
J likely to fare in the future? What does.the changing .

‘relative position of college and high 'school graduates
teach us about the operatioh of the market? ;
This. paper seeks to answer these questions, albeit in a
preliminary way due to the immediacy- of the changes
under study. Section $summarizes the basic facts on
changes in the relative supply‘and demand for college, as
opposed to high school, graduates in the post-World War
II period and on changes in relative salaries and occu-
pational position. Section 2 uses.the marginal produc-

’ tivity theory of demand to develop a framework for a

. re rigorous analysis of relative income and employ-
' ment opportunities. Section 3 examines the extent.of

intra-occupational competition between high school and
college graduate workers and. presents estimates of the
critical parameters that summarize the interrelation be-
tweéh the demand for the two typed of graduates: the
elasticity of substitution (o) between them, which mea-

suyes the impact of relative wages; and the elasticity of
&écupational structure (¢), which méasures . the impact

“of relative numbers on job status. The paper concludes
with a brief summary of findings and speculations about
future employment opportunities. s .
T 1. Developments in the High School and College Labor

- Markets ' s . .

The changing labor market position of high school and

‘ college graduates in the post-World War II period and, in

e 5 particular, in the Jate 1960s/early 1970s is examined. in
. this section with ri&tional‘data on nurhbers, salaries, job

stru.cture and dema?d. e e

105 .
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To begin with, table 1-records the number of high
school and college men graduating in selected years from
1950 to 1973 and estimates of the flow of new job seekers
- to the labor market (degree-recipients less fitst_year en-
' Yollments-in the next highest level of schooling).* The
“  table shows that until the mid 1960s there’was relatively ,
little change int the ratio of college to high school gradu-
. ates, save for the sharp decline following the graduation
of the “GI bill” students in the early fifties. Because of
the expansion of graduate training, in fact, the relative
H/ number of “net” college to high school’ new entrants
- dropped sharply in the 1956-66 decade—from 0.44 to_
0.17, as the large cohorts of the postwar-baby boom
delayed their labor market entrance to obtain additional |
dchooling. At the end of the sixtieg, by contrast, the rela-
tive number of college gradua'cs suddenly increased— <
~ from 0.25 to 0.37 according tc e data in column (3)—
while the relative number on the market also rose sharply -
..—0.17 to 0.81, The lesson of tiflble 1 is that despite the
sizeable expansidfn of college training in the U.S. ir post- ,
World War II years, not until the end of the 1960s was
theéte a significant increase in the supply of new college
- relative to high school: graduates and, consequently,
sighificant pressure on the supply; side towards a rela- -
tively weaker market for young college trained workers.
Table 1: The Changing Influx of Male High School and
College Graduates in the U.S., 1950-1973

Recent Graduates : s
(in thousands): “Graduates Seeking Work”
. College High ° College - High :
Year ' Bachelor School Ratio _Bachelors School Ratio
1950 . 330 571 .58~ 267 194 1.37
1956 - 200 .. 686 .29 105 238 0.44
1960 ¢ 255 ' 898 ., .28 122 358 0.34
1966 331 1308 25 . 91 521 0.17
1970 R 487 1433 34 172 449 0.38
1973 550 1500 . .37 .. 170 550 0.31

a) Graduates seeking work obtained by subtracting first yeat

graduate school enrollment from graduates. .
/ : Source: U.S-Office of Education Digest of Educational Statis-
106 - ~
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)
'I‘ummg to demand, mi)‘e 2 records fixed-weight in-
dices” of industrial demand for college and high school
workers (columns 1, 2), the ratio of indices ‘(column 3),

" and rates of growth in ‘the period under study. The in-
. dices reflect the industrial structure of employment: they

are calculated by multiplying the ratio. of college .(high
school) graduate workers to all workers in an industry in
a given year (1960) by the employment of each industry
for 1949 to 1973, summing'across-industries in every year,
and turned into an index by dividing by the 1960 num-
ber. Formally, if «a; is the ratio of college (high school)
graduates to all employees in industry i in 1960 and Ny,
total employment in i in-year t, the index (I.) is defined
as: ‘s
(1) I:=(2‘-ﬂ| N\n)/Itm

) .
The fixed coefficient assumption that «, remains at the

" 1960 level means that the indices ignore changes in de-

mand due to technological developments within indus-
tries and responses to changes in relativé wages in order
to focus exclusively on shifts in demand due to differen-
tial yates of industrial expansion. If industries which are
“co%ge labor intensive” expand employment more than

- those that are “high:school labor intensive,” on average,
- the index of demand for the former will increase more

than that for the latter, and conversely in opposite cjr-
umstances. The use of such indices in manpower analy-
sis is developed in detail in Freeman (1974a).

. Defined as described above, the indices in the table fe-
pict a t1me path of demand sxmllar to that of supply

tive mand for college graduates slac

. 1960b—aftér a period’of rapid increase. Until 1965, de-
- mand for college graduates grew more rapidly than for .

high school graduates, avith awompound annual change

. in the ratio of demand indices of 1.2 percent (1949-1956);.

thereafter, the growth of relative demand dropped to

. &
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. v :
about 0.0 percent per annum from‘1965 to 1973, actually
. falling by 1.9 percent in the 1970-73 period. While other
. factors also influence the level of demand in the period
under study, it id-clear that the impetus toward increased

* ¢ demand Yor. ¢ollege as opposed to high school graduates, -

\  due to the rapid expansion of “college Jabor-intensive” %
industry ground to a halt in the late sixties.
_ Finallys;column (4) of table 2 compares the ratio of

, the d indiges to supply indices calcula%d from
the data underlying table 1. This shows that relative de-
‘mand increased in the fifties and early sixties vis-a-vis
relative supply and then dropped sharply—by 28 percent *

_ from 1965 to 1973. The stage was thus set for a-change -
in the relative economic status of college and high school
male workers. e . :

Salaries and Occupational Attainment .

Given the changes in supply and dgmand shown in
tables 1 and 2, it is reasonable to exp%‘t. the economic
position of college’graduates to have deteriorated com-
pared to that of high school graduates in the Jate 1960s/

v early 1970s. What effect, in fact, did the“changes in
relative supply ‘and relative demand. have on the salary
« and employment opportunitieg of college compared to
\ high school workers? How have recent college and-high
school graduates fared in the job market? .

These questions are examined in tables 3 and 4, which
compare the salaries and occupational attainment of-all
‘and young or starting college and high school graduates
in the period of interest. The income figures in table 3

reveal a deterioration in the relative position of the col-

lege trained in the 1969-72 period when supply and de- -
mand conditions grew adverse, after a decade of general .’
incréase in relative incomes. Among all male workers the .
income ratio fell by 4 percentage points or 2.7 .percent

in the 1969-72 period and by seven more points from

1972 to 1973; among workers 25-64, by 7 (4.6 percent)

points; while among younger work?s,‘ the decline was

AN : - g S
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' ,"&apeclgy, large:sf1. (8.3 percent)- points for 25-34 ‘year,
.+ ~olds. A _similar story i showrr By :the starting' salary .
- +f  ddta,” with’ the salarié§’ of co'llege-\n')en 'increasing slessy
*_ rapidly than theé incomes of produttion workers. for the -
late-19608/early 1970s afier rising relatively in‘the pre-.
"+ .vious decade. In short, théifigures demonstrgte the exist-
-ence of sizeable 'downward altergtion in” therratio. of P
college ’to- high schedl saliapigs—tf“z'tl clafsic. price system .
/', response to chgnges ip relgtive supply/demand: conditions .
Y of the type siown &arlier.” . ' . C
e Table 2sJndices of Demand for Céllege Graduates

. L Revels . v o
b v, JEollege  High Schodl . Ratio Relative -~
» " - 4 TDegmnd. Demand " . ...Demand td -
e A 0 y;g'ads_) . Ratio  New-Supply ot
v 1950 .76; , 85.° - 89 - . 043
+1955. , .88 R 93 " 090, , -7
8. "7 100 ' 1.00 *1.00 00 - .
1965 . 147, 1.10° 106 7 1.19 -
‘ 1970 &-‘* ‘1417 =, _1.27 . . 111 001 P
T 1973 154 = 147  .;105 ‘097 .
“ 1913 - 454 o 147 15  0.79 -
" . “Compound Changes . . :
. 1950-1965 8.0 .17 = 12 -
v. T 1965-1973 . 85 36 ~ —0.0 . -
- 1970-1973 " . ~3.0 5.0 —1.9 '
*~ _ Spurce: Calculated as described in.the text using data from
- U.Sr Census of Population 1960 and U.S. Department of Com-
** merce, National Income and Prodict Statistics, Survey of Cur-
rent Buginess (July, various years). . C :
.. The evidence in table 4.o0n occupational attainment
b tells a m8re complex story-about the impact of the chang-
ing market on the ofportunities of college and high -
=™ dchool graduates to wbtain white-collar jobs. It.shows that e

" . both groups experienced declines in the probability of ™~
attaining white-collar work in the late sixties/early
seventies. Among high school graduates, the frequency of -

 white-collay work fell off 4.0 percentage points or 10.5

-~ . percent; among college graduates, the decline was more

«
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* "¢ modest (2.2 points, 2.4 petcent) but concentrated in"the
professional area. Over the longer run, the Cenisus and
. CPS "data.in the table reveal a long-term- downward
“trend in the likelihood that high school graduates end ~°
up in white-collar\jobs but, until the \l}tg 1960s, an in-
crease in the relative number of college men ‘so employed. .
.. Because.of thé trend; the fall iri‘the high school-position .
/ should pot-be'interpreted as a result of the relative “over- - =
supply” of college mien in thé late sixties, although the
cl\mnging"supply/dem‘and 'balan;ze could have adversely I
- affected their job position, along lihes to be developed in
the next section. - -~ \ .

- < »

. - .. Finally, Additional more scattered datai(not p.reser;ted '
" “in the table) gn the'cccupational attainment of stirting
+ high schoel and collegp?v?orkers confirm- the pattern of: ]
.~ . ,decline in white-collar representation among the young:
~"* In the class of 1960, 19.5 percent of high schgel men who
' did riot go on to college obtained white-collar jobs; in
.1972, 14.2 percent; this_fall was concentrated in clerical, *

? professiopal, and sales occupations.® Among college grad-
uates, evidence for the class of 1971 and that of 1958
* - reveal a similar pattern: a drop in the frequency of white-

collar employment from 91.1“percent to 87.8 percent,
with-—however—the proportion in clerical and sales posi-  *
tions rising while those in professional and manggerial
jobs fell.8 : ..

. . N
Table 3: Mean Incomes and Starting Salaries of College
Graduates and High School Grduatés, 1958-1973
' 1958 1969 1972 1973
Incomes, Men 25+ . ) 4
College graduates, 4 years 7565 13258 15256 15881s
. High school graduates - 5257 8827 10433 11414
* Ratio 144 1.50 ~ 146 1.39
Incomes, Men 25-154 V BN .
College graduates, 4 years 7762 13770 15625 ' /
High school graduates =~ - 5381 9078 10740
Ratio ~ '1.44 1.52 1.45
, ‘ P
- a =
& -
AN —
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Incomes, Men25-34v,' N . 1~958" 1969 ;197}k 1973

College graduates, 4 years , G302 10777 11553
High school graduates © 4768 8133 * 9451 °
Ratio .32 133" 1.22 T

Annual College Starting Salaries" 4620 78120 8964 -
Average Annyal arningse . ,4056 6323 - 8091

- Production “g}ke:rs ' . v
Ratio + 114 < 1.24 1.11

a) 1973 mtimhted;frbm gxcentage change in median in¢ome,
" preliminary reporf P60.93. . - . S &-"1'
~ . b) Estimated as weighted aferage of starting salaries of engi-
heers (.26), }ccountantg_(.OS), business trainees (.40) ‘and sales-
men (.20 from Endicoft l‘lacemenL,Survey. .7
" c) Obtained from average hourly earnings of private nonfarm . .
production workers (by multiplying by 2080). ] -'" \
Source: U.S. Bureau of Census Consumer Income series P-60
No. 92 March 1974 F.S. Endicott, North‘westgr Universigye _
+ +2.” Demand for Labor and Job Competition o
s This section uses the marginal, produt§jvity theory of
demand for labor to: dnalyze. the substitution relations - -
~¢ between l;iéh school and college.graduate workers in the"
o economy aS-a-whole and within occupations and on com-
. petition for “good” jobs. It foclises on the effect of /
changes in supply and#femand, of the type observed in .
the late sixties; on relative .incomes and on the occupa- /
tional distribution of the two types of workers relative to
salaries. ~ N S P
We consider first a two factor model in which high
school and college grad_uate’iabo_; are substitutes. Ip’ log-
" arithmic change form, with dots () ahove variables re-
flecting changes, and shifts in relative demand n/xe’asured
- by X, the demand relation between the two groups of
workers can be summarized ‘in ferms of the stanidard

elasticity of substitution () & = ;
(2) L—L,,:X—o (W"—Wh)' L B > 3
where L, L, are the number of college-and high school

" workers demanded and W., W, their wages respectively.
Taking changes in_relative supply (L. - i.) and in the
level®f demand (X) as given, (2)<can be rewritten as a -
relative income equation: . )

| - “’1‘1\

s

v
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which makes 'relativé incomes a positive funttion'of the ]
~ shift in demand and a negative function of the shift in: . °
__relative s't_xppl)f, with a magnitude dependent on.o. If X
"and L.—L, are propérly measured and the- model is a
reagonably valid approximation to reality, the coefficients
on the shifts in demand and supply will have the garhe
size but different signs. The ggeater the substitutability L
- between collegé and highwohodl workefs (large ©o),%he -
* " smaller will be the impact of. shifts in supply and demand
. on relative incqmens;{éhqd,‘,pr%uxﬁabyy, the earlier.the, ad- e
justment.to economic changes. PR . : B

.@ ' "Tablew: Proportion of College and High School
' . Graduates in White Collar Jobs, 1950-1873 -

e Male High School Graduates -
- »{ Occupation . (Census data) ‘ (CPS data) ¥ 7
] 1950 1960 - 1970 1962 1969, 1973
- Professional * 63 . 172 80 \69 ¥ 7 58 . . v
Managgrial = - 167 152 132 9 150 133¢
_ .Clpricﬁ pilo 103 _ .95 _ 110 95, BT ™ /f

¢ Sales 10 89 ¥79. " 80 g " AL
o . Total 440 416 T386.7 428 380 0 .7

R Male College G duahis -
4. . Professional = "557 = 9588 | 5? ... 59.7 61.1 - ]54.5 -
\) " Managerial " 185 188 . 2038 212 223 245
) Clerical 6.1 54 . 4.6 5.2 3.9 - 3.7
. Sales . 85 8.7 6 49 66 \9.0
. Total . 8887, OL7. oW 910 939 4§\7
Source: U.S. Department of Labor Educational Attainment of
Workers, March 1962, 1969, 1973 Special Jjgbor Force Reports
60, 125, 161 U.S. Census of Population: 1950, 1960, 1970 Educa-
. tional Attainment volumes P-E No. 5B (1958)—PC (2) 5B,
(1960Y and (1970). ) . : .

simple two-factor model of (2)-(3) can, of course,
be ambplified to take account of additional inputs. With
three (or morg) ‘factors, the elasticity formula becomes
more complék, and the possibility that high school and

- college men,are complements rather than substitutes is ..
opened. While it is still true that, all else held ﬁxed,"“?j:
changes in relative supplies will alter relative wages in 7

-
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the opposxte' direction, with other factors changmg the’
"opposite could occur. In this paper we focus on the single’
2-factor madel, . on the. hypathesxs that college and high
kchool haye roughly similar relations in productign with
other mputs or that other inputs are relatively, fixed..

e

More work is obviously needed to determme the actual v

- interconnections’ between our two factors and other in-"
-puts and to estimate the.relevant parameters of more
- comblex models (see, for example, Gnhcﬁ&s ( 1970),
Hanoch (1973); Chmoy (1974) ) : .

4
Intr€ occupatlonal Competition
The occupational structure of eﬁpl&yment for hlgh

.

" school’and college graduates and the degree of competi- -
tion for “good’ jobs can also be analyzed in the frame-

weork -of equations (1) and (3). In this
that there is a single relative wage in~the market, ‘and
that cgllege and high school graduat&s hn;gd in diifer-
ent proportlons in vano eccupa
"type of activity requiféd and their rela.tlve pr ct1v1ty
- In some, occupations wher€ college skills are, necéssary,
the ratio of .;colltege igh school worker. productivity
will exceed relative/wages in the market, so only college

graduates will be/ employed; -in othexs, the presumab‘l%_

greater’ productivity of the gollege graduate will n

guffice, at prevailing wage ratios, to,make their employ-
ment profitable, and only hlgh school graduates will be
employed; in yet others, both groups will be found, with
"L relag}ve employment set at the point where the ratio of

marginal productivity and wages are equal, in thé usual -
manner. Formally, if o, is the elasticity of substitution .

e we assume :

Bns according’ to the .

vh" g

-p

“ between college and high school graduates in occupatlon o

" jand R, and index of the extent to which college. train--
ing is needed, the ratio of college to hlgh school employ-_

ment will be determined by o . . gy
(4) Lo/Ln, == R, (W./W,)~i with W, > W, dhd 0 < o

b—d)"

-
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ince (W.{Wy)—t-varies between 1 and 0, if R, is small
the ith occupation will invariably have more high school
than ‘college graduates and be ‘“high-schoo inant”;
.+ | when R, is large, on the other Hand, college tes
. ¥ | will—all else the same—predominate unless the elasticity
| of substitution is close to infinite. _—
The effect of changes in the relative supply of college -
to high school graduates in the ecoxémy as g whole on
relative employment within occupations depends in this
model on the pattern of int'ra_-occupational elasticities of .-
‘substitution among/ occupations. Occupations with large
elasticities will experience great percentage, though pos-- -
sibly not absolute, changes’in relative employment while
/ - thoge with small -elabtieities. will experience relatively
' little change. Formalls® }’ientiating (4) with r_espe_@t ;
o to relative wagesan sussﬁtg{ting (3) for W.~—Wy, we
Cgbtain ., g .. .t/
5) L,— L= ;o_l_(Lc__Lh) 3 S . o) ‘
. . ' N x‘ ] g . ’ ; : .
If for simpkgity, the nur&r of workers in‘each occupa- . -
-ti_%n is fixed, so that Ly = — Ly Laand Ly = (L¢/Ly) L,
' ' Lhi E - .

. (5) can be rewritten as _ ™ B
. (8) Lo =bY,L e ' '
. O.Y : ! ) E ) .
"' while the con;pa;'able e,quatiqri for-high school workers- is:
v (M b= 0 A —Y) L=-0 1 —wJL
o o (1—Y) ~.* o Y . T s

where-Y; ='"‘L,,,/ L, the high school share of occupation &
Y = Ly/L, the high 'school share of the entire work force
To determine the effect of the change in supply on the S
overall job structure of the two groups, it is necessdry to- :
- compare cha{fes in all of the pccupations, with a metric- -~
to value the structure. For present’ purposes, we divide .
the work force into two broad categeries—*good™ (group .
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" I) and “other” (group II) jobs, where the, former will

refer to professional/managerial and, possxbly other white-
collar jobs and the latter to all other areas. The impact

~of L. on the +job structure can then be yneasured by

(8) Ly —L 2= Y104 — Yuou L=l ‘
‘Yo Y I *

the diﬁefence is the percentgge change in employmeflt in

the two occupations, when ¢., the elasticity of job struc-
re, >0, increases in the number of college workers im-
proved the standmg of graduates, since the (welghted)

elas ticity of Ubstitution int good jobs exceeds that in -
jobs.'YThe occupational position oik[hlgh school .

graduates Whll be similarly mﬁuenced by. L. according to "
[ Y )

(9) Ly —Li=" (1—Y. )0"—'(1—?)01 T~
Yo .
—(0 _01+¢l)]: —¢h1k . - e an
Yo Y 3

) ‘ . o 3
where ¢, is the cross elastwtty of the high school job *

structure to L.. The relative change in ‘the job structure

defined as (8) — (9) is just Q‘* N

(10) 02— 01 =¢ - .“
YO . . *

' the elastzc;ty of ]Ob competltzon between the two groups

Although ¢., ¢, and ¢ are theoretically indeterminate,
it is possible to deyelop some notion of their likely sign
in the cases-at hand. Since college graduates predominate

- in the “good” occupations Yy is likely to be small and Y,

’dl

la;*gf’ if in addition, it is easier, or not too much more
ult, to substitute for college workers in lower-level

- than “higher-level jobs, ¢. will be negative/ Thys, m- .

creases in the relative: %.lmber of college gradua
lead to a worsening, in the college job structure. By
trast, the effect of L. on ,the high scheol job structure;
less clear, for if 02 > o, the negative effect of ¢. may be

-offset by the pasitive impact of oo —0, on ¢p. Fmal?y, as
. Y] T .

: 115
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long as,pz is, in fact, greater than o;, the elastlclty of

job competition will be negative: increases in relative
supply will reducé relative occupational structures, as .
well as relative -wages. The principal difference between ~»_
the impact of relative numbers dn occupational structures

" and wages is the potentially adverse effect on the occu- =

. -measured by ﬁxed-welght indices, the index for college
" graduates would change by?

" whe
‘cellege (high schoel) gradyates in ‘occupation 1

.margipal productivity theory, increases in the rg io of

-opportumtlee in “goods occupatlons” 80 that thexi"abso

pation standmg of the group in relatively ‘short supply
CFinally, the model of (8)-(10) can b¢'readily extended .

to alternative measures of job sttucture. If occupation 1 |~ ¢

is given a fixed-income weight, I, and occupation 2 a !

fixed-incomé® weight I. and the.position of graduates "

E-2RY

‘ and that for high schqol graduates by® 7

) .,
(11) 1/0Y (We— ac) (alvl—azvszc -~ \

(12) l/OY (Whl ——G,h) [(1—Y2)02(— (1—' Y1)0 .Ilc
W (Wi — percentage of m;:ome earned by

(ay) == fraction of college (high school) workers in
pation. Since, by definition of better occupations,: \
w > a., the s:gn of (11) depends, as in equatlon (8),

. on the relative size of the weighted elastlc]tles, mmﬂarly,

that of (12) depends on the, same terms as (9). ‘The

generahzation to3 or"‘inore occupations is-oBvious. ) ’%’ﬁ
- To sum up, thé analysis of thig section @ects atten- -}
ion to the mterrelated eﬁect of chinges in relatlve sup- B

phes on wages and JOb structure. Followmg ‘standard

college to high school graduates are expected, all' else
the same, to reduce the wages of college worke;s and
raise the wages of complementary high’ school“workers
By contrast, the occupational competltlon model (5)-
(12) suggests ‘that the increase will reduce high school 5

lute and possibly relatweq\pccupatlonal posxtlon w1ll .
!
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deteriorate. The result is a distinct market adJustm
pattern -of a type glven little or no attention in theXx
~ economics literature, in wiich the complementary group
. receives ‘higher"wages but an absolutely. (and possxbh
™ relatively) wprse job structure, as a gzsult of increases in .
the supply of\the of']\(;r group. This form of “bumping” _/
"‘ _in employment has course, been stressed by itu-
jonal labor economists as a major adyu.stﬁe;)t pattern in
- structured blue-collar labor markets. ' .
; 3.- Occupational Employment and Relative Incomes \
- + To what extent do highyschool and college graduates
- compete as substjtutes in t. e job mdrket? How does the™
ratio of college to high school workers differ among oc-{
.., cupations and how has the ratio changed over time?
( What is_the magnitude of the critical elasticity para- "'~ -
rs o and ¢? .o L -
‘This section presents empmcal gviderice on thése basic
. issues regarding the interr h between the demand
for college workers and the demand for hlgl\ s_chool work- o/
" oers. o : -
‘ Intra-occupational empZoyment patterns - ’
N The cdnnection between the occupational dlstnbutlon ‘
" of college and high school graduates is examined }irst in
table 5, which records the_distribution of 3-digit white ,
collar occupations in 1970 by the ratio gf college (4 or
“ " more years):to high school A ‘Since the
economy-wide A stood at 0.44 in 1970, an occupation, .
be said to be ‘bidsed’ in favor of the college-traihed when ' /;{i
A is above that value, and conversely when it is below. In
‘the table, occupations .with A between 0.2 ‘and 1.0 are
. labelled as mixed, in the sense that they use a reasonable ,
. share of both college and high schéol personnel; those !
with A > 1.0 are termed “predominantly college” those
\thh A < 0.2, “predominantly high school.” Only white "/, .

cpllar occupations are consldered because there are so
, fqw college gzpduates i in blug collar areas: A is mv_gpl_'x/ably
belowO 20




Table 5 Distribution «

\ - j s Ratios of Male College
Ty . 3 .o
} Numbers of Occupa
: (in
.- . . ) N
R r Professional
sPr dominantly]  Technical
. 7, { College -Kindred Y
! A>5.0. - .11 (11.5)
- » 50>1>10 9 (13.6Y
Ve T ,. Mixed -
® ‘- 1.0>x2x>05 - 2 (0.01)
0.5>x1>02 2 (2.4)
- Predominantly =
High School . :
7 N\ A<02 - 0 (0.0)
o \ Total , . 24 (27.5) ¢
- Source: U.S. Census of Population 1970 C:ccupatior
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The data in table § show that the bulk of professnonal

occqpatno are, as one would expgct, largely dominated ~,

- by college graduates and that clerical areas tend to be

'predommantly high school, while virtually all managerial -

-* and sales fields are mixed. Asa result of the use of both

hlgh school and college graduates in management and

' sales,nearly 60% of white-collar workers were employed __

in occupdtions having A’s &etween 1.00 and 0.20—areas
4 where substitution between college and hlgh school labor—

=) is botentially important.

Evidence on the -way in which tl(e' ratio of of college to_
high school workefs act changed inthe white collar
occupations and/in the overall economy arg presented
next in table. 6 for 19507 1960, 1970 using Census of
Population data’>and for 1962, 1970 and 1973 using
Current P0pulat10n Su;vey data. ’I‘He figures reveal a

~ " sizeable increase in \ in management and sales, compared
to the economy-wide change, andto /the change in pro-
" fessional and clerical jobs. From 1950 to 1970, while the
_ratio of college to high school men increased by 33% in
\'the economy as a whole, it jumped by 79% fdr managers
d 70% for salesmen. From 197%0 1973, when the col=
ge market deteriorated, the rati se by 37% (man-
\agers) and 35% (salesmen), res ely. The large in-
in the relative supply of college workers thus
appear to be producmg substltutnons of college for hlgh
school graduates in management and sales—and,”as a
+ ‘consequence, a deterioration in the white collar employ-
mént opportunities for high school trained men.
~Table 6: Changeés in the Ratio of Male College to High

School Workers in White Collar Occupations, 1950 1973
Census data

a

A

~ “le50 1960 1970 1970/ 1970/ -
N 1950 1960
33 40 44 133 110
318 , 344 343 108  100°

.57 a7 1.79 135
41 .51 170 . 1.4
21 22 1.16 1.06




AN
. : S .
Position of College and H,igh §;.‘hoo\l Grqditates 117

1]
. L
‘7 CPS data . .
1962 1970 1973 1973/ 1973/
A S . . 1962 1970
Total o 42 . 41 45 1107 110
i 364 362 W13 13 ¢ 114,
") Managers - 52 59 81 ¥s6 - 137\
. Salesmen . 47 48 65 1.38 135 >
Clerical  * C\20 19 95 106,

Source: U.S.Census of opulatxbn f950 Occupatwnal Char- '
actéristics U.S. partment of Labor Bureau of Labor Statistics
Educational Attainment of WorkKers Speclal Labor Force
ports 30, p..5, 161, o .

‘Parameter estimates . -
_The next task is to estimate the critical adjustment ~*
pammei;ers identified in section 2—the standard elastic- oRY
ity of substitution (o) and the conglomeratef* elasticities
of job structure (¢, ¢u) and job competition {¢¥. To ~
estimate o, we have regr&sed the ratlo ol collegé to high
sschool incomes for the years 1956, 1958, 1961, 1964-1973
~ for which C.P.S. data are available on tHe ratio of college .
to high school workers (supply, taken as giverje and on
the ratio of our fixed-weight demand indices. In a per-
fectly specified model, the coefficients on these variables
would have the same size but different sxgns and, as (3)
makes clear, provide estimates of' ithe inverse of o. The
actual calculatx%s shown in equatlon (13) below yield
*estimates ‘with correct signs and mp itudes that are
'»"statlstlcally and absolutely ‘quite similar,, According. to
the equation, the elasticity of su

(—1/.46) to —2.7 (—1/.37), which is sizeable but far
below the near infinite estimates obtained in cross-coun-
try studies [Bowles, 1971] -indicating that high school .
and college workers are reasonably good, but far from " .
perfect substitutes in the labor market. .
(13) Ratio of college to high school incomes =

— 2.46 — .37 ratio of egeto

" (.25) high school workers

+ .46 ratio of demand R? = .46

(.ll)éydjces SEE = .025

‘
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where all variables are in log form and numbers in paren- -
theses are standard errors. S

/*  Estimates of the parameters of the occupational com-
petition model of section 2 afe given next.in table 7,
_which records the results of regressing the relevant m#a-‘

. Sares of occupational position on the ratio of: college to

“~Mgh school graduates in ‘the econdfily and measures. of
the size of the occupation. In the first set of regressions;
the dependent variable is the logarithm of the ratio of
high school to.college workers in each occupation and
_gize is the share of the.occupation in the total work force.
The coefficient on the ratiq, is the relative elasticity of
substitution: it is 1 when the occupation has the same
elasticity as the aggregate o and is greater.or tess than
one when(it\is more (less) easy to supstitute the two

" kinds of workers. In the second and third set of re 28

¢ dependent variables are the logarithm of the,

atio of, being. in thewoccupation—log (Hi/ (1—
}, tor example—while the scale variable is the log odds
tio measure of the size of occupdtion i; the second set -
__{deals with high school graduates and the third with col-
lege graduates, yielding ¢u and ¢., respectively, and esti-
‘mates of ¢ by subtraction. <
' _ The major advantage of the model is that it allows us
to estimate the critical substitution, occupational struc--
¥ ture and competition parameters with a minimum of -
data—in paili ar, without relative wage information
" that is o marred by measurement error. Moreover,
_in a labor market where non-wage gearching or queueing
‘may be important adjustment inechanisms, the imodel
captures the entire substitution effect within occupations -
due to changes in relative supplies, not just that part of
the effect that operates through the yvage structure. On
Jthe other hand, it is important to' recognize various
problems/with the calculatiohs: they deal solely with
two factors of production gnd might be altered by allow-

ing for other factors; they ignore entirely the female work .

(.'f"
21 .~
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-force and male/female substitutions and also the age
structure of supply and old/ydung worker substitutions;
they are based solely on: time ¢ ‘'series data' and. presumably
_ could be augmented and improved by cross-section

tate, SMSA, county) evidence,- On-going work will,

opefully remedy some of these ‘errors of omission.

The regressions in table 7 tell, in any case, a clear
story about the impact of the increased supply of college-
men on the educational.profiles of occupations and the -
" opportunities of high scheel and college graduates.

First, the atxmates of Telative elasticities of substitu-
tion show that, as expected high school and college
workers are relatively good substitutes in managerial and
sales occupations and quite imperfect substitutes in pro-
fessional and clerical jobs. The coefficients in lines 1 and
4 indicate that relative elasticities are on the order of
four in the former two occupations, and about 14 in the
latter, with the coefficient on clericals insignificantly dif-
ferent from zero. There are also, it turns out, quite dif-
ferent scale effects among occupations; with professional”
and managerial coefficients between’ one and two, indi-
cating that ‘rapid”growth (increased demand) in these
occupations is likely to involve greater increases in ‘the '
employment of college than high school workers. . -

‘Second, the occupational structure parameters for hlgh
school ‘workers estimated in column 2 are umformly"’
..negatlve and generally significant, indicating that in-
.. creases in the relative number of college graduates pushes
high school workers out of the four occupations under
" study. The estimates clearly suggest a substantial ‘de-
. pressant impact of the late 1960s growth of the college
work force on the white collar employment oppqrtunities
of high school men.

Third, by contrast, the atlmat% of ¢. in column (3)
show a mixed pattern, with professional and clerical oc-
cupations obtaining negative elasticities and managers
" and ‘sales posmve estimates. Aocordmg to these calcu-

e d

-
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e
e

lations, increases in the relative number of college gradu-

- ates reduces the probability of being in a professional job

while increasingithat of working as a manager or sales-
‘man, apparently by the substitution of college for high”
school workers.

Finally, subtraction of the estimates of ¢ from ¢ to
obtain the elasticity of occupational competition (¢),
which measures the relative change in the job structure
of the two groups, shows that (in accord with the direct
estimates in column 1) elasticities of substitution be-
tween high school and college workers are quite large in
the management and sales oecupations and relatively
small in professxonal and ¢lerical occupations. [Recall
that the sign of ¢ depends on o; — 0, and is negative
when substitution possibilities are greater in the particu-
lar occupation (occupation 1) under consideration than
elsewhere and positive when the elasticity of substitution
is less. In the table ¢ = —2.31 and —1.70 for managers

and salesmen and 1.45 and 1.65 for professionals and

- clericals, respectively.] .
Conclusion
“The findings of this study can be summanzed briefly: .
1. The supply/demand balance shifted against col-

]

i “lege graduates in the late 1960s, with the consequence
. that their income relative to that of high school graduates

fell.

2. The job structure of college graduates also deterior-
ated in the late 1960s/early 1970s, as more graduates
ended up in nonprofessional,-nonmanagerial positions: At
the same time, however, the fractjon of high school work-
ers in white .collar positions also fell, presumably as a-
result of the relative excess of more qualified college men.

3. Both the change in relative incomes and in occu-
pational structures can be understood in the context of
a single labor market model of income determination and
occupational competition. Estimates of the eritical par-
ameters of the model—the elasticities of substitution and

o 124
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- the elastlcltxes of JOb structure and competltlon—reveal
considerable market responsjveness to changes in eco-
nomic conditions: on aggregate el‘astlclty of substitution

77 “between all college and high school ‘workers' of between—

—2.3 and —2.7; relative elasticities of substitution with-
in occupations ranging from nearly 4 (sales, manage-
ment) to less than one- half for profe;smnals and clerical
workers.

4. The parameters. measunng the impact of changes in
relative numbers on the occupational composition of a
‘group—the elasticitieg of job structure—defined in terms
of particular occupations vis-a-vis all others—show fur-
ther, that increases in the relative number of college
s graduates reduce the proportion of high scheol men in

sales, management, professional and clerical occupations,
while raising the proportion of college men .in sales and
management. In short, an “oversupply” of college men
acts to push high school men out of whité collar areas
The lmphcatlons for the future is that continued m-
creases in the relative supply of college graduates can ‘be
€ not only to reduce college to high school irjcome
dl;‘géédml but also to lower the job status. of both
In te of relative income, high'school gradu-
ates benéfit fr g the increased supply of complementary
college workers; in terms of white collar employment op-
portunities, they will suffer absolutely and possibly rela-
tlvely as well .

Notes

% These data are from the U.S. Census of Pdpulahon 1960,
Educational Attainment PC(2)-58, Table 8.

2. The text compares the median. income of men with 4+
years of college to that of men with 4 years of college from U.S.
Census of Population 1960, Educational Attainment PS(2)-5B,
table 5. In, 1949 the comparable ratio from the Census volume -
was 34.2 percent. :

3. Within detailed occupations, college graduates earning 10-
30 percent more than comparable high school workers, accorqu
to U.S. Census of ion 1970 Occupalwn by Earnings anu.
Education.

.
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4. Because of difference in the economic status of male and
female' workers, ranging from differential participation rates to
N income, we focus exclusdively on males in this paper. Clearly, a
- complementary study should be undertaken dealing with female

* workers and male/female competition. ’

5. Evidence on the position of new high school graduates is
giverbé BLS reports, “Employment of High School- Graduates
and pouts,” (various years).

6. See Freeman (1974b). . . :

i . 7. The index is In, + I3(1-a.) and the logarithmic difference
(a) Wq (Lcl - Lc) + (1 -Wa)(Leg—Ly) =L
(b) Wey (Lay __ch) +, c2 _‘Lc." .
(©) W (L= L) + L& = (acLo + (1-ac) L) =
(d) (wcl - “c) ( el = ch)
but substituting (8) yields the expression in the text.
8. The derivation-is similar to that for (11).
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The Role of Labor Market Information
¢ ) o >

Moving more speclﬁcally t{ the matter of labor: market
information.for youths:we come up against some of the
following questions: What kinds of information are we
talking aboiit? What is there in theory which provides
viable hypotheses concerning the relationship between -
labor market information and labor market performance?
What does the empirical evidence demonstrate? What
indeed are the criteria for assessing such evidence? These
and related quest'ions are encountered, commented upon
and evaluated in this section’s two papers which also

made suggestions for further research and action in this

arena..

*



Improved Labor Market Information and.

:_‘\ \

\ . Career.Choice:
\Issues in Program’Evaluation
| ' Lois-ellin Datta

N !‘t, ; _f

An evaluator studying how. improved occupational infor-
mation helps youth make better career choi¢gs encoun- -
ters four problems:\ lack of a unified theoretical frame-’
work explaining the 1 Teasons for poor career decisions and
why better mformatlon should yield improved outcomes;
lack of a research base desctibing the extent of the
problem lack of explicit consistent statements on what
a better career choice would be;.and lack of information
on hqv directly and durabl)\Tabor market information
affects the outcomes sought. These problems, added to -
the technical hmltatlons of measures of career develop-
ment,-suggest that programming has outstnpped ability ’
to evaluate program effectiveness. .

Work in progress may reduce the conceptual problems
and improve the state-of-the-art of measurement. Issues
in program evaluation should temper, however, expecta-
tions regarding documentation of the benefits of im-
proved labor market information for the career choices
of youth. These issues are examined in the following
sections on problems in designing evaluatlons of occupa-
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tional informz;tiqn systems, possible approaches to evalu-
ation of programs intended to improve career decisions,
and work in progress. - , ’
1. Evaluation Problems Arising from Limitations in .

Theory and the Research Base 5 N

a. Theory. Most evaluators prefer some theoretical

framework, demonstrating the need for improved occupa- '
tional information, how it functions to help people, and
what the likely outcomes are. The problem in this in-
stance is not a lack but rather the plethora of theoretical

4 models relating octupational outcomes to education,

family background, or personal characteristics [Osipow,
.1968; Ginzberg, 1971; Jepson and. Dilley, 1974].

None of these theoretical models have formally spec--
ified how much of what kind of occupational information
is required fdr. what outcome. None has systematically
examined the functions of improved occupational infor-
mation or predicted effects of additional information.

Three broad approaches to understanding the rela-
tions among family, schooling and occupational outcomes
are represented in the theoretical literature. First, eco-
nomic models usually are predicated on the assumption

h}t people making career-decisions weigh opportunity
costs against probable income or status returns from fur-
ther education. This suggests that the most important
occupational information is extensive, very accurate
economic data on status or income increments associated
with vagious amounts and types of human capital invest-
ments. It also suggests that people without such infor-
mation will be severely limited in ‘their ability to make
decisions that optimize the returns on whatever invest-
ment they decide to make in further education. .

Economists disagree among themselves, however, about
the true relation of education to career entry and pro-
gression, and about whether changes in the supply side
of the labor market, such as changes in educational levels,
wi ve rapid consequences on the demand side and
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" thus on outcoies in the labor market. Some hold that»
changes in the supply of human capital will be quickly
and accurately feflected in the demand for labor. Others v,
contend that the value (wages) of labor is detexpinedas ' * -
much more by influences in such forces as joh structures -
~*  and labor market-practices than the amount of training-
or education that the workers bring to or acquire in the
labor market. One might assume such differences among
economists would, influence what information would be
~ regarded as accurate and complete data, how they would
- recommehd such information be interpreted, and the pre-
dicted extent and durability of effect of improved infor-
- mation: arious labor market outcomes. These conse-
quences have not, however, been specified in economic
theory in detail sufficient for evaluation (or program)

_design,

' Szlond,‘sociological theorists examine the social con-
ditions associated with”variables such as family socio-
economic status, sex and ethnicity to understand how"
these influence occupational educational aspirations, ex-
pectations and attainments. To*date, thése studies offer
scant guidance on what occupational information would  ’
improve career decisions or other outcomes. They do,
however, provide clues as to who most influerices career
choices for individuals differing in economic background,
sex, ethnicity and early career interests. The data point
to parents and friends rather than to teachers and
counselors as the “natural” avenues through which im-
proved information could have an effect. Teachers and
-counselors are apparently more influential for blacks

_than for whites, suggesting the importance of adapting
both information and delivery systems to present chan- .
nels of #ifluence. Analyses in this. area recently have
focused "on examinﬁlg relationships among major vari-
ables (peers, schooling, ‘family) in explaining how at-
tained statusdevelops. ' v

Third, there are psychological theories of career choice
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v and decision4making. These emphasize motivational and

personal triits at various stages of the decision-making

process and the role of individual values, attitudes and

goals in inflencing rate of progress through stages. While

some psychological theories are nonlinear, most are con-

‘cerned willf the characteristics of individuals during

different st&ges or conditions of career awareness, ex-

- ploration and choice and with how individuals move

.from-one stage to another. ,

The economig, sociological and psychological theories

are concerned with different aspécts of the relation be-

tween, the worker and the labor market. Within each

. discipline_ther#, also are often competing and, occasion-
~ally, complemeritary theories it which occupational infor-
mation is of vafiable importance to career outcomes. Few
- theoretical studies use similar variables measured in
gimilar ways for predictor, process or outcomes. Most

. important for present purposes none has explicitly. ad-
' ‘dressed the impact of improved labor market information

for youth, although almost all theories have been based .
on data from students and younger workers. The evalu-
ator thus finds many statements of how occupational
choices get made or who influences outcomes, but little
help across the relevant theoretical domains or in the
predictive literature regarding what kind and how much

“g ‘ occupational information will be necessary, and what, if
: ~“* anything, will be sufficient for what outcomes.* ,
4 b. Empirical studies. Evaluators prefer a research base

describing the extent of the problem and giving reason- °
o able assurance that the variable chosen-as an interven-
' tion is related to the outcomes defining the problem. The
p research data base on occupational information is thin.
Until 1966, there were. no national probabilityisample
data on What ‘teenagers knew and did not know about
_ the labor market. Three studies are now available:
¢ Bachman’ [1972], Prediger, Roth and Noeth (1973} and
' Parnes and Kohen [1973]. ‘The National Assessment of
2 . '
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" Educational Progress collected extensive career educa-
tion data in 1972; reports of this study should be avail-~
able in late 1975. Because of the extensiveness of the
data and the répresentativeness of the sample, the
Prediger et al. findings will be discussed in more detail
than the other reports. S o

Prediger, Roth and Noeth [1973], writing from a
psychosocial framework, describe occupational informa-
tion data collected in Spring 1973: from a nationally
representative sample of about 32,000 eighth, ninth, and
eleventh grade students-jn 200 schools. They examined
occupational awareness, occupational preparation, ex-
ploratory occupational experiences, self-awareness, career

““plans, and perceived needs for help with career planning.
and decision-making. 2 :

_Prediger et al. conclude that almost all students ur-
gently need better occupational information and help in
making career decisions.? They found that 78 percent of
theseleventh grade students sampled wanted help in mak-
ing career plans. This was a higher percentage of re-
quests than for any other category. The need for help in
making career plans increased while needs for help in the
eight other areas decreased from eighth to eleventh
grade. . ) co

The need for igtermediary services was reflected in
other survey responses. For example, although 55 per-
cent of the eleventh graders have given “a lot” of thought
as to why their first two job choices are right for them,
59 percent did not know where to begin in moving for-
ward their own career goals or had only some idea of
how to prepare for their own first choices of careers: 34
percent were ungure of the amount of education required-
for their choices and 68 percent were only fairly sure or
were unsure of their career choices.® With. regard to

. career planning ‘knowledge, 61 percent of the eleventh

:*grade students believed the earlier the, better in choosing
a life work, 61 percent believed most persons remain in




LOIS-ELLIN DATTA 132

the same jobs throughout their adult lives, and 43 per-
cent believed . unemployment rates are lower for youth
than adults.

The Amencan College testmg program report con-
cludes:

. student expressed need for help in career plan-
ning is in sharp cohtrast with the amount of help
stiidents feel they have received. This discrepancy is
reflected .in what students have (and more often,
haven’t) done to prepare for the difficult career deci-
sions they face. Lack of knowledge about the world -
of work and the career planning process also testifies
to their need for help. Considered together, we believe
these three vantage points for viewing students’ career
development provide a consistent and dismal picture.
If we were speaking of physical development rather

. than career development, we would describe Ameri-
can youth as hungry, undemounshed and physwally .
retarded. [1974, p . 33} -

Similar conclusions were reached by Pamels and Kohen
[1973] writing from the perspective of economic theory,
based on data for mile high school dropouts from a
national longitudinal study. In their study, occupational
knowledge is defined by accuracy in selecting pay differ-
entials for various jobs and the educational requirements
for these positions. Their findings point to substantial
lack of information about economic returns and educa-
tional requirements. Their report also is particularly in-
formative in showing the effect of parental socioeconomic
status, student level of performance on measures of in-
telligence and ethnicity. ﬁl‘ﬁte males from families of
higher socioeconomic statiid with high-levels of intelli-
gence test performance had substantially more informa-
tion on the occupations measured by the Parnes’ ques-
tionnaire.*

One consequence for evaluators of the thin empirical
base is that comparison data on occupatlonal knowledge
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> for subgroups :are scant or nonexistent. Age see‘rxns.to be

_ a factor. Prediger et al. [1973], Westbrook and Parry-

. Hill [1973] amd others have found, differences by grade

level or chronological age on almost every scale at least

between the ninth and twelfth grades. The shape of the

_ curve of acquisition of occupational information after

- the twelfth grade is, however, unknown. Sex differences

in occupational information aré less frequently reported,

and, if anything, favor women. Prediger et al. [1973] re-

port that girls scored higher on every item but one on

their occupational knowledge scale. On other scales girls

also scored slightly higher than boys. With regard to-

ethnicity, as noted above, Pamnes and Kohen :[1973] et

ported that minority youth-had substantially - lower

_ scores on occupational information than majority youth.

/Socialwclass,' as a fourth variable, appears to:distinguish

quite reliably among youth with higher iand lower
occupation information scores. : ’

While these reports have expanded what is known
about occupational information or lack of it in subgroups
of young people, evaluators would prefer a more exten-
sive empirical base, particularly with nationally represen-
tative samples, and large enough groups to permit reli-
able comparisons by subgroups. -

A second aspect of the thin research base is that
almost nothing is known of the relationship between
occupational knowledge during adolescen and either
short-term or long-term outcomes. The score is one no,
one maybe, and two yeses. =

One study yielded negatiye repults:: students with
higher scores on the Crites {a Maturity Inventory
had higher unemployment raté§ and lower hourly wages
+Kan students with lower scores on the inventory. An-
other study showed fio “effects. According to Darcy,

. Kauffman and Milker [1974], “world-of-work under-
standing, -attitudes, education-related and employment-
related behavior” taught in an eighth grade one semester

AL}
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course on economic education was not associatedy with
wage ratel or weekly wages five years later (eight months
; after high school graduation) for youth in the labor force
among a cohort of 645 young men and 242 young women.
Only labor union membership was associated with higher
wages. . o . P .
Two studies report positive effects. Parnes.and  Kohen
[1974] found that for young men who dropped out of
-high school, information about (1) wages earned in -
., various occupations, (2) the tontent of different jobs,
* .and (3) educational requiremerits were correlated with
employment vs. unemployment and with hourly wages
five years after high school. '
~-- . Cuoney and -Hoppock [1954; 1957] found that imme-
diately after graduation, 35 senior students in a high
school course on job finding and. job orientation were
better satisfied with their jobs and earned more money
than control and comparison groups. Five years sfter
graduation, the superiority of the experimental group
was maintained and, if anything, increased in terms of , -
unemployment/employment, job satisfaction, and yearly -
income. 4 J7g )
. Interpretations of these four sets. of findings may de-
‘pend ‘on @) the measure of occupational information -
used: career maturity, broad world of work knowledge,
details of wages and requirements for different jobs, etc. ;"
(2) on the nature of the sample; (3) on the original
range of knowledge of the sample; (4) on the times when
knowledge was assessed and outcomes measured; () on
the outcomes studied; or (6) on various combinations of
these factors. The experiments required to examine
alterndte explanations of the relationship between occu-
pational knowleédge and labor market information have
not been done. \Idtﬂe is known about' the minimum
- amount or types of occupational information that are
necessary or-.sufficient for short-term or long-term out-.
comes or about the value of additional occupational

DY
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i tion for the student. o

Another methodologically significant aspect of these
studies is that. the criterion usually is employment and
"wages. Yet the students’ own values seem to-place “in-

/ﬁﬂsﬂng jobs” higher than “money.” Johnston and

'Bachman [1973] report that among male high.school -
students interviewed in the tenth, eleventh, twelfth

grades, and one year beyond high school, challenge was

_ held to be very important among those yodths who later

enter post-secondary education. Others, such as workers
‘and those whb later entered military service, rated job
challenge as only moderately important at the beginning
of the tenth grade. By high school graduation, ‘they rate

challenge almost as important as did later college en-

trants. Among those who were unemployed a year after
‘high school, interest in job challenge climbed: between

" the tenth-and eleventh grades, but “plummeted as they
_ failed in the job market” [p. 12]. Job payoff was rated -

as very important by all the young men; among the

college entrants, however, there was a steady decline in

importance. : «

The importance of challenge is apparently affected by
labor.market experiences, which, according to Johnston
and Bachman are themselves affected by family socio-
economic status and performance on measures of intelli-
gence. These findings argue that employment per se
rather than the quality of employment may be a better
criterion for youth from low-income families.®

On the other hand, as Folk [1968] and the Department
of Labor [1972] obseiV&; the relevant economic. outcome

~ of improved occupational information for youth who are

not continuing post-secondary education is not whether
or not a young personhas a job or how much it pays,
but whether the job is a youth job or a career job.
Folk comments,
Youth jobs do not necessarily lead to career jobs but
are open to young workers. . . . Such jobs are open to

3
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youth because they require little in the way of experi-
ence, trammg, education or responsnbll%b: Career
jobs, in contrast, are the first rungs on job‘ladders
. that Jead to good ‘jobs. . . . Both high school graduates
and. dropouts have occupatxonal distributions that are
conbentrated in youth jobs unmpdxately after leaving
ool. The longer the period since leaving school, the
more adult the occupation becomes, [pp. 84-85]

Considerable caution should ‘be exercised in selectmg
evaluative criteria and institutionalizing their use in |,
studies of occupational ‘information, particularly in the
absence of either theory or fact showing why employment
or wages should increase directly with improved occu-
pational information. The criteria a field chooses for it-
self in its early studies cannot easily be disavowed later
if negative findings come in, as the experience of early
childhood programming and the use of later achievement
test performance IQ scores as the primary criteria 'of
program success has shown [Hodgson, 1973; Riecken et

- -al., 1975].

* ¢. Effect of occupational information on career choice.
A third reason why the knowledge base seems weak to
~-an evaluator is that with one eXception, there are few
studies relating occupational information to changes in
individual career interests, choices or plans. One study,
" by Zener and Schnuelle [1972] shows that after taking
the Self-Directed Search, male high school students
narrowed slightly the occupational areas they were con-
sidering while women slightly increased the occupations
explored. These findings were interpreted as favorable,
since men began with slightly more occupations being
considered and women with slightly fewer. Nolan [1973]
and Redmond [1972] both report that vocational interest

inventories stimulate information-seeking behaviors in -
~ youth, an effect that may be related to better career
decision processes but not necessarily changes in occu-

pational choice.
137
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/Pr’el.iminary reports from occupational exploration and

7 development programs for youth suggest that by adoles-
cence, experiences are more likely to confirm earlier oc-
cupational choice or fine-tune interest in an area than to -
be associated with major changes of levels of educational
and occupational aspiration or occupational domains.”

There also ig no evidence that induced occupational

' information acts in the same way as natural variations,
except for the Cuoney and Hoppock [1975] report that

 immediate increments in job finding and occupational
knowledge improved occupational success five years

_later. The differences in the functions of naturally oc-
curring and induced individual variation could, however,
account for.the disparity between the Parnes and Kohen
findings (that naturally -occurring variation in occupa-
tional .information predicts wages) and the Darcy et al
report of no differences bétween trained and untrained
groups. Without further evidence, “the evaluator has
little reason to expect that induced changes in occupa-
tional information would have the same longer-term
effects natural variation studies may show.
9. Problems Avising from Conflicting, often Implicit
Social Values . '

From the evaluator’s perspective assessing the conse-
quences of improved occupational information woyld be
easier if the hoped for social and personal benefits were
explicit and consistent. Often, however, what is expected
to happen as a result of improved information is implicit
and contradictory. At least three possibilities have been
discussed: adjusting the individual to the economic
system as it is, changing the economic system to be better
for individuals, and using life-cycle education and work
changes to adjust both. . .

~wmrom-——g- The labor-market-as -it- is: - Thefirst -approach to...
improving occupational information emphasizes adjust-
ing the individual to reality in the belfbf this will mean
less frictional and structural unemployment in the short

128
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run, and through better choice of educational alternatives
with more, realistic expectations, less severe cyclical un-
employment in the longer run. Higher wages, fewer un- |,
filled jobs, and greater-employee satisfaction and produc-
tivity are other outgomes predicted by this approach. .
Discussions of this genre emphasize the decreased de-
mands for baccalaureate degrees in the liberal arts, the
inability of the marketplace to absorb both overskllled
. and unskilled labor, the need for workers in semiskilled,
skilled and technical occupations, and a decreasing rate
of returns for higher education. The kind of occupational
information presented in this approach usually describes
what is required in education, training, skills and atti--
tudes to be a successful worker in different jobs.
b. Changing the demand side to fit post-industrial
. people: The second approach would change the workplace
to reflect changing aspirations, desires and abilities of
. generations raised in a post-industrial society. Benefits
predicted include less underutilization of individual skills
- and abilities, equality of aspirations and attainment for
minorities and women, and the creation by the demands
of sophisticated workers of more_satisfying jgbs through
job redesign and worker participation in the setting of
industrial democracies. Improved self-knowledge, knowl-
edge of a-wide range of occupations, encouragement of
higher aspirations and expectations, and knowledge of
regulations prohibiting discriminatory practices are
among the educational approaches expected to produce a
better match between the individual and the world of
work. The “push” factor of industrial democracy, the
ways in which jobs can be restructured to be more re-
warding, and the rights of individuals to earn their living
in nontraditional, personally rewarding ways are empha-
_sized in these discussions. . . e e,
c. Life cycle perspective: “Leammg to Be”: The third
perspective emphasizes a life cycle adjustment between
the* mdmdual and the world’ of work In this view, ad-
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justments between the post-industrial desires for indi-
.—  vidual self-fulfillment,, autonomy and responsibility and
- the demands of the Jabor market can be achieved through
changes Yn the education and work life cycle. If there
will always be jobs that are less intellectually rewarding,
through career ladders and continuing education, people -
do nbt have to be trapped in entry-level positions. Books
and articles based on this assumption stress the probable
continuation of jobs with low intrinsic rewards and the
. importance of increasing mobility and job satisfaction
through recurrent education. The outcomes envisioned in
these strategies are better meshes between the school and
work environments from junior high school through
what are now retirement ages, and increased worker
mobility and productive use of leisure time through edu-
cation. According to this approach, most youth would:
still be found in entry level positions but would have
long-te educational and career plans. These plans
could carried out through availability of adequate
opportunities for life-long education, competency-based
education and certification, and fine-grained job ladders.
4 8. Problems Arising from Limited Prior Experience
. with Occupational Information Programs .
.. A third major concern from the perspective of evalua-
tion are the claims being made for activities which cost an
unknown amount per service delivered ith unknown
effects. While there are exceptions in the literature, the
large-scale;, long-term benefits anticipated for occupa-
tional information systems may raise public éxpectations
beyond what reasonably can be achieved.
Parnes [1974], for example, states:

There are at least three respects in which a general
improvement in the quantity and quality of labor
~'market information available to yoiith-wouldlead-to————
social efits. First, improved specific information at
the disposal of workers would sharpen competition
among employers in the labor market improving the

°®
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quality of work for all. Second, improved specific
labor market information would also permit more
efficient short-run allocation and real location of labor,
reducing the level of unemployment and shlftmg the
Phillips curve to the left. In particular, by improving
‘the early job choices of youth, better information
should reduce their turnover, with a consequent re-
duction of the differential in unemployment rates be-
tween youth and adults. Finally, improved general
labor market information at the disposal of young-
sters and their parents would substantially affect

. career decisions with beneficial long-run consequences
for both levels of productivity and levels of satisfac- .
tion with 'work and ]ObS There is reason to believe
that such improvements in knowledge of the world of
work could contribute to greater equality of opportu-
nity among youth of different socioeconomic back-
grounds, between blacks and whites, and betwéen the
sexes. (pp. 2-3]

" The outcomes cited, such as ée?ﬁ.er job satisfaction,

lower turnover, and reduced uffemployment are quite
distant. in time from the individual choices associated
with a career information system. Usually, the greater
the distance between the action possible for the irdivid-
" ual during the program and the outcomes promised, the
greater the difficulty in documentmg program benefits.
This evaluation problem is particularly severe when the
amount of improvement expected as a result of various
occupational information has not been assessed in prior
.experimental studies.

Also the durability of benefits are unknown in regard
to retention of information and its value to the individ-
ual. An inverse relationship may be found: the more
the adult acts on factual information provided during
high school (for example), the less adaptxve the informa-

" tion may become. Almost nothing is known about the
deterioration curve of occupational information, how
quickly it becomes obsolete, amq what point between
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receiving information and assessing consequences would
be maximally sensitive to the effects of the intervention,

if no further occupational information is obtained. By
this argument, a year by year follow up study of the

benefits of occupational information might show a rising

curve as the youth acquired sufficient labor nrarket -

seniority and experience for good decisions to have- their
_ greatest impact, then a falling off as information became
obsolete. On the other hand, if the occupational informa-
" tion obtained during high school stressed the teehniques
of career decision-making, the relationship between in-
formation and benefits might be linear.

Another aspect is. that the costs to develop, operate

and maintain large scale information and delivery sys-
tems are unknown, and the comparative benefits of dif-
ferent modes of delivery have not been tested. A question
such as “We're a medium- ize school gystem, and should
we buy into a statewide compugerized vocational infor-
mation service, hire more guidance counselors or what?”’
. cannot be answered at present on the basis of evaluation
studies or without systematié variation. o

The importance of knowing benefits/costs and cost/
effectiveness on a small scale with a well-controlled study
before the innovation is spread more widely is among
the axioms of evaluation though it is-more preached than
practiced. On a pilot scale, evaluators like to be reasoh-
ably sure the program works, why it works,’ what prob-
lems are likely to arise, and who, if at all, the service
probably cannot help. The problems of national impact
or post hoc evaluations of large scale interventions which
too easily conclude the basic. contept is invalid have bgen
extensively discussed in the evaluation literature [Na-

=

tional Advisory Council on Education Professions Devel- -

opment, 1974, pp. 26-27]. History may be repeating
itself in evaluations of programs providing better occu~
pational information for youth. Without information
about the effectiveness of an innovation under the opti-
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mum circumstances of an experimental project, there
-are few ways to determine on a large scale, when con- ’
trol groups and longitudinal studies are difficult to
establish, the benefits/¢osts of the activity, or what could
improve its impact [Riecken et al., 1975].

4. A Moratorium on Improved Occupattonal Informa-

tion for Youth? ’

The situation just descnbed is not necessarily a bad
state of affairs.

First, it takes a long time to achieve conceptual tidi-
ness. Waiting until the theory is complete could delay
action for years. We are an impatient people, and a
national consensus about the importance of improved
career development, including improved occupatlonal in-
formation, appears to have been reached.

Second, it is not clear that conceptual tidiness is the
best way to produce social change. At least two lz:i%ema-
tive models are available which seem to work’¥airly
well. In Great Britain, for example, new social programs
evolve from older programs, with learning crystallized
by national commlssmns who periodically assess what is .
happening, what seems to be obsolete and what might be
recommended for national policy. In Denmark, opportu--
nities for extensive natural experiments are provided by
the authority and funds delegated to loczilly elected lay
boards of education and child welfare. Since, by local
choice, almost every approach likely to be reasonably
acceptable is being tried out somewhere 'in Denmark,
the blue ribbon commissions can study the 1mpac of
numerous alternatives.

Systematic research, development and evaluation, ‘as
the United States knows these activities, play little or
no role in educational changes in many other countries.

Third, there is a readiness, at.certain times for trymg
out ideas. In 1965, there was a readiness for early child-
hood programs but the field itself was not as ready for
large-scale, quality service as it is in 1975. The infra-
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 structure was missing: there were few trained child care

workers, traindd supervisory staff, tested materials and
curricula, alternative curricula, and systems for expand-
ing facilities and maintaining service quality after seed

.money had phased out.

The vocational Mformation infrastructure may be in
considerably better ¢ondition, since, thanks to the Smith/
Hughes Act of 1917 and su\)sequent investment in vocas
tional programming research and development, profes-
sional organizations are well estahlished, training in post-
secondary institutions is quite extensive and could be
mobilized with some additional support, some informa-
tion and tools of the trade already exist and are being

- added to almost daily.

However, the state of affairs may not be so comfort-
able that it should continue uncritically. Public account-
ability and the expansion of g good idea may depend in
part on evaluation data. Also, most people want to im-
prove what they spend their lives doing, if only to fine- .
tune delivery rather than challenge its rationale. The
ethics of intervention in human lives, however benign in
intent, demand impact accountability. Evaluation helps
make implicit assumptions about human nature and the
world explicit and prov1des a quality control for serv1ce
delivery.

Providing improved occupational information for youth
(and for adults) has become almost an end in itself, and

. considerable ingenuity has been devoted to obtaining -

better information and providing intermediary services.

The surge of interest in intermediary systems, improved--- - -

career guidance, and improved occupational information

. probably will continue. Career education programs while

not universal are widespread, and recommeridation for

__improving vocational/technical education frequently in-

clude improved occupational guidance.® A number of
proposals to imprd¥e and expand career education and
other intermediary services to youth are being consid-
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ered, and some, such as the career educatlon provisions
in H.R. 69, already are law. . T

Expansion of career-related programs for youth may
be expected [Baldwin; 1972; Bakalis, /1974]. The De-
partment of Labor demonstration of statewide career
information services projects, and the career information,
guidance and counseling programs supported by the
Office of Education undér sections C, D and I of the
Vocational and Technical Educatlon Act of 1968 may
be harbingers of more to come. ;

5. Approaches to Evaluating I mproved Occupational
Information Services

Reubens [1974] suggests ﬁve types of evaluatnon
.studies: '

a. Studies of mpuE such as documenting the number
and type of counse}ors available, training provided to
staff, reliability of 'bccupatlonal data and location of
services. - )

b. Quantitative reports descnbmg how much service
%vas provided, such ag the number of clients served, num-
ber of meetings w1th schools and, number of pamphlets
distributed. f

c. Qualitative re : of what schools do with mate-
rials, whether counsélofs and teachers know as much as
they should after rek;ei'ving the materials and training,
whether the advice is directive or nondirective.

d. Consumer reaction: what do students think of the
career information they’'ve received?* Do they use it? .
What do employers think about the services, and 'young
people who have received them? -

e. Accomplishments: studies of what would happen if
the services didn’t exist., Are the costs of service delivery
justified by results for individuals and for society?

Assessment of ;the first four types seems both relevant

~ and feasible. Assespmg accomplishments is ‘more difficult.

At least three different approaches to assessing impact
jave been tried: economic indicators, indicators of better
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decisions, and indicators of better decision-making pro-
cesses,

a. Economic returns from employment with regard to
economic indicators, Carbine in Lecht [1974] recom-
mends examination of earnings, duration of employment,
job security, fringe benefits and amount of leisure time.
One advantage of using economic “indicators of outcomes
is that youth unemployment is one of the problems from
which recent interest in occupational mformatlon -pro-
grams for youth originated.

Cobern, Salem and Mushkin [1973] argue for assess-
ing the success of the schooling process in terms of edu-
cational outcomes rather than educational inputs. Among
the 58 different educational outcomes they recommend
are investment aspects of the effects of education on
income and employment. While Cobern et al. do not
discuss the impact of occupational information acquired
through the educational process, their discussion is con-:
sistent with the belief that both primary and secondary
outputs should appropriately include investment aspects
of income and employment. The indicators may be dis-
tant from the input of better career information, but
they are close to the social problems to which better
career information is expected to be a solution: better
jobs and more jobs for young people. There are, however,

" two major limitations to thisindicator. (1) If most youth
are reporting their-preferences and later behavior accu-
rately, it doesn’t make much sense to learn that some-
one would choose ]Ob challénge over money per se as a
decision rule, ‘and then evaluate the outcome of occupa-
tional informatioh:on the basis of average weekly earn-
ings for youth with high and low levels of occupational
information. There ought to be a match between the
decision rules individual youth: tell us they are using and
the criteria for assessing occupational information pro-
grams. (2) The economic outcomes are probably most
directly attributable to economic cycles and labor market

14¢



practices [Department of Labor, 1972]. Freem;m [1974]
suggests that low-paying entry jobs are largely an aging .

vat for youth regardless of their competencies and per-
sonalities. Part-time jobs for youth, the kind most typl-
cally sought during high school, may be unavailable in
inner cities and other areas where youth unemployment
is high. In times of economic recession when youth are
paid the same minimum wage as older workers;—employ-

‘ers seem to prefer the more experienced, senior person

to the less experienced younger person. One reminder of
the relative remoteness of economic criteria from occu-

pational information may be Darcy, Kauffman and Milk-

ers’ [1974] finding that whether or not a young person
joined a union immediately after high school made more
difference to hourly wages than any other factor, includ-
ing occupational information.

b. Assessments of better decisions: another class of
indicators has been “the student will make better career

decisions.” No one has defined a better decision dlrectly:

but there are several indirect approaches.

One approach is asking the student. According to
Reubens [1974], Hoyt suggests nine criteria as outcomes
of improved occupational information. systems: the recip-
ients (1) have jobs, (2) have Jobs related to their train-
ing and education, (3)'are certain that 'their. present
occupation is the best choxce for them, (4) are sitisfied
with their present jobs, (5) -derive, greater satisfaction
from the job itself than how much they are paid, (6) see

themselves as using skills learned during their training =

and education, (7) are judged satisfactory by employers,

(8) have low turnover, and (9) show progress over time -

in earnings and levels of employment. v

A second approach is through tests. The Center for
the Study of Ev\gluation [Hoepfner, 1974] has published
a series of guides to commercially available tests. The
guide for tenth, eleventh and twelfth grade students
[1974] has 29 small-type pages listing vocational interest
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. and guidance tests, approximately 1,300 individual
measures in all. According to the CSE raters, most of
these tests are “good” in ea f administration; “good”
in appropriateness of the”réading level .and content: to
the users, but are “poor” in terms of validity (do- they
' measure what they claim to measure) and normed, tech-
nical excellent (eg,@presentatweness of - Che standard-
ization group) :

) §‘ ) ..v't

; t;on, is that each test embodles
values in. how"a*ﬁ-ans e scored, and the ‘user may not
Wit *’th,é'se 'values. This problgm is particularly
it < in ” the development and’ interpretation of
) Gycess of%alues toward work; career maturity and
deci¥ ’-, "*makmg The theories of career decision-making
[Jepsop and Dilly, 1974] on which many of the scales
/are based assume that one should make a career decision
Cat the end of\the developmental process, and, by and
Jlarge/ sticlto \it. Many measures reflect this, i.e., one
: .gets a lower by being uncertain and still explonng, 1)
+' and-a .higher ¥edre for-béing firmly committed to an
' occupatlonal choice. Further, most measures assume that
~ a.close mesh with the world as it is desxmble For ex-
\_ample, consider the following items:

(1) True/falge: - The job I choose has to give me
plenty of freedom to do what I want. (False is
.- . correct.)
i Q) True/false: The best thing to do is to try out
- several jobs, then choose the one you like best.
~+ (False is correct.)

. . (8) True/false: I want to really accomplish some-
~iow " ‘thing in my work—to make a great. discovery or
B earn a lot of money or help a great number of

people. (False is correct.)

The first item is considered false because jobs rarely give

freedom to do what people want, and-thus-a person.look-. ... .. —
~ing for this quality in a job is career immature. The
. second is considered false because tryinig out different

-4
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occupations is considered more immature than seeing a
counselor. The third is considered false because jobs
rarely give a person a chance to do something great. The
\ career mature individual may, however, aspire to “a job
allowing hér/him to do something he believes in or
where the greatest reward of the job is the pleasure of
doing it.” As another example, throughout one measure,
money as a primary source of career satisfaction is con-
sidered more career immature than valuing the intrinsic
rewards of an occupation. In other measures, knowledge
¢ of how much a person earns in different jobs is regarded
as a criterion of better occupational information while
knowledge of the job satisfaction reported by people in
different jobs and with different levels of education isn’t

tested. - .

The psychometric picture requires caution in design-
ing evaluations of the effectiveness of occupational in-
ormation systems, in terms of the hazards of the avail-

able tests and the poor ratings on validity and normed
technical excellence. A quantum improvement may be
Prediger et al. [1973] promised validity data for a large
sample of young people who have received feedback
from the “Assessment of Career Development” prepared
by the College Testing Service. .

c. Assessment of better decision-making: the' third
approach to outcome assessment is: examining the
decision-making process itself. People disagree on what
is a better decision; agreement seems to come more

. easily that the decision-making process ought to involve
self-assessment, consideration of long-term and short-
term goals, assessment of one’s preferences for various
life styles, examination of the short-texm and longer-term
characteristics of different occupations, and an under-
standing of educational requirements for different jobs.

o wen e -~ VI O8E . people. write,. too,-that. after_career decisions have. . .

been somewhat focused, exploration of different jobs
through working in the area and talking with people
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should precede a choxce committing the individual to an
educational or occupatnonal course of action. Finally,
most people state that while a career decision is a long-
term chonce, career decision-making should be regarded
as a lifelong activity that does not proceed in a linear

. fashion. Thus that the individual should understand the
career choice process itself is seen.to be as important as
the specific decision reached. -

While agreement is perhaps fairly easily reached on
.the “good” career choice process, measuréement of the
‘process by which an individual has reached or is likely
to reach a decision is-in' the earliest stages of develop-
ment. Except for one project [Katz, 1974] which still
does not have readily usable ways of categorizing and
summarizing the mformatlon, there are no process meéa-
sures by ‘which one can judge whether the recipient .of
occupational informatiofi or guidance has a good, better
or best career choice process.

d. Group and individual differences: one other con-
sideration merits attention in connection with assess-
ment of what has been accomplished through improved
vocational information: special outcomes for subgroups
of clients. One subgroup is women, whose occupational - .

* choices tend to.be stereotyped at an early age to three -
“occupations: mother, nurse and teacher, and by adoles-
cence, typically have ‘“expanded” to include only two
other occupations: secretary and social worker. Some,
proposals for improved career information systems for
women have offered major changes in occupatnonal sex
~ stereotyping as the criterion outcome.

Our experience suggests that this criterion, if apphed
to adolescents and adults, may be likely to “fail” pro-
grams. It is unclear how much change can be expected
after years of socialization to vicarious achievement and
__to the women’s role_in occupations [Lipman-Blumen and .. N
Fickamyer, 1975]. According to an interim report from
one project, for example, the placement rate was higher -
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for young women than for young nien, bit young women .
were more likely after career _counseling and " better
information to select office jobs while @ng men. were
‘more likely to continue toward aspirations’that required
considerably more education and training.’

" A second intefpretation is that continued occupational

_sex stereotyping may be less due to past socialization and o

more to the present effect of other social forces. In an-
_ other interim report, adult women after éxtensive coun-
seling were choosing lower status and traditional occu-
pations such ps training to be a desk clerk rather than
training for fiotel management. Many women were mar-
ried, their husbands objected to' their receiving training
for jobs in which they would eam more money than the
men, and the women saw themselves as deliberately
choosing occupations that seem sex stereotyped rather
than divorce or marital strife. ‘ .o
Similar care in interpreting data may be needed if the:
impact of occupational information is judged against
. major shifts in_choice for old versus younger persons, or
ethnic minorities: the push of past and present socializa:
tion may be stronger than the pull of vocational informa-
tion. Perhaps one realistic criterion expectation is docu-
mentation of choices considered, better reasons for
rejecting nontraditional choices, and higher aspirations
for the next generation. o )
- Another consideration is how. the data are analyzed.
Most reports show mean scores on the crit(eria before the
program and after the program. Almost no study has
. begun by assessing-for how many youth occupational
information is already so extensive that little .impzgve-
ment could be expected, and examining the amount’ of
change for those students f; e 18,
It may be more signifi "to know that all of the 25
percent of the students {ghose initial levels-of information
showed almost no understanding of oa’:u;e_ational issues
now have acceptable or aberage levels'\of information
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than to know that the average gain of the total group
was 2.6 points. Analysis in still finer grain would be even
more desirable: it should be possible to look over a young
person’s initial choice, taking into account abilities, apti-

d (jud&e, interests, etc., decide whether the initial choice is"
realistic or unrealistic, and a good or poor match with
abilities and interests, and examine improvement in in-
dividual choices made.1® ' ‘ :

Still another consideration is whether choosing is
“good.” If a person seeks intermediary service help in
reaching career decision, coming to a decision at the end .
of couhs;l‘ing may be an improvement. What is less clear —
is the rate at which such a decision is to 'be approached
and the level of uncertainty or fluidity which should re-

* nain. Some multi-talented students could succeed in
almost any area they chose. For these individuals, the
problem may be decreasing fluidity among choices rather
than expanding ‘careér options. An’improvement there-
fore might be consideration of fewer choices and a rela-
tively high degree of commitment to a given path. For
other- individuals, accurately perceived individual- or
societal barriers may mean that choicés*should be nar-
rowed. For these individuals also, increased certainty and
commitment may be an improvement. For still other
‘individuals, increased uncertainty or fluidity or defer-
ment of long-term commitments to give time to explore
one’s self or the labor market more fully might be an
improvement and a sign of career maturity.

Analysis in this fine a grain might be the most sensi-
tive and interpretable indicator of the value of occupa-
tional information. To date. however, no reports of either
the impact of occupational information on vocational
choice, or of the impact of various ¢ounseling and guid-
ance programs appear\to have used this approach to
analysis.

6. Workin Progress
:Work in progress may considerabily improve ability to
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assess the accomplishments of new approaches to occu-
pational information. '
a. Theory: in terms of improving conceptualization, at
“least six activities are in progress. ~

e * The National Institute of Education is supporting a
twelvemonth study of career decision-making,
bringing together economic, psychological and soci-
ological theory, practice and knowledge. Among the
products will be reports for practitioners and evalu-

ators of what. changes are expected on the basis of
theory and a review of evidence to date on changes
in career decision-making [Mitchell et al., 1974].

® The Federal Interagency Panel on Adolescence has
published two reviews of research on work experi-
ence and career development programs for youth.
Improved occupational information, counseling and
guidance are likely to remain a focus on the Panel.

o Several longitudinal studies of career development
are reaching fruition. Griliches and Freeman [1974]
are examining the economic impact of mixing
periods of education and work. Parnes [1974] who
is completing secondary analyses of economic and
nqneconomic returns also has one of the few longi-
tudinal data banks where career information was
assessed in high school. Jencks [1974] is reexamin-
ing a series of Jlongitudinal studies reporting the
relationship .of personal, familiar and educational
factors to economic outcomes.

o

- creasing. Follow-up studies of European experience
“with industrial democracy and studies of the edu-
cational implications of industrial democracy for
the U.S. are under way [Park, 1968; Levin, 1974].
These studies plus the growing emphasis ‘on edu-
cation for lifelong development should provide a-
counterbalance to studies based primarily on ad-
justing the individual to the world as it is.

o Examination of the educational implications of ag-"*:-,
justing the labor market to the individual is jn-.- .~
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® Seven different computer based systems are in op-
eration, some of which combine a self-assessment
questionnaire, Dictionary of Occupational Titles in-
formation, information on local and regional labor
market projections, data on:where further training
can be obtained and resaurce persons banks for
more personalized discussions {Myers, 1972; Harris,
1972; Harris and Tiedeman, 1974].

® The Regional Learning Services in Syracuse, New
-York, is testing an individualized system of assess-
ing interests, providing occupational information,
and. developing a long-term educational program to
bridge whatever gap exists.betweent where the in-
dividual is and where she/he would like to go.

® On a more applied level, the National Institute of
Education with the cooperation of the Department
of Labor is studying the utilization of occupational
information, with a view to improving what kind of
information is available and how it is used to in-

fluence educational planning and individual choi

[Coster, 1974]. . ’
b. Empirical studies: in terms of improving measure-

ment there are some valuable activities under way.

¢ The National Institute of Education is funding the"
first experimental test of the immediate and longer-.
term impact of programs designed to improved
career choice, among other- outcomes. The work
identifying strengths and limitations of avaitable
measures and on developing alternative approaches
should yield considerable psychometric information
on new measures of .career. information .and career
decisions.11” . ) ' N
‘@ The state of Texas has funded a massive. effort to
specify the behavioral outcomes of career educa-
_tion programs .and to develop adequate measures
- for assessing pupil progress on these.
¢ The National Assessment of Educational Progress
has completed a survey on career information and
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occupational information. The measures used in
this study and the studies should be available in
1976. '

e The Office of Education has completed a compre-

" hensive review [Developmental Associates, 1974] of
measures of career decision-making and other out-
comes related to career education.

e Evaluations of programs intended to provide better
occupational inforgxation and improve career deci-
gion-making which include impact studies also may

" advance the state of the art. At least three such
projects are in process: Winefordner’s career deci-
sion-making program [1974], Harris’s -and Bowls-
by’s Project Discover [1975], and McKinney'’s state-
wide program [1974).

c. Information on consequences of education: better
information about the immediate and longer-term effects
for the individual arid sagiety of various educational pro-
grams related to improved occupational information may
be expected in the future. The Vocational and Technical
Education Act of 1964 as amended in 1968 required
development of state information systems. Some of the
. systems focus on information about enrollment in and
completion of various vocational education programs;
others include fairly extensive data on the characteristics
of programs attended, student expectations and charac-
teristics on enrollment, and follow-up data. Expansion of
these systems is in progress, in part spurred by the re-
quirements of state legislatures for documentation of the
costs and effectiveness of public school expenditures. This
is not a new problem [Travers, 1949; Center for Priority
Analyses, 1971; Miller and Miller, 1974; and Morgan,
1974]. : . . ‘
7. Discussion

Investment in evaluation depends in part on expecta-
tions of how much, how soon and how certain informa-
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tion about the effects of occupational information pro-
grams for youth will be available. Design is another issue:
the number of qualifications the evaluator has to place
on findings'in large part depends on how controlled an
experimental test of the intervention will be.supported
by program administrators and decision-makers. Will
program administrators, developers and decision-makers
require fast-turnaround analysis of post.hoc suryeys of
self-selected participants? Will they wait for the results
for the longitudinal studies whose findings usually require
fewer qualifications? Will they support uniform data col-
lection and controlled experiments in the pilot phases?

A dnﬁerent position has been taken by Stern [1974]:

The Department of Labor’s Occupational Information
Systems Grants program is premised on the fact that
enough is known about occupational information, de-
velopment and dissemination to begin an operational
program. As such the program is directly concerned
with the intelligent apphcatlon and expedient’ imple-
mentation of ideas and concepts already thought‘

through, recommendations already made, programs
already developed, and research evidence and infor- -~ .

mation already available. sy

Such an assumption would focus evaluation on docu-.
menting service delivery with relatwely little concern for
assessmg program consequences. Byt perhaps enough .
isn’t known and there'is reason for cantion in the clalms
made for the benefits of occupauonal n‘fformamon as
well as. cautlon in- promising -firm,, uetlve ‘evidence in
the near future. What appears to be*mdléated is devel-"
opment, with as much speed as posgible ~of a c%rdmated

‘ 'evaluatnv.e/résearch dgenda’ to establish more clearly the”,
' copceptual ﬁnderpmnmgs of various- pr6grams to im- i

prove krowledge of. th% extent oFthe problems, and ‘to “«
developy bétter measuges $0 that.docupsentation can catch™

up' with’enthiisiasm for uhptovmg o(-}cupatxonal mfor:ina.‘. _

tlon for youth. \-“1, N N

N
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T . Notes

1. Most theorists seem to believe occupational information is
a necessary but not a sufficient conditignp for improved career
choice. This way of formulating the relafionship poses methodo-
logical problems. To separate, methodologically, the level and
extent of a necessary influence on an outcome from that of a
sufficient influence seems to Tequire prior specification of the
sufficient influences. One can then, attempt to obtain independent
measures of these sufficient conditions, hold them statistically
constant, and assess what remaining variance is associated with
the necessary conditions. Apparently, while this is feasible there
are no paradigms in the occupational information literature in .
which the distinction between necessary and sufficient conditions
have been applied to testing the effects of improved information
on any outcomes. The methodological problems have been
brought to the attention of National Institute of Education re-
searchers; we will be exploring the feasibility and effectiveness
of various ways of testing the effects of the presumed necessary
occupational knowledge when the sufficient conditions are in-
completely specified. ) -

2. Opinion about the extent of need, and the appropriate in-
terventions varies. For example, Holland [1973] comments, “a
person’s intelligence or SES are good estimates of occupational
knowledge”  (p..5) and concludes that “large proportions of the
population select jobs, get the proper training and manage their
careers with little or no help from counselors or vocational agen-
cies of any kind” (p. 9). Holland emphasizes for the perhaps 30
percent of. the population who require extensive services and
remedies a strategy providing career experiences before key
decision times. He urges that these be organized into a.single oc-
cupational classification scheme which would help the individual
match her/his interests and abilities with those of other individ-,

. uals who have entered major occipatighal groups. According to

Holland, it becomes more important to/be able to translate one’s .
personal characteristics into vocational alternatives than to have
detailed information on hundreds of upations. Holland con-
cludes, “occupational and personal : information are most useful
when they are stated in terms of translation potential . . . simply
teaching people about occupations or about#themselves is an in-
efficient method for the development of translation potential”
(p. 16). : :

3. Again, as contrast, Holland [1973] concludes that career
uncertainty is not an indicator of major problems, and that re-
search shows career uncertain youth do reach decisions, only
‘more slowly than other people. See also Hosford and Briskin
[1969]. : .
.-4..The question of cultural bias in measures of occupafional .
information has not apparently been examined in the recent
literaturé: Holland, as previously noted. concludes that occupa-
tional knowledge is highly related to family backg_x;ound and in-
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telligence. The occupational information measured by Bachman,
Parnes, Prediger et al. and others seems, however, that typically
available to youth from middle-income families. It is easy to
imagine a test of occupational information relevant to the eco-
nomic survival of youth from various subcultures on which
 middle-class youth would do quite poorly. This is not to argue
that information. about occupations not immediately available in
one's environment is not desirable; only that interpretation of
the occupational knowledge of diverse groups should emphasize
environmental constraints on the opportunity to learn rather
than limitations in ability to acquire occupational information.

Another facet of the possible cultural bias in measures of occu-

. ..pational information is the advantage to both student and coun-
selor of a full, accurate assessment of what the client does know
about occupations within her or his environment. Little work
has been completed, however, in this area.

5. Charner,-reviewing an earlier draft, points out that career
maturity and occupational information may be too different con--
ceptually and in what is measured to be considered in a discus-
sion of evaluating the impsct of labor market information. The
terms “career maturity,” “occupational information,” “labor
market information,” etc. merit analyses in their own right in a
review focused on what is known about the relation between
labor market information and various personal or economic out-
comes. Readers who believe the term should be interpreted in
the sense of economic date about the labor market may find this
discussion of predictor and outcome measures too broad. (See

 Bartlett, 1971.)

6. Lattimore (personal communication) brought this point out
quite strongly: “I can't imagine any minority youth placing
satisfaction based on interest rather than money . . . in a reces-
sion, workers will always want jobs, not intellectual rewards.”

- 7. Interim reports evaluating the National Institute of Edu-
cation sponsored Experience Based Career Education Programs
(EBCEs), the career development program for inner city youth
of the Opportunities Industrialization Centers of America
(OIC/As) and the Mountain Plains Economic and Educational
Development program. These programs are described in the

- National Institute of Education Career Education Progiram Plan,
FY1975. Copies of the interim repgrts are available from the
principal investigators of these projects, whose names and ad-
dresses are included in the program plan abstracts of projects
funded, FY1974. "

8. As one example among many, according to the Manpower
Research Council' (undated) a survey of companies employing
a total of 659,481 people showed that the most frequently men-
tioned steps for improving the employability of high school grad-
uates were greater concentration on vocational training in high
school, more and better quality job-related counseling, orienta-
tion to what will be expected by an employer (attitude, punctu-
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ality and appeafance) ‘and earlier exposure to available career
opportunities and general career guidance. -

9. See Footnote 7 for reference.

- 10. Among the approaches to validation, increments in items
correct with grade level or respondent age are usually reported
as evidence that the items are measuring vocational maturity.
Westbrook and Parry-Hill [1973] offer an additional compari-
son: the mean scores for students who are considered as voca-
tionally adjusted or vocationally maladjusted and those who are
considered to have vocationally congruent choice interests and
those with vocationally incongruent choice interests. Higher
scores on all area subtests for the vocationally congruent group
(grade 9) and higher ‘scores .on all subtests but work conditions
(adjusted) are .considered evidence of measure validity. The
definition of adjustmént used by Westbrook and Parry-Hill is
based on the Crites, {1969] system: “Adjusted pupils are those

- whose vocational choice is in the field of their interest and on

the appropriate aptitude level. Maladjusted pupils are those
whose’ choices agree with neither their field of interest nor their
level of aptitude” (p. 16). With regard to congruence, “Pupils
whose vocational choice was in the field of their highest interest -
on the Kuder Preference Record comprised the congruent voca-
tional choice interest group. The incongruent vocational choice
interest group consisted of all those pupils whose vocational
choice was in a field other than their highest interest” (p. 17).
Vocational “adjustment” by this criterion was low among the
ninth grade sample: 26 of the 143 youngsters were rated as
adjusted taking interest and aptitude into account. Congruence
was about the same: 42 of 2,049 ninth graders were rated as
congruence when aptitude was not taken into account, about 18
percent of each group,,by each criterion.

i 11. Distinguishing &tween reliable, valid but insensitive meas-
ures and reliable, valid and sensitive measures of program effec- .
tiveness is another methodological challenge. In principle, com:
parison of results when the same measure has been used to
assess the effectiveness of a fairly wide variety of interventions,
with some independent measure of the quality of implementation
and apparent success, should help identify measures likely to re-
flect the true impact of an intervention. In practice, independent
measures of program implementation- and quality are rarely
available, and sets of studies where common measures have been
used with reasonably acceptable designs are even rarer. A Na-
tional Institute of Education funded search for measures used
to assess the impact of programs for youth who had or were
about to drop out of school has brought together the only review
of which we know searching from ‘sensitive, measures from the

"perspective of actual outcomes [Koropkin, 1975]; these were,

however, one study only measures. The Federal Interagency
Panels on Early Childhood and on Adolescent Research are
leading a national effort to improve comparability of R&D meas-
ures [Grothberg, 1974].
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Improved Job Information: Its Impacf on
- Long-Run Labor Market Experience
o Herbert S. Parnes*

It should be pointed out at the outset that the title as- ‘
, signed to this paper is by no means precisg in its mean-
ing. What kinds of “job information,” for example, are
referred to? Are we speaking of information concerning,
the availability and characteristics of specific jobs in the
local labor market for which a given worker may qualify
at a given point in time, or is the concept broad enough
to include all of the types of knowledge relevant to the
series of educational and training decisions that a youth
makes in- the complex process of occupational choice?
Does -“improved” job informaticn mean new types of -
-information to be developed and made generally avail-
able, or simply the wider and more effective dissemina-
tion of information that already exists? Finally, what is
the dependent variable in the analysis? Is it the relative
position of the individual recipient of “improved” infor-
mation in terms of income, employment stability, and
job satisfaction? Or is it the general ‘.operation of the
labor market? And in either case what is the implication
of the term “long run”? '




HERBERT S. PARNES 164

In addition to the title’s ambiguities, it is also some-
. what presumptuous. Since the publication of George
Stigler's article on “Information in the Labor Market,”
economists have given increasing attention to the idea of
job search and the accumulation of labor market infor-
mation as investments in human capital, with payoffs in
higher earnings. Nevertheless, there has been precious
little in the way of empirical evidence on the relationship
between specific types of labor market information and
. labor market experience, and it is not at all clear that a
confident answer to the question—either in the short run
or the long run—is possible. o '

Reflection and reading on the subject have neither
reduced the ambiguities nor increased this writer’s con-
fidence nor anyone else’s, it may be immodestly added
—+to provide definitive answers. Yet, one of the blessings
of an*ambiguous title is that one can pretty much make
of it what he wishes. This paper will' therefore do the
following: In the first section the attempt will be made
to clarify the concept of “job information”—or at least
to indicate what it should mean in the context of this
discussion. Next, there will be a look at the evidence
rel!,ting to the extent to which young workers have ade-
_quate labor market knowledge and of the factors that
appear to be related to variations therein. In the third
section®*some evidence will Be presented on the relation-
ship between the possession of certain types of labor .
market knowledge by male youth atPone point in time
and the wages and occupational dssignments they are
subsequently able to command. Finally, a concluding
section will try to come to grips with at least one inter-
pretation of the question implicit in the title: what are
the several types of consequences to be expected from
the provision of more adequate labor market information
for youth? ' : ‘
Dimerisions of Knowledge of the World of Work

Although not much'is to be gained by quibbling over.

w B
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terminology, the term “job information” dgs seem to be
too narrow in its connotation to convey the rich variety
of kinds of knowledge that can contribute to succegsful
achievement of individual goals in the labor market and
to the more efficient allocation and utilization of human
resources. Four categories of infon;nation, which vary in
their relevance and usefulness depending upon the stage
of the life cycle one is-considering, should be examined.

First, there is the dis{inction between what Yavitz and
Morse have referred to as specific and general labor
market ‘information.2 The former is of particular rele-
vance to employed workers and to workers with fairly
well-established occupational affiliations who have lost
their jobs. This includes a variety of types of informa-
tion about firms in the local labor market_that employ
workers with similar qualifications, including an “exten-
sive” dimension (e.g., wages, fringe benefits, vacations)
and an “intensive” dimension (e.g., fairness of super-
vision, congeniality of fellow employees, and similar
characteristics that are more difficult to learn about
through«formal channels).® Such information allows em-
ployed individuals. to know. whether they -can 'ix;fprove
their situations by makinga move and permits unem-
ployed workers to locate the best job in terms of what-
ever criteria they choose fo apply.*

General labor market information, on the other hand,
is relevant to certain “transition periods” in the uves of
workers or potential workers and relates to broader types
of questions. Here the issue is not alternative employers,
but alternative types of work, and the important ques-
tions relate to relative employment opportunities in bth
the short and long run, avenues of preparation for al-
ternative occupations, relative income prospects and a
host of other characteristics: It is worth emphasizing
that just as some types of specific labor market informa-
tion are more readily attainable than others (e.g., wages

1606



HERBERT S. PARNES 166

. A )
versus quality of supervision), the same is true of infor-
mation about occupations. It is easier, for example, for
a youth to learn and comprehend what the income dif-
ferential is between a college professor and an electrician
than to gain an understanding of “what it’s really like”

“to be either of these.

In any case, general labor market information of this
kind is clearly crucial to youth preparing for the world
of work. Moreover, because the process of occupational
choice is both developmental and largely irreversible, it
is clear that this kind of information, in varying degrees
of specificity and with varying degrees of sophistication, *
should be possessed by youth long before their junior
year of high school.* Educagional decisions all along the
line—whether <‘and how much to study, what courses to
take in junior high school, what kinds of outside reading
to do—are all potentjally influenced by such knowledge.
Moreover, since for children of younger ages many of
these decisions are made—or at least substantially in-
fluenced—by parents it follows that ip be completely
useful the information may have to be possessed by per-’
sons other than the youth themselves. School counsellors
and teachers constitute additional examples. <

A third type of information that conditions accommo-
dation to the world of work relates to how to operate
effectively in the labor market, including how to go about
looking for a’_job and how to present oneself to prospec-
tive employers. What job search techniques are likely to
be most productive? Which labor market® institutions
can facilitate the process of obtaining a job? Specifically,

what are the potential contributions of the public em-
ployment service, private employment agencies, .trade
unions and various types of public service organizations?
And how do these differ with respect to various kinds of
jobs?

Finally, one of the components of a comprehensive
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knowledge of the world of work is not so muth informa-
tional in the conventional sense as it is an understanding
of the regimentation that is inherent in greater or lesser
degree in most work situations. The importance to suc-
cess of regular attendance, punctuality, good work habits,
concern for the objectives of the employing establish-
ment, and conformity to accepted standards of dress and
‘behavior should be understood. To mention these factors
is, of course, not necessarily to endorse all of them nor to
argue that all of them are essential to the efficient per-
formance of all jobs. However, fo fail to make clear the
consequences of ignoring such requirements would be a
disservice to young people. There is merit in “telling it
like it is,” even if one doesn’t completely endorse the
existing state of affairs. .

In sum, the kinds of knowledge r€levant to successful
labormarket activity are numerous and diverse. They
* include all those types of information and know-how
that are likely to enhance individuals’ ability to pursue
their goals as they make choices in the process of pre-
paring ‘for, seeking, and holding jobs. Just as there are .
vocatfonal skills and know-how essential to effective
performance of an occupational function, so there are
" labor market skills and know-how essential both to de-
ciding what vocational skills to acquire and to develop-
ing the opportunity to practice them to the greatest
advantage. )

The Adequacy of Knowledge of the World of Work

No one supposes that workers have the “perfect
knowledge”_ that is the hallmark of a competitive labor
.market. On the other hand, no one believes, either, that
workers make labor market choices in absolute. ignor-
ance. There has been a long debate over the adequacy
of workers’ labor market information that has been
largely sterile, since there is no easy criterion for judging
how much is enough.® According to the traditional eco-
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nomic formulation, the acquisition of information by an
individual, since it is not costless, should be pursued until
the marginal cost of obtaining additional information
exactly equals the (discounted) contribution.of the in-
formation to the future income stream. Whatever merit
this formulation may have in some contexts, it is fatuous
in others: for instance, where individuals are not even in
a position to know the kinds of information that are
relevant to their needs. The notion of an eleven-year-old
making marginal calculations to determine how much
she or he should learn about alternative occupations is
lustrative. o
Even if there is sufficient labor market information for
the market to perform its allocating function reasonably
well, there can be no doubt that many workers have
serious deficiencies in certain types of knowledge that
are generally regarded % be essential for self-serving
labor market decisions. In his classic study of New Haven
in 1949, Lloyd Reynolds adduced evidence to show that
large numbers of manual workers had fallacious impres-
sions of how their wages compared with those in other
firms in the community, and that most of the workers
could not cite specific employers to whom they would
apply if they were out of work.” More recent evidence
from the National Longitudinal Surveys for a national
sample of young men in their teens and early twenties is
similar. When those who were not enrolled in school and
who wére -employed as wage and salary workers were
asked what they would do if they lost their current johs,
_ the vast majority responded that they would seek other
work. Only half of these, however, cited a specific em-
ployer to whom they would apply. Indeed, even among
those who indicated that their job search would be con-
fined to direct application to employers, two-fifths were
unable to provide the name of a firm to which they
would apply (Table 1).8 ’
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There is persuasive evidence that many youth take
their first jobs in a very haphazard manner and without
adequate kniowledge. In the New Haven study cited
‘above, Reynolds found that “. . .’ most youngsters (and
their parents) approached the choice of a first job with
no clear conception of where they were going. . . .’ More
recently, in an interview study of the graduates of De-
troit high schools one year after graduation, Singell
found that “most yeuths had not ‘chosen’ a job in any
real sense, but had either drifted into one or had taken
it because they could find no other. . . . Furthermore, the
youths exhibited extremely vague knowledge about
wages, working conditions, steadiness of employment,
and .chances of advancement when they accepted their
first job.” ® .

Garbin and his associates, on the basis of a study of
the perceptions of vocational educators .concerning the
labor market problems of high school graduates, have
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reported that half of the 69 vocational ed rs they
surveyed in 22 urban areas believed that youths fre-
quently have unrealistic aspirations and expectations
rel&we to the requirements and rewards of their initial
job&, Moreover, over two-fifths of the respondents attrib-
uted some of the labor market problems of youth to
“poor attitudes toward work and working, lack of re-
sponsibility, maturity, and self-discipline, and lack of
knowledge®f the real demands of the work.” 1 The labor
market information of disadvantaged youth has been
found to be especially meager. A study of 450 high school
dropouts in a North Philadelphia ghetto who had applied
for training revealed that about half of the youth were
unable to express a job preference and tHat the number
of occupations with which they were familiar was very
small. Moreover, acéording to the authors, the ‘‘youth
tended to have little understanding of concepts of suc-
cess and achievement.” 1

Several studies have attempted to assess the extent of
occupational knowledge possessed by youth still enrolled
- in school. The American College Testing Program tested '
a national sample of high school students in grades 8,
9, and 11 on a number of dimensions of career develop-
ment, including occupational knowledge. Less than: half
of the 11th graders answered more than three-fourths of
the 54 questions on occupational characteristics cor-
rectly, in spite of the authors’ judgment that “with
appropriate career guidance experiences” at least 90
percent of the students should have achieved this level
of success. The study also indicated a perceived need by
the students for considerably more help in making career
plans than they were getting. The authors believed that
their findings “presage unfortunate amounts of flounder-
ing and prolonged states of indecision that are costly both
to the individual psyche and to the corporate body.” 12

In contrast, Richard Freeman, on the basis of his study
of graduate and undergraduate college students, is im-*
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~ pressed with the amount of information his subjects
appeared to have ‘“about economic opportunities in the
market for_college graduates,” and identifies “marginal
supphers” who manifested a particilar sensitivity to
economic stimuli as they cast about for more attractive
. alternatives to their current fields of study.!® Yet, even
Freeman’s data show that a sixth of the undergraduates
and an eighth of the graduate students believed that
the information available to them at the time they made
their career choices was inadequate, while another fourth -
regarded it as “barely adequate.”!* Moreover, other
investigators of the process of career choices among.
college students have drawn generalizations different
from those of Freeman. A study of almost two thousand
‘male and female members of the 1972 graduating classes
of five Pennsylvania colleges and universities reported
that many of the students believed they were forced to
make career choices earlier than they would have pre-
ferred and on the basis of inadequate information. Two-
fifths of the students reported that they were “not too
aware” and one-fifth that they were “not at- all aware”
of the job market in the field of their maJor ‘at.the time
they selected it.}® In the words of the report, '

Many feel that they were forced, to make, ‘'career
& choices before they had adequate knowledge of 'the in-
tricacies and complexities of different careers, and be-
fore they had an opportunity to study the fit between
their own personal values and the dimensions of the
field of ‘study -and;career which they selected.!®

Moreover, in the opinion of many,

. they have not been provided with the kinds of
career related data which would enable them to find
the kind .of work they seek. Most have received little,

if any, hard data about the job market, avenues they

might puruse given a situation in which they were
unable to find work in their fields, and‘little informa- .
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* tion about the expéctations of potential e:mployers
_and potential co-workers.1?.

Whatever may be true of the amount of occupational
information youth have on the average, there is persua-
sive evidence of substantial variation in the extent of
this knowledge according ‘to demographic and social
characteristics. As part of the National Longitudinal
Surveys, an occupatignal information test was adminis-
tered to a national sample of young men 14 to 24 years
of age in 1966. The test ‘consisted of three components;
(1) multiple-choice questions asking respondents to .
identify the duties of ten occupations ranging from hos-
pital orderly and forklift operator to economist and social
worker; (2) questions relating to_the typical educational
attainment of men in' each of these same occupations;
and (3) questions on the relative earnings of each of
eight pairs of occupations (e.g., auto mechanic versus
electrician).18 S :

Multivariate analysis of the test scores was conducted
separately for youth enrolled in school at the time of
" the survey and those who were not and, within each
group, for blacks and whites. For the students there was
a substantial relation between grade level and occupa-
tional information as measured by the test, such that a
young man.in the senior year of high school scored about
two-thirds of one standard deviation higher than a fresh-
man, other things being equal. For those out of school,
also, occupational information was strongly rglgted, to
educational attainment and, to a lesser degree, to. years
in the labor fmarket since leaving school. . -
. What is most important is that for both students and
nonstudents and for whites and blacks alike, extent - of
occupational information was found to bear strong posi-
tive relationships to socioeconomic status and measured
intelligence, and also to be greater among youth in large
urban areas than among rural youth. Finally, black -

youth scored consistently lower than white youth on the
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occupational information test, even when all of the other
factors were controlled in the analysis.’® C

These results suggest the ways in which young people
find out about the world of work. One important wayis
through the educational system, even when no explicit .
or conscious attempt is made to impart such knowledge.
A youngster is obyiously more likely to know what a
chemist does aftér having taken a course iif chemistry or
‘having talked with classmates who have done so. Sim-
ilarly, a student is more likely to understand the im-
plications of being a dietitian after a course in home
economics than previously. In addition to such exposures
* to specific occupations, the general broadening of hori-
zons that accompanies progression through the educa-
tional system is likely to increase a youth’s understand-
ing of the several dimensions of the world of work.

Understanding is also developed through even less
formal processes, such as discussions with friends about
jobs held by family members, general reading, motion
pictures and television, and mere observation. Thus, the
relationship between socioeconomic status and extent of
occupational information doubtless reflects the richer
intellectual environment that, on average, exists for
youngsters from middle and upper class backgrounds. A
number of observers have alluded, for ggample, to the
consequences of the absence of occupational role models
for many ghetto black youth.? Similarly, the advantage
of urban over rural youth in this respect may be ex-
plained simply by the wider range of occupations that
the former are likely to encounter.

The findings are also important in pointing up where
the greatest efforts for improving information about the
world of work must be expended if the objective of social
policy is to attempt to equalize opportunities. The data
suggest the need for concentrating on increasing the oc-
cupational sophistication of youngsters in the earlier
years of school and, at all levels, among youth in the
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‘lower socioeconomic strata and among blacks. Moreover,
in all of these. cases it seems likely that lines of communi-
cation need to be established with parents as well as
with the youth themselves.

Adequate information is obviously not a sufficient
condition for equality of opportunity, but it is a neces-
~ sary one. The son of a coal miner in an isolated mining
_community cannot make the kinds of comparisons im-
plied by the gconomic theory of occupational choice he- -
tween the prospective careers of coal minér and econo-
mist if he has never heard of the latter occupation. And
even if he has heard of it, he is unlikely to be able to
make a “rational” choice in the absence of fairly com-
plete information about how one becomes an economist,
the kinds of work economists do, and the kinds of lives
" they lead. Knowledge of earnings distributions, it is
important to note, is not enough even for purposes of
taking account of economic rewards, to say nothing of
the many other respects in which occupations differ.
Given the institution of the expense account, it is clear
that earnings in many professional and managerial posi-
tions ignore a substantial amount of the (tax free) real
income afforded by those occupations.

Occupational Information and Labor Market Status of
Youth :

It is possible to test the hypothesis that supenor labor
market information has a payoff to the individual in the
form of more attractive employment opportunities, al-
though empirical tests of this relationship are beset with
methodological difficulties, which may account for the
_ dearth of hard evidence on the matter. For one thing, if

the extent of a worker’s labor market knowledge and the
characteristics of his job are observed simultaneously,
there might well be some question as to the direction of
causation even if a relationship were found between
amount of information and characteristics of job. More-
_ over, since such factors as general ability and educational
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attainment are correlated both with status in the labor
market and extent of occupational information, it is

necessary to be able to control statistically for such vari- - .

ables in seeking to ascertain whether labor market infor-
mation makes an independent contribution to the labor
market success of the individdaF#
 The data from the National Longitudinal Surveys re-
ferred to earlier have made it possible to deal with both
these problems in mvestxgatmg the relatnonshlp between -
- occupational information and labor market status. First,
it has been possible to relate scores on the occupational
mforma‘lnon test administered in 1966 to the subsequent
labor market status of the youth—specifically- to their
average hourly eamings and their occupational levels
two years later.2* Secondly, in doing this, the data have
also permitted the introduction of controls for such con-
ventional human capital measures as years of school
completed, quality of high school attended, mental abil-
ity, socioeconomic status, years of work experience, and
health condition. Region and type of residence (i.e.,
South versus non-South and SMSA versus non-SMSA)
were also included in the multivartate framework in order
to take account of variations in price level and occupa-
tional structure.

On “this basis, statistically significant relationships
were obtained between the occupational information test
score and (1) average hourly earnings and (2) occupa-
tional status for both blacks and whites.?> Thus, on the
basis of this study, it woulg appear that the extent of a
youth’s occupational information makes a difference for
his subsequent relative position in the occupational and
wage structures, holding constant such other character-
istics as his educational attainment, intelligence, socio-
economic status, etc. Indeed, there is reason to believe
that these findings understate the total contriBution of
the kinds of labor market information measured by the

" test, since they ignore the indirect effects such knowledge

7
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" may have on ogcupational status and wages via its eﬁect.*\"/
on educational attainment. In this connection, it should
" be noted that the analysis of the effects of occupational
knowledge was confined to those young men who in 1968
were no longer enrolled in school.? _
" The Consequences of Improved Knowledge of the World
of Work . o ‘
Granted that the labor market position of youth is
correlated with the extent of their knowledge of the
world of work, what would be the social consequences
of the provision of better and mote complete informa-
tion generally? Would it mean simply a reshuffling of
individuals among jobs'as some of the advantages created -
by superior information are eliminated, or are there ways
~ in which all would gain as a consequence/o,f greater in-
formation?
_ Stated very succinctly, the theoretical consequences of
improved knewledge of the world of work on the part of
youth would be a more nearly optimal allocation of re-
sources and—from the vantage point of individual work-
ers—more satisfying occupational careers. In an economic
_system in#Hich individuals are free to choose among oc-
cupations and specific jobs, the effective allocation of
labor depends upon worKers and potential workers having
reasonably complete and accurate labor market informa-
tion. The market’s measure of the relative social im-
portance of different occupations and different jobs is
reflected in differentials in economic rewards. These dif-
ferentials are reliéd upon to attract individuals into those
occupations and jobs in which they will maximize their
contribution to the social product, given their preferences
for different types of work -and employment settings.
However, it is clear that this can occur only to the extent
that workers are knowledgeable about the range.of alter-
natives for which they might potentially qualify and of
the rewards (and costs) attaching to each. ' :
From the standpoint of ‘the individual the importance

171
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of accurate and complete labor market information is
equally clear. Whatever one’s particular employment
goals, the probability of achieving them is enhanced by
full knowledge of the existence and characteristics of
alternative opportunities. Indeed, it would perhaps be
more realistic to acknowledge that even the formulation
of employment goals is substantially dependent upon an
understanding of what the pombxhtus are.

More specifically, there seem to be at least three re-
_ spects in which a general improvement in the quantity
.and quality of labor market information would lead to
social benefits. First, Yavitz and Morse, drawing on the
work of Kenneth Arrow, have shown that inadequacies

in the specific labor market information available to -

workers may prevent competitive forces from improving
the quality of work to the extent that would occur in the
face of better information. Just as in product markets
inadequate information .among consumers may prevent
a producer of a higher q@allty good from attracting pa-
tronage and thus compelling competitors to improve
their. products, so in the labor market the absence of
job information may inhibit lmprovements in the quality
of work for all workers.?* )
Second, improved labor market information—espe-
cially. what has been referred to as specific labor mar};_et; .
information—should permit labor markets to allocaté
and reallocate labor more efficiently in response to tech-
nological change and to changes in the level and compo-
sition of demand for goods and services, reducing the
level of unemployment, and shifting the Phillips curve to
the left. To the-extent that better labor market informa-
tion improves the quality of the job choices of youth in
their early périod of accommodation to the labor market,
it should help to reduce the high turnover rates among
youthful workers.2® This, in tumn, would go far toward
reducing the differential in unemployment rates between
youth and adults, for there is evidence that the higher

178
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_ rates for young experieénced workers result.principally
from greater turnover:and, therefore a higher incidence of .

unemployment rather than from a gréater duration per B
spell 6f unemployment.?® Moreover, better labor market -~
information may be expected also to reduce the duration -
ofeunemployment by speeding up the matching of unem-
ployed workers with available jebs. '

_Finally, if substantial improvements could be made in
the quantity and quality of general labor market infor-
mation at the disposal of youngsters and their parents,

it ig reasonable to believe that both educational and oc- -
cupational decisions would be substantially affected,
improving the match between abilities and tastes on thé
one hand and jpb characteristics on the other. It is in
this respect, I believe, that better labor market informa-
tion for youth would have its most substantial long-run
effects, for there is every reasorn to believe that the char- -
acter of career decisions would be modified, with. bene-
ficial consequences bothr for levels of productivity and
- levels of satisfaction with work and jobs. As Stigler has~ |
suggested, “In a regime of ignorance, Enrico Fermi would
. (might?) have been a gardener, Von Neumann a check-
out'clerk ata drugstore.” *? e _ :
. . Précisely how the allocation of labor’ énd the pattern
‘of occupational wage differentials’ would be affected by’
such changes is difficult to say, Bu$ one result might be+
to increase relative supplies of higher level white collar
‘workers, with a consequent compression .gf occupational
wage differentials. This judgment stems from the belief -.
.—in agreement'with that of Lloyd Reynolds—=—that, given
equality of*opportunity, occupational wage differentials °
are‘cyrrently larger than they need be to attract existing
numbers into the higher paid occupations.?®" :
: /It is not part of this paper’s task to indicate how
) .- youths’ knowledge of the world-of work can be improved.
Nonetheless, in suggesting that more comprehensive -
occupational knowledge will help to reduce inequalities

<
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of opportunity, one cannot disregar tli‘;g
culties that would doubtless be involveéd

such information and making it eﬂe(‘:'tivl : partlcularly.*

among the disadvantaged.? Youngsters, il fthe}r parents -

need to know about the range of 4
tives and their avenues of entry whﬂe”t e c

young enough for such information to

to the courses he selects and, perlifps eVen, more

tantly, to the punposefulness and senoﬁsness with which
" he addresses schdol ‘work. There are mterestmg examples
" of how this may. ‘e’ accomplished so far as, students are
concerned.s® More atténtion needs to be: glven to bringing’
the necessary information to parents: -

In addition té reducing mequahty of opportunity
among members’of different soqxoeconomxc strata, the
. kinds of-labor market mformatlon referred to in this
paper quld also contnbute . reduc?n lnequahty of

" opportugify between the sexe particularly if conscien- -

tious effbrts were made to prowde mformatmn to mem-
bers of. each sex about occupa.tio s that stg ree 'cally
have been. associated ‘with® the .gther. More. s

tally, irrespective of equality of opportunit
groups, adequate occupatxonal '_ atio_

pf occupatnonal cl‘ion ,
1s, er, that i in: the absenée
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A number of factors may account for the“difference betweerr .-
Darcy’s findings and those based on the NLS data. Darcy’s sam-
le was. of course, a very restricted one and very homogeneous,
Jo that one would not expect as much variation in occupational
nformation 3s exists in a national sample of a wider age group. .o
Secondly, about half of the seventeen-item test of manpower and
economic understanding does not réally measure what I would "
construe to be labor market knowliedge (see :bid.. Appendix B-2,
items 1, 6, 7, 12, 13, 14, 15, 16). Finally as Darcy-acknowledges
(ibid.. p. 106), the éight-month peri«! between administration of
the test and the measurement of dsbor market status may: not’
haye been long enough to all(ﬂ@";indiyidual differgnces among
> VBRng workers . . to find exprésdiont¥in’ pay differentials and
~other measures of j&ﬁuccess'."},.f.' e P
For a summary of studies’ eWliiatiiz-'forinal and informal . .
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* Journal of Economics, vol. 76, no. 1 (1974), p. 63. ) ’
26. Martin S. Feldstein, “Lowering the Permanent Rate of
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' ‘nomic Committee; Congress of the United States, 93d Congress, .
.- Yst Session, September 1973 (Washington: U.S. Government
*" Printing Office;1973), pp. 17-18. B
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. miné; . 2 ’
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~International Comparisons of Transition Services, Chapter %\
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L
“Onentatlon arid Informations Issues.” Unpubhshed manuscnpt

kindly made available by Dr. Reubens.
30. Fo some' mtetedting examples, ‘see Lorrame S. Hansen

Houghton-Mifflin %\:ﬂpany. 1973), pp.
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Juse in grades K 12 for helpmg 8 ents gam a bet-

B for a yariety of subject mattér. areas a]. all grade
gitimulation materials deslgned primarily for eighth

i



.
*

Sy

/-

T,

: , LIV

Programis of Labor Market Information

collectmg, “analyzmg and deploying labor market info
mation systems. They include a review of some of the

" newer thrusts in obtaining some of the information to

begin with, how the information is then delivered to the

‘client as well as the organizational implications of such

.. new developments. Included in the [ast two of these -
" papers are case histories in. this field with specific, down

to earth findings and recommendatlons and conclusmrﬁ
they generate . » ' &
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Occupational Data: The Foundafioﬁ ofa

Labor Market Information System

Wi o " Russell B. Flanders
‘ ) -, 2 ’
. . 4
‘o ©

#,

A good labot market mférmatnon system must have in 3
its foundation reliable, up-to-date statistics on current .

employment, projections of future occupational require-
ments, and related subjects. This foundation ‘currently
exists in rograms of the Bureau of Labor Statnstm
(BLS).

The Bureau has long been a leader in the developm@nt .

and dissemination of labor market information designed
for use by the young. This effort began in the 1940s with
a series of 3” x 5" pamphlets describing occupatlonal
opportunities in fields such as agriculture. and the crafts.
The first edition of the Occupational Outlook Htindbook

"+ (OOH) appeared in 1§50. The Handbo «then; as it

-

does today," provided young people wit uﬁormatlon
about nationally important occupatlons and industries

‘in a formay; that would, aggist them in making a career -

choice. The ‘major subJect%headmgs, whz}ch follow the
tional ' Vocational ‘Guidance” “Association guxdehnes
the deve@pmergt of" these materials, mclude the

g4."'= 'R
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¢ Occupational employment. The number of workers
employed nationally in an occupation indicates the
size of the occupation; hence, an indication of its
relative importance and the opportumtles in the
field.

. 0ccupatxonal projectlons Thns subject area in-
cludes information on the expected employment

. change in the occupation over time, usually ten
years. Furthermore, it covers information on the
openings expected to result from replacem needs
and, where possible, an assessment of pational
supply. This is also the sector YWhere we indicate
those factors that will impact the occupation’ posi-
tively. or negatively, such as technology and future
demand for the product or service with which the °
occupation is associated.

e Earnings. Provxdmg information to young pegple
~fthat sheds hgh1 the life style associated with
each’ occupation-fis’ difficult, but information on’
earnings is an m’iportant ingredient in- this effort.
In addition to wages or Manw earned, we provide,”:
where possible, information on fringe beneﬁts shift
differentials, and payments in kind. In the latest

v edition.of the Handbook, we have added to the use-

“_ “fylness of .the information by providing, where possi-

'f’* ble a comparison of earnings among different occu-

s pations. .Generally, these are comparisons among
~ the average earnings of all nonsupervisory wage
‘and salary workers in private industry, except
. farming. Other comparisons (usually wages) a
s - made among simila®occupations; for example, con-
" struction craft:smen

X Educatxonal and other requirements. It is important
for young people to know the level and type of edu- - _
cation and training that is required .for entry into .° .
an occupation or occupational field. Not only do wed
" provide information of this nature in the Hand-
!l ' book, but we make available leaflets that list occu-
*p‘ions by the nature of educatxon or training

. _ L
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needed for entry, such as four or more years of col-
lege, junior college or technical school, high school,
less than high school, and apprenticeship. Since
licensing is réfuired to perform in many occupa-
tions, information is presented in the Handbook
that helps young people to become aware of the
- special requirements that exist. Advancement oppor-
tuniti e also discussed in Handbook statements,
~which indicate to youth those patterns of promo-
tien’ which are typical within a specific occupation
(career ladder) or wnthm a field of related occupa-
tions (career lattice) .

Personai characteristics. Another essential factor in
career choice is the ‘correlation of specific personal

characteristics with the characteristics of the job. .

To provide this information, the Handbook pre-
sents typical job characteristics for .each occupa-
tion. This allows the individual to match his unique
qualifications, “likes,” and “dislikes” to the job. For
example, the characteristics described in the Hand-
book statements include’among others, the “follow-
ing: ,
iy

Responsible decisions required

Motivatés others

Directs the activity of others.

Work is closely supervised

Works with ideas

Highly competitive

Works with people

Work is repetitious

Helps people

to, weather conditions

For several years the Handbook was criticized be- a.

cause of the lack of this information and the con-
sistent presentation of it in the q‘ccupatxonal state-
‘ments. In the preparation of the J@th edition of the
Handbook, staff concentrated on this subject area.
The result was a marked improvement in the
amount, quality, and consistency of the information

..
2
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produced. Further, we were able to publish in the
Occupational Outlook Quarterly, a “matrix” of
characteristics for some 250 occupations. This ma-

-~ trix generated more interest from career guidance
personnel than any other report published in the
Quarterly. _ .

e Work performed. The information on work per-
formed, or nature of the work, presented in the
Handbook provides to the reader an insight to what
the worker does and how he does it. When com-
bined with Handbook information on working con-
ditions, including the envitonment where the work

_is performed, the reader can determine if the work
appeals to him or her, and, when related to other
information on job characteristics, if the occupation

T ;‘ffﬂid be a satisfying career choice.

The Occupational Outlock Handbook program repre-
sents a major, ongoing effort to provide youth with up-
to-date, reliable information about the national labor
market. It can serve as the basis for similar information
developed specifically for State and sub-State areas.

In making their career choices, young people should
_have access to national, state, and local occupational
information. The reasons are many, but several impor-
tant ones should be mentioned. Many‘occupations, par-
ticularly in the professional area have a national labor.
market; therefore, national information is needed. Li-
censing requirements vary by occupation among States
and even among communities within States; therefore,
State and lo¢al information on this subject is needed.
Entry requirements fall into this category since- they
* algo vary somewhat by location andilo do earnings. Per-
haps most importantly the. openings in an occupation
. may vary substantially ‘among. localitiés, ranging from
aii-oversupply in one aféa to a Shortage in another. The
Handbook and its related publications, then, provide a
necessary nucleus to a system designed to provide young

o . < .
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people with up-to-date information about the world of
"~ work,

While the Bureau’s Occupational Outlook Handbook
Program is well known by those involved in career guid--
ance, its younger cousin, the QOccupational Employment
Statistics (QOES) Program is not well known. Born in
1970, this relatively new effort is designed, to provide
States, sub-State, and ultimately, ngtional data on cur-
rent and projected occupational m*)wer requirements.

The OES Program, a cooperative Federal/State effort, - .
has three basic elements—the OES Survey, the Na-; “-
tional/State Industry- Occupatlonal Matrix System, and}
the State and Area Occupatlonal Manpower Prq]eetlon
Research Program. In this cooperative effort, the Bureay -

of Labor Statistics is responsible forthe dev ‘ ntmad !

1mprovement ‘of sﬂw&»« "cedures mﬁ’hpower pro-
jection techniques td’ hemed/ by thef codperating State
emplOyment security agencn% and prov1des a continuous
program of guidance and assnstance to the State agencies
through its regional oﬂ@ system. The Manpower Admin-
wtfatnon (MA), a major partner in this effort, is respon-
“sible for ‘the admmlstratwe aspects of the propram.
TheOES Survey ,

In 1970, BLS, MA, and a number of State employment
security agencies initiated the cooperative Federal/ State
OES Survey. Currently 28 States and the District of
Columbia are cooperating in this program. This is a
- survey program designed to produce estimates of occu-
pational employment by industry for the entire non-
agricultural wage and salary workforce. This survey of
establishment employment covers a three-year cycle. For
example, manufacturing industries" ate - surveyed every
third year, as are nonmanufactunng ‘industries, except
trade; and trade industries. The survey data are used to
estimate total employment by occupation, by industry,
.for each-State and for areas in each State designated by
the cooperatmg State agency. Employment estimates are”

| 190
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possible in this program for more than 2,000 individual
occupations covering the spectrum of skills. Although
most occupations listed require Some form of training
for entry, the list does include entry occupations, or
those requiring only a few-weeks of on-the-job training.

The OES survey is important to the development of
labor market information needed by youth. The survey
program provides a systematic, conceptually consistent
approach to data collection, employment ‘estimating

* procedures, and occupational and industry classification

at the nation(g_l, State, and local levels. The data coming
from the prdgram make possible the preparation and
dissemination of accurate, up-to-date information on
occupational employment for use by vocational coun-

" selors and others interested in helping young-people in

the transition from school to work. Informatidn from
several survey cycles makes it posshle ‘to analyze the

" changing oécupational composition of business and in-

dustry and to project industry employment patternffwith

“greater intelligence and accuracy. Fyllthermore, the data

provide a basis for the assessment Of occupational de-
mand and supply for more occupations than ever before. '
Beyond the information needs of young people, data from
the OES survey have other equally impagtant uses. Fo
example, the data make it posgible to study the effect o

" public and private training programs on the supply of

trained workers. They can facilitate the study of the
effects of shifts in public and private demand and
changes in technology and industrial, organization on"

_occupational manpower requirements, They can be uged

to-assure that local manpower conditions are adequately
understood. More uses will be identi%; the data be-
comes generally available. Already, employment
sécurity agencies have found the survey data useful in
job placement activities and major corporations have
found it usefuln market-research. In terms of labor

. market informai:idx;_-fdr youth, perhaf»s thie most signifi- -
. . [ i - o
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The mdustry-occupatlonal matrix has for over a»decade
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cant application. of the data is the development and im-
provement of industry-occupational matrices (discussed
below) at the State and area levels and, ultlmately, at
the natiorial level. !

Thg National/State I ndustry-Occupattonal Matnx

, been a principal tool in* -the preparation of national

- pational categomw,

"upatxonar employment. The present
employment in 420 detailed occu-
se-oiassnﬁed by 201 detailed in-
dustry sectors an& .,slx elﬁss-of-worker categories. Both
dtcupational categories and industrial sectors are exhaus-
tive so the matrix is comprehensive of all employment.
Viewed another way, the matrix illustrates the occupa-

projections of
national matrix g

“ional profile, or percentage distribution, of employment
- in each industry sector. These profiles, or occupational -
patterns, vary substantially since each industry will seek ' -
to utilize a certain combmatlon of labor skllls m 1ts'
* production functiop.

o

It-has generally been hypotheﬂlzed th the ompa-
tional * structure of many industries reyaa¥
stable over time. Consequently, if rehab
able on- the occupational composxtlo' o
dustries for a base period, these data §
projections of- total employment by if
initial projections of occupational’
target year.

In many industry sectors, howeve
terns do change significantly over;gs
with the advance of techhology, ch ey
workers, changes in wage structii Prand other factors.
Hence, information on the influgace of these factors is
used to modify the occupatlonal patterns of the individ-
ual industties. Therefore, in actual practice, the adjusted,

“or projected, occupational patterns are used together

with projections of employment by industry. (developed

[

pat-
year‘ periods

o bw, s

-
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exogenously from the matrix), to prepare pro;ect)ons of
occupational employment .

-- Although the matrix concept i isa relatively snmple one,
it could not be used effectively in the Bureau’s manpower
projections effort until the advent of electrqxgp/&\lrr:fputer )
What used to take many months to accomplish,%ficlud-
ing updating, revisions, and iteration can now be accom-
phshed in a%ew weeks and, in some situations, days. With -
development the system became exportable. )

. The National/State Industry-Occupational Matrix -
j'- System is being ‘developed with the cooperation of MA

-and- the State employment- secunty agencies. The first - -

goal of the system is to provide an employment matrix -
_ for each State and the District of Columbia that is con-
,ﬂsistent in format, concept, and data base with the BLS
national matrix. This step ig year omplevﬁm Another
original goal was %o provide a\flexible, multipurpose com- .
puter system that would allo tate, for example, to
update. its matrix, prepare subzSgate mafrices, and ger
erate projections of occupational requirements. This goal
has recently been'modified to include a system that-can -
be centralized to provide data processing services for the’
individual States at one*or &{ew locations. Furthermore,
the complete system: will make it possible to s egpplement
the 420.by 201 order matrix with more detaili mdustry
and occupational data obtained .through the‘OES Sur-
: vey: Current plans call for the system to be aperational .
. in RY 1976.
. While the matrix system has been in the development
stage, the Bureau has completed what is referred
the Interim Area Manpower Projections Project. Thxs :
project, again conducted in conjunction with MA, was
designed to provide State employment security agencies
with State and sub-State occupational projections. for
the FY 1975 manpower planning cycles. More specifi- -
7 cally, a modified matrix technique was used that involved
v . _directly applying the industry staffing patterns of’ the

-t 193
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atrices for 1970 and 1980 to, their correspond-
ing detailéd estimates of base year and projected in-
- duetry employnient for -the State or area. Each set of. .
~ results was thenSummed across industries to obtain oc-
cupational totals and a change factor from base year o
projected year was computed. Projections for each occu-
pation were/ /derived by applying these change factors to
.separately /estxmated base period occupational employ-
- ment levels. Thus, the te and area projections were:
developed within the téxt ‘of national economic and
. technologlcal trends, two' factors believed to be
-~ nost" important in 'estimating occupational - change—
-’ Industry growth or decline and shifting occupational.
; - patterns within indystries. While the procedures admit-
.+« tedly have built in bids, tests usingsthe f#il matrix system
- @ suggest that for most situations.the direction and magni-’
tude of, change.derived through the modified approach
were essentially the same. Because of problems of pro-~
~ectipn reliability ‘and constraints on the avgilability of
Census of Population data, we did not process rOJectnons
(or aréas with less than 250,000 population. :

- As a result of this interim effort, 48 states now have
7 projections of requirements for 420 occupatno that are -
conceptually consistent and compatible with those in
other states and -with national projections. In addition,
the project produced projections for more than 100
" areas with a population of 250,000 or more, which are
compatible with the state projections.
The State and Area Occupation Manpoy
Research Program
‘ Effectwe Novembher 1972, BLS 'as charged with the

' fe 1b1hty for providing consultation and :techni

d - .assigfance to State employment security agencies in
- mak tatd and area occupatlonai manpower projec-
tions. is assistance program requires a -continuous

q&earch program to develop and uhprove methods of
, preparing State dnd local manpower proJectnons Fur-

1 94
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thermore, it includes the development and mainteriance
of technical manuads, guidelines, and other appropriate

- -materials related to the: prOJectans process for theuse of - - - -

the State agencies.

The scope of -the research in this program is broad.
Not only does it involve the development and ting of .
“techniques fo improve the reliability of occupational de-
mand data generally, but it also includes research into
such areas-as the feasibility of making short-term pro-
jections and ‘projections for geographic areas with a
‘population of under 250,000. While the Bureau'’s recent.

efforts have concentrated on the development of require- - -

nﬁnts ciata work has begun on'the problem of occupa-
tional sipply. In the months ahead research will be
carried- out on occupatlonal mobility and geographic
mobility .of occupational employment The knowledge-
obtained from the Survey of Trammg in Industry proj- .

ect will be made available to Stdtes so they can develop

_ comparable data. Mof% work needs to be done in.the

." development of‘occupatlonal death and retirement.rates,
(‘7‘ the assessment of occupational supply and demand, and
. the most beneficial ways of presenting occupational tan-
power, data to each of the various users, including coun-
selors, manpower planning, and vocational . education

program officials. g -

“There are numerous advantages to the devel(?ment of
_ labor market information through the program utlined -
. " ‘above. Importantly, the programs are contmuoug"w a
-. one-time effort for a State, or part of a State. The pro-
‘grams are supported, with a corttinucus research effort
" to improve techniques,- fill the data gaps,-assist State
' agencies, and reduce costs. The total program is designed .

' toymeet the occupational information nee f several
' )pémary users. In addition to the reseapoli needs of the
Bureau, the information produced is essential to qhe
development of national, State, and local apational

* outlook data Indeed the mformatlon in the ccupa-'

@ - . % R
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. o
tional Outlook Handbook can be supplemented with
pertinent State or local information with considerable
cost savings to State and local agencies. The occupa-
tiqnal requirements data generated through the OES
- Program provide the basic ingredient tc cffective na- . '
tional, State, and local manpower and educational plan-
ning, including vocational and higher education planning.
The obvious advantage of the program is that it con-
stitutesa system that provides compatible data for all
geopolitical subdivisions, and in which concepts and pro-
cedures are handled with consistency: This approach
makes possiblé'thé gvaluation of information produced at
all levels and the interchange of experience and knowl-
edge gained. Allowed to, réach maturity, the OES pro-
gram can provide the occupational information required
by the vocational -education legislation, the Comprehen-
sive Employment and Training Act and-the recently
established Occupational Information Service (OIS) of
the Department of Labor. The Occupational Outlook
Handbook, in addition, provides the basic national in-
formation needed for guidance purposes in the OIS pro-.
grams in the States. These programs constitute major
.~ inputs to the foundation of a Labor Market Information
System. g



Orgamzatlon of a Career Information System°
- The Oregon Approach

Barry E. Stern

Introduction
What to do when one grows up is becommg a progres-
sively more difficult decision. The array of occupational
choices, continual and rapid ﬁuctuatlons in the economy,
and the lack of institutional mechamsms to bring young
people into'frequent contact and involvement thh the
world of work all contribute to the confusion.

* Recently, the Department. of Labor announced.an
Qccupational . .Information System Grants Program to
help young people keep up with the rapid changes in
the world of work. The program consists of grants to
states and local areas to develop systems which will pro-

*  yide labor market facts to students and others who are’

" in the process of career exploration and decision- makmg

Too many young people now make career decisions with-
~ out the benefit of such facts. Providing people with reli-
able, up-to-date and locally relevant information on the
earnings, nonpecuniary rewards, .practical employment
opportunities, preparation requn‘ements and other chai-
acteristics of alternative occupations is likely to increase
their chances of eventually finding work which is both
personally satlsfymg and financially acceptable. -

= e i97 -
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In developing such a program, the Labor Department -

. assessed several experimental projects in selected local-

 ities which incorporated information about the world of-

work into school.guidance programs. This effort'involved

a review of the literature, on-site visits, atténdance at-

professional meetings, a two-day conference on “‘Occupa-
tional Information and Career Guidance Systems”
attended by many of the systems’ - developers and
interested parties in the 'federal government, and an’

e}cplomtoi'y probe by teleph’one to identify lesser known -
projects through the country which were using innovative -

" techniques to gather, appraise, and disseminate occupa-
tional information to students. '
. As the process developed, it became increasingly clear
that we were attempting to compare systénis and proj-
~ects that were ‘quite dissimilar in terms of their under-
" lying assumptions about what students needed to sup-
* " port intelligent career exploration and choice. With some
. "systems the focus was on the computerization of a par--
" ticular guidance process whicl/subscribed to one counsel-
ing theory or another. Ot focused purely on the
mechanics of information r¢trieval, giving short shrift
to complex processg which. attempted to match personal
and occupational characteristics. Some emphasized both
the retrieval and use of information for career gux
“Throughout the attempts to understand this mplex
and rapidly expanding field, the focus was on the prob-
Jemgfrom the consumer’s point of view—that is, the stu-
dent. This did not mean putting computerized guidance
systems in every school nor setting up comprehensive
statewide labor market information systems for man-
. power and education planging. Aside from the extra-
ordinary amount of meney fhat would. be required to do
eifher, we féllt. that the need to provide consumers with
better, ‘useful. occupational information deserved higher
priority. e '
It is possible to become so impressed with the cap-’

0
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ability of the -computer to store, retrieve/ and sort
‘through. and .interrelate masses of data that it takes
precedepce over the ggeds of people who must make L
career and job choices. Metaphorically speaking, we
have a situation where the“cannon” for delivery is far :
better developed than the “shell” of information.

# Recognizing the fact that an informatian system is no '
better than its information base, a central feature of the"\aj<
Department’s grants program is to develop in each par-

. ticipating state and local afea an information base.which

~ - is worthy of the sophisticated methods of dissemination .

" which are now available. The point that guidance. per:
sonnel make, that “information is not enough,” is’true,
but process is no substitute for content—without a good
data base the vehicle for information-retriqva’l and dis-

_ semination is of limited value. . o
This progragy does not call for the production of more

_occupational data. Instead, it will attempt .to break out;
existing, user-oriented occupational information from the .*
larger laboE{ket informatioh perspective that empha-
sizes econdic analysis, research, and manpower plan-
ning. This iot to say that the Labor Department will
cease in itd” efforts to collect more information so, as
better to estimate occupational demand in local greas.
Obviously, the. efforts to improve and exténd methodol- -
ogies to obtain.local labor market information will con-
tinue. The -Occupational Information. Systems Grants
Program is conceived as a parallel effort to dissemindte
existing occupational data in usable form to individuals
making caréer and job choices. The possible expansion
of the ggants program  to' more than the eight to ten
states which will, be funded initially forces the Depart-

. ment to look at the tradeoffs between generating new

. statistical materidls and disseminating more vigorously
what is already available. : .

Precisely, how manpower apd-educational ‘planning .
o nied

information needs differ (fro th s of consumers °
- } ‘ ,

s
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making vocational choices is described later in the paper.

A similar impertant distinction will be made between the

" nature of information for career-tlecisions and job acqui-
sition decisions. Despite theFact that both are consumer
decisions, a case will be made for keeping career infor-
mation_ separate from job information, at{least concep-
tually: ) : Y e ‘

. -~Prior to speculating on the liﬁﬁages between career,
job, and planning information, an attempt will be made

" to identifythe key components of an idealized career

- information system. Many of. the Mmore prominent sys-
tems in use passess in varying degrees several of these

. components and will be cited from time to time as. ex-
amples. There is no intentionowever, to list and date-
gorize each of the dozens of occupational information and
c:jeer guidance systergs, past and present. This has al-
reddy been done by several experts in this field. '

For example, Harris'? and Kroll * have classified ‘the
more prominent..computer-based systems, while Super?,
Weinstein® and Willingham et al.¢ providé more inclusive
listings. ” _ .

Components 8f a Career Information System
Perusal of the various developmental projects through-
> aut the country which have contributed to the current

-y Department of Labor grants program reveals at least

three components of a career informationvsystem: (1)
informational development; (2) information delivery;

and (3) an organizational structure to accomplish the .

"~ above.
N Informatioh‘Developm_ent ’ ,
Career Information Topics 4 '
Thére are two types of career information, namely,
(1) occupational information and (Q; education and
training information. Occupational information+is the
kind neegded for vocational choice. Edpcation and train-
ing information is needed by .the person /who has made
a’t least a tentative vocational decision and_desires some

~
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¢ . . .
formal schooling or training to preparé himself for entry
. or teentry into an occupation or group of occupations.; -
"® Chart 1 details the specific topjts for these two kmds of
" caréer mformatlon. ! :
4 - Chart 1. Career Informatlon Topics.

A. Occupatlonal Information Topics
1. Descriptive Information About Occupatlons

a. Dictignary of Occupational Titles six-digit code num-

bers for identification purposes.

e b Job .duties-or tasks.
SpeCIal tools; equipment, or |nstruments used on the =
] job.
Sod Identlﬁcatlon of other occupations that have similar
’ skill or knowledge retﬁnements
: e. Opportunities for proMotion, career advancement and,

. hirijng channels. .

2. Economic Information

a. Number of workers in the occupation and related data
—industry employment, geographic distribution, self-
employment, sex, etc.

b. Outlook, intluding projections of demand, supply (|f
possuble) relationship of supply and dex’nand and fac-
tors that affect outlook (technologlcal démographic, or
economic).

c. Earnings (begmnmg and average earnings and ranges)

d. Fringe benefits (vacations, insurance, etc.) -«

e. Costs to workers (unjierr membership, tools and equip-

- ment, etc. "

3. Personal Requirements of the Occupation: |nterests. aptl-
tudes, temperaments, abilities, and physical qualities that
can be rélated to characteristics of the occupation (e.g,
requirements for lifting, working with detail, ablllty to see

: res of work, etc.) iy O
B. Education and Training Topics ' v

1. Preparation Requirements of the Occupation

a. Skill and knowledge requirements fortsuccessful Job

v : 4+ performance. .
. b. Legal qualification for employment, e.g., hcenses. age,
bonding, etc.

c. Ways to prepare for entry into occupation, including
formal fraining and/or experience 'required for licens-
ing, preferred by employers, and conventibnally ac-

" cepted as ways to prepare. . . ‘
- d. Hiring practices.é descnptlon of the sequencing of

the employment queué

' . e. Ways to prepare for advancement
f. Tips for 1mprovmgtpreparatlon (e.g., relevant suxher
employment). . —

O

ERIC

Aruitoxt provided by Eic:
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’ 2. Related Post-Secondary Educational and ’f‘raining Pro-

grams, Including Apprenticeshijps L : -

"a, ’ijpe’s of programs, including degree options and spe-

> clalties. ]
“‘\ b. Kinds of schools offering the program. )
c. Length of programs and degrees or certificates offered.
\ u d. Occupational emphasis of Pprogram, if any, including
similarities or differences between programa. '

“e. Examples of courses contained « in curticulum and
methods of instruction. o
f. Gross reference to related programs.
8: List of schools which offer program.
h.: Other information, including special costs, program
schedule, prérequisites, etc.
3. Fnstitutional Characteristics of Two-. and Four-Year Col-
sleges in state. . ‘
a. General information, sich as type of school, degrees
offered, schedule of\classes, correspondence courses,
.. locations, population, nearest large city, etc. : -
b. Enrollment, including by sex full-time and part-time,
> . out-of-state students, new stu. nits, ‘

ST « ¢. Minority enrollment—total, Alro-American, American

Indian, Asian-American, Spanish surname.

. Contact person and visiting procedures.-

Foreign study. o .

Honaors program. -

ROTC.

- Special programs, including ethnic and women's

studies. . ’ :

. Alternative credit opportgnities.

Class size~—freshmen ,

. Graduation requirements.

Grading system (s). )

- Admission requirements and procedures — freshmen
and transfer. . v

- Special admissions-minorities, adults, etc.
Housing — dormitories, coop, fraternities, off-campus,

r married students.

"7 p. Costs—single and married students, part-time. .
Financial aid—types available, application procedures.
?rt-’tii‘ne jobs. - : :

ervices for all 'students.

. Special services for athletes, disabled, low-income,
older, minority, veterans, and-women. -

Health services. .

Day-care facilities.

.- Library facilities and use.

Bus service t§ school. .

Availability of student parking. *

L Y
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In addition to providing and maintaining files con-

taining info ation related to the topics listéd in Chart - -

1, a few of the occupatignal mformatlon and careet
guidance sybtems ‘refer the student to other sources of

. information. These include bibliographies of reference

mafdrials about occupations for the stddents; taped
mterylews with workers; films or filmStrips about work-
ers! naines of local people who are willing to discuss their
occupation with students ‘considering it and procedures
for visiting them; “and sources of additionalinformation
which can help with occupational éfxploratnon and job

~ placement, such as state employment services, unions, - -
-professional and trade associations, cooperating employ-

ers, and the locations of other material such as' career
briefs, books, and cassettes. -
Level of Geographic Specificity :
To the extent labor market conditions warrant, 1tems
or topits of occupational information should be localized,

. particularly such change-sensxtlve topncs as employnfent

outlook, training oprrtumtles,, and earnings. To be sure,

vided \a broad perspective of the labor market. For the
great majority of individuals, however, career decisions
are based more on local than natinhal labor market con- -
ditions. The state 4nd local occupational information
systems to be funded by the Department of Labor,
therefore, will cover all occupations within that state
that have any significant amount gf employment. The

‘ \natnolEl occupatnonal information is still needed to pro-

‘universe of occupations should b¢ covered as fully as

possnblg to give the user a broadi view of occupational
oppo tles on both a state and 1 cahnea basis.

. patwnal thles, and the Census, an ideal career infor-

matlori ‘system would also need to ob&am mformatlon _

~
3
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from a wide variety of authoritative sources which can’
-provide state and local information as well. These would - -

include such agel‘:es as state employment security (ES)
agencxes, » departments of educatlon and commerce,
‘bureaus of apprenticeship, planmn’ bodies, employer
@d labor organizations, professxonal associations, and

ci d county governments. Among the kinds of data
a\z;:‘% occupational projections, occupational em-
ployme?it“ tistics, special wage surveys, unemployment
Insurance tax’records, apprenticeship reports, compen-
sation.and fringe benefits reports, ES job bank openings

summaries-and other ES job search information,’ reports -

of graduates and training ‘course completxons and the
identification of licensed occupations in a state.

Thus, useful and relevant data from'all soutees and
agencies would be collected, appraised, and disseminated
under one roof in contrast to the present situation, where
these activities are diffused. This is not to say that occu-

_ pational * data ;and information would necessarily be
“produced by these systems as well. Systems supported by

Departmént of Labor funds, at least, will leave actual
data production to those federal and state agencies hav-

ing responsibility for this. The occupational information

§ystems under this program are expected to make maxi-
mal use of the occupational data that already exists.
Moreover, they must include on their respective staffs

individuals with, appropriate prof&smnal skills (eg,'

labor economlcs) to identify and appraise these data and

_put them into disseminable form. A central element of & -

careet information system, then, is a continual review
and rapid .updating of information so that it reflects the
realities of today rather than the‘record of yesterday.
If the provision of reliable, up-to-date, and locally
relevant occupational information is' to be taken seri-
ously, the employment of individuals professionally qual-
ified to find, compile, and appraise various sources of oc-
cupational information is essential. Such individuals

e
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should *have som.aar trammg in labor ‘economies and
. mation development'in manty of the systems is character-
ized by a smgle m,d1v1dual with a journalism or counsel-
“ing b&;:kgréund who is, emplgyed by the=schoot district
. to develop and update’ yearly information on sorne 200-,
* 400 occupgtions in-the state or metrdpolitan Ere{ Their -
informatien produgt teo often msn;ﬁorms ,stﬁdents abo\%

+ theworldof wopgkdy 0 ¢

Length and L ad of Information  °

Otcupatiogal descriptions should be provided t};at in-

4 .clude mést’ oi the information _tbpics prevmu,sly ‘iden-

=

\J

tified. Provwon ought t6 be'made to vary the lfength and
detaiI Cg} the information presented in order td.accommo-

e user who wants an overview of an occupation as
-~ well a8 the user who wants a great deal of specific infors

rytxon Ideally, flexible and alternate kinds of data files -

would bg available, versatile enough to serve several
Xkinds of usérs\’ ,.

A Comﬁanson of Prorrunent Systems on the Various
- Dimensions.of Information. Development -

) The matrix on Chart 2 attempts to provide a Torma- .
tive typology of information- development attributes by
which the leading career guidance and information sys-
tems can bepcompared:' It should be noted that the

“ quality and amounts of occupational information deliv-

» ered is not central to the purpoges of a number of the
systems: A normative typology, nenetheless, is useful to
those who want a better feel for what the different sys-
tems dowand do not do in terms of provxdmg useful
career information to students. ‘

The acronyms ot'elght of the leading guxdance and -

mﬁrmatxon systems appear on the vertical axis of the
matrix and a set of normative information development
attributes appears on the horizontal axig (The acronyms.
are spelled out at the end of Chart 2). The attribute -

_called “Jol\ Search Informatlon Available” is not a nor- .

oo, 205 <

eccupational mﬁlysm Unfortunately, however, infor-
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T P o w
7 ma ive attribute for career guidance; it is included here
' %dicate that information about specific job oppor-
' 7 turiities and -employers should be nfade available to the
“4tudent who for the time being is satisfied with the ex!
tent of his career exploration and is job ready. Although -
. job search information is available in rie8t communities,

&

e.g., through the local emplpxmen't. security, office, it" -

normally is not available in.the schools. A total system
which would make both career and-job informatiop avail-
-able in the school or other user agency would-be ideal.”
. One way to do this is to have both a career information
" gystem and a job bank from the employment service as
part of the total system, with a inechanism to refer the
~user ‘(e.g, student) from one to the other depending on

" higneeds. . C e . L
* ~ The following genejalizations about information devél-
T opmerit in career guidance and informayipn'systems can
be gained from Chart2. | ~ . :
. 1. Most of the systems cover a wide range_of occu-
pational topics but w{h the exception of OIAS, VICS
and VIEW the spectruin of occupations covered’is not
related to significant employment in the state or locality
- served by the system. . .

9. The kinds of education and 'training information
-provided varies considerably from system to system. For
example,"include the general breparation requirements

for entry into each occupation, although OFAS, VIEW

"(in California), and GIS (in Minn ta) are the only
systems which detail state education/training informa-

tion. .

3. Occupational information provided varies signi-"
ficantly among the different systems. For example, VICS
provides local but-little state or national information, -
VIEW provides local and sometimes state and national
information,; and CVIS, ECES and GIS provide national
informatioh only (they ‘purchase this information from
commercial ﬁru}a{ and depend on them for-update). of

”

ol

; \5“206 ,

e . —

3

1

~.




'
4y

,‘!

v ' ’ K \:"
! ' " ’ ;’U t\.\r' / ]
) ‘ o f\ ’ ‘.»-'-"
5 t , v ! \ ' l‘ ‘
'] ' '0' :‘
/ Y ! Infor o Devclopmgm Attributes oflmdmgcmer
‘¢ " Guidanos and Iforation Systens ;
A b
\ ’ T‘ﬁr . ) " ‘ , I
ilormation Togks | Loatved o Stte | Acourey sd | Brif Ovarvin \| Reforel o
tnd Conagnol | wel a Nationad | Curmncy of Oecupadion t Sources
Occupations Oecupational o Provided o Information
/| nim v | Information ﬁ ’ L
OIAS | ¢ Yool o Bt Bl . | o Conad e s B vt o | Bl | o
' inormation tles | loca information ™ | xnd ysrly wpdate | cupational brif for | reference malrials
covered for most | about cocupations | of orupationa] wnd otch oocupation it | about oceupetions,
, occupatons i e | and odcation/ | ducationmining i, ¢ [ Taped intervigm
p on ad other sl | trlning, ilormation when ‘ wilhwodon {9
‘ nilaok ceuatios | 0 5 person reserch | new ot avnlabe # Nemes of ol '
outside Sate when | sl coupilg infr- | ¢ Ocbpational o [ poople who can dis-
O | b | oo ol o i o o i . {pworpation, 4|
¥ Covarage of port: Ilbormrkntmu date Mormation )
) wcondary inetty-* | nOmpen |, . & ,
‘*‘f tiont liznfed by N ' ' ,
on. ' - . ,
™ T o
| i. CVIS (o Mot information | 0 No loctl o7 Stste ¢ Fetpuon & Co " List of employens
topis cornred for | corupationalnlor | data overy 2 tge County,
wide epactramn of | mation, +| yoars (he nationu| 11l who offet entry
oemplﬁm " .| National inforss-| ocrupationa ifor- opportunities i
uryin ton purchasd rom | mation i provides, | particular comupe:
: lormhon Forguon 1nd Co. | o Collpp dta s tonal tlogosy,
, ! ﬁonlltho“m ¢ Has local eduéd- updlled yourly by Y,
b dyoar colepm, | ton, ralning, and mmulmm )
lppmntimhl E onnﬂm ‘
.« for Vila Park
b, ot VIS . . ,
l“ﬂ’mﬂdh ' i
obtain aimiar Jocl .
information :
. o A
) f ' ' "‘ 5
', ,I .
' j
. (
\ ;

r

oy D> GO regy.

'uo_rz D2 dtofre I

202

—

SIUIFISAS
- /“ ’

-
.

P - .taa.t?:) oz



T A MWMITV.E .

-

o * ) '
¥ | w )
Ly 2 ]
Inomtion Tpis | Locazd aod Sl Wowie  (Dmle  |Mobedh 7 .
and Covorsgo ol | ma el 2 Natonul BOcipaton | Other Surees. | Indormation -
Oecupationa Occupational Provided of Information | Available ‘. R
" | Sptm | Information, , ' ‘ A

k! / ¥ ' . ' : '

91G1 | o Most information | » Nolaca orStta | ¥ General ocupa- |  Providesbrel ¢ Relerlto tde ‘
topicncovered for | occupationalifor- | tion decriptions upe scription of o [and prolesional

¢ | widespetrmol | mation bt alompt | daed youtly. | dutiorand taas, [ amocisions. No. . 11
occupations. In develop regional | # Change-seruitive | @ User can compare| , ! L ' ‘ J

?’ 0 Detailed odues- | indormation. topics 1ke wageh and] 3 oocupations on & " ' W K

| tion/Araining infe outhook updatéd . | single ophe {0, Y } =, ' '

‘ for communily col- | wmdanmually, | wages,outiook,ele.). ' f : -
Iege ing aystem, ' [nlormation re- ‘ - 6 ,
o by collp view snd pdate o .
dancrbed within 00| , fmidbymnoome |-«
miloud}u% er | mﬁo:lnml:m‘ /
comupity college. Lo t

A \ 2ETS Rows |
| ( > hal )

GI8 | o dbationalcollge |  Nowyomion (GI3|  Colegedalabse| @ Provdo er . | ¢ Belnl iofnde ‘
databes s conpre | 1) budcapaityfn | pdted yendy. | yiew. o poliona “
henave; inchuden 2 | include local/aate o Qocupational fle | - nciations, No. '
yoarand éyekr | inonttion but only | updaled asfre- . ¢ Billiography of A
oo, ,, | pational oceups: quently & majer felarence makihls
o Mg occupationa] | ional informmation 1 | sourees of national sbout oocupations®
lops cvered for | provided by sytem. | indormation vuch , ’
emectumel | Dictionary o Geew- '
occupabiont, « | ol Tiownd |, ?

© | Data bossa une Outlook Hondbook, l \

\ even n heir com- . e LN
prehengvaness ind ! |
Qlﬂli:;.g“ . ’

‘ ', ! ! . _ _ m

ECES | o Moot inlomation | Natonal informa: | o Noverication | o No,shudent must | ¢ Oneay workn | No. "

(Novs, | g comed | o culod from | pocsums, 10 | vd ncosdnfe  lrsp bl o CooW

Versin) § wide apectoum of\, | Oeeupational Gut. | rconcilation o in Hmmgol matarial | student who has W K ,

- OCTUpAtion Nook Hutdbook and | lomation from di | b cover nformation made teniative  *} s : h
o Ho vational fl | from OTIS infcmy | fovntpources B 3 togics for ench o0y 8 rehoeafar | B . " w
of J-year and 4-yeat | tion purchased ! & i | nteracting withr, { .
colleges and 1:year | Oklahoma, ‘ v ot '- ) z
" | tochnical achools. | ® VIEW system In . - '
y Megavilpe | - o] A b . C
ide some Slate & 'y \ ‘ ‘
! et} information, y : au . ' - N
( A o) -
‘f‘ I ) \ .
. "y o : /
\ ‘ ,

-

-

e -



[

Itoratn Tois { Socald od St { Ay s~ | B Ml |
od Coansgrol | s wall s Nation Curreny of O Othor Sourom | Information
Oewplﬁm v | Oceupationa o | Provided of Information + | Avildbla
Syt Information A -‘ R
. . 1 I
- (T | it b et Yoy VP o | Wil |3 ot
" Upis commdfor | & eduction/trin | and pdaty of o v, X delphin concanbe | ployen with o
ide oty of | ing ilomaion | nfommgton, T tplyed inoseupe- | s liad, sch
, Gontpations poared to Philadel:+{ ¢ Produce much of | gk bon tople | "o, with semployment
| phia Labor markel, | owy idormation tingly or colaes { * Nuoow of pregle ol and oy,
204 FTE connm: | through maiouts, tirely, o | ochool ooide | oeal uiremnty
orsdroe achoo - | phonw eals, and | Philadalphia to o necwmary ot ealzy
tmmlhcuppnh. persena] vy, | in iformaton, | el postions,
tod wele-up infor | @ Wogk veriBoation i
mation, pmdum\ \
]| ¢ Lol ons |0 Miet VIEWY i?mkfam ‘Dpoduvih N
Buato i | projcta e yarly { i, VIEY it Gener
Ao i, e i ly sl Q
by VIEW o ot | ol t ol |
C i * Prous much i o e ,
| o information tore, | )
through mail-out : ;
) ) ;| Phooe il
‘ LA
¢ Bome n
tez havy
o Wﬁhhpm
dumthmthm Y
1 .
: ; | | | "
' | . 4 ' & J
o ¢ ‘ . ’
I y 1 ‘ ‘
' o d
o ¥

202

PUD 42340 OF SULIIFEAS 1LUOIFDULLO ey

2O qc?f

.

1 § £

-

- ﬁ.‘



Y ‘ ’ ]

i ( , ' !
AT [
, '; o . . N )

' ‘9} ‘ ' ' " . ! /
. C -
( . T -
“\| Information Topcn | Locaised and Statp  Aceuracy and Bl Owrvier | Rebimllo - {Job
R | and Cotoragoof | aa well  National | Currvacy olOmupition Othlrﬂwlgu | lnfo
, | oupa Oceupa Provided o Ifgmation Avullbll
Syriem Infommation ﬂ ' ‘
p , . \ " .
ARL/ | ¢ Mogtoerups: | ¢ Notional norta | o Bue updating |9 Provide ovr- | * Relermd in 16~ | No.
e | ol nformaton | toniseuled from | probens sl viw, | "chrte uidace
| | tophn provided e | Oovupationsl Ot {wource santonad, |, unt, but Ui e |,
) idewiramol | bok Hondbook, (¢ Noupemate | ormston e, |
; cemuphtion Dictionary of Oc | vorifloation and up- : i
+ | 0 Noduaton/ | cepotional Tills, dete of locallymele- | ’ oy
+ | trang inorme | a0d Encyclopediaof [ vant cerupbional | ‘ 1
» | thon, qxoapt for | Carets, matoriah, ,
* | reoera proparatjpnY ¢ No syiamati do h
e | o | quiements, &hpmtdloull ,
4 N | tninlmﬁon o \ .
.: . mhullynh v ‘“
SO mawﬁml .
? ""‘ o ﬂlh ' i/
FUNP K 1] Muﬂomllnlomﬂmhm?mnmdmlopedI}Umwmtyoﬂ)npufm;‘tfm :
ali + U8, Dept. of Laber.
CVIS | Computerised VocatondInformution Systtn, Willowbrook High Schoo, Vil Pk, IL ‘
\ ECES |  Educationa] and Carwet Exporation Bystem, otmnlllydedmdby IBM, modlﬂednnd mplmnhd “
by Genwee County, Mich,
GI8 | Cuidans Iformaton Syvem of Te Shce cmumumhm TN o
‘ 101 | Syetom f Iotamebool Guidarce and Inlocmwtion, undet developant o Eheationd me Sorvice,
" : " Bielon, N |
' : a VICS | Vocstioral Information Through Cornpuler Sy, PenuylthdeEdwtm '
: . VIEW | Vit Information for Education and Work, operating now In 25 statas
‘ : ' AEL/| Appalachn Fducational aboratory Carer Ieformation Syvem devloped ot Appilchia
\ ol . C18 | Edwational Laborstary, LAY | ]
i 4 ' '
¢S ! y |
\ ] ! ‘ h ""’l/',
i | ! ! 4
{ . "/ :
] . ] ' ﬂ "“\
e -
h " ' '

-~

TAE TV A

x

RC &

G1S

-



*

o: \] LN .
Information Systems to Career and Job Choice 213

the systems Wthh provide locahzed regiofal occupa-
tional information, some work predominantly with exist-
. .ing sources of occupational data, whereas VICS and

VIEW produce much of their own data.

4. With the exception of ECES, all of the systems
provide an overview which covers most, if-not all, of the
mformatlon topics for each occupation.

5. Most of the systems include referral to o‘ther
sougces of information.- These sources vary from other’
occupational materials to-names of firms and/or people
in the lodl co ymty who can help with further occu-
patio oloratjo

6. With- the xceptxon of VICS, job search informa-
tion is not provided by the systems. ’

Information Delivery. 9

The delivery of occupational mformatlon to users in- "’

. cludes two broad functions: accessin and dissemination.
- Accessing refers to the approach used by an individual
" to search out and explore occupational information. The
person can obtain specific information directly or can
engage in some sort of structured. search process whlch
would enable him to generate lists of “appropnd@:‘
pations to explore by relating occupationally relevant
interests, abilities, values, etc., to the universe of occu-
pat;:ons. Dissemination refers to how and through which
a occupational information is presented or made
ble to users. <
The systems. which \have been developed dunng~ the
- ]ast few years include a wide variety of both accessing

and di ation procedures. The almost total absence’

of studjés which compare the performance of the different
stems in ach.tevmg at least some of the admxttedly few
als they have in commo: es it.impossible to con-
ude ‘that any one delivery system is better than any
" other. For this reason ‘the Department of Labor’s guide-
"lines for the delivery. compofent of the: -gystems it will
fund’ are extremely ﬂenble and much less prescnptwe

4
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3 BARRY E. STERN 214 (

% than the standards it sets for information development.
There are a number of standards, nonetheless, which 1"
seek to guarantee to all users easy. access to the informa- .
AN tion contained within the system. Thus, system gom- ~»
ponents %gd, be user-operable in order to foster inde-
pendent efage and should be ‘as ‘accessible as possible in
‘a variefy of settings throughout a user agency’s regu- (
. . larly scheduled day. Varied media and/formats for in- X
formation presentation also should be used to accommo-
date the different media preferences of users who should .
be able to retrieve desired information reasonably soon g,
after engaging the system and walk away from the sys-
tem with a copy of at least a summary: of the information.
Related to the-factor ofsasy access and quic
- trieval of attractively packaged informétion is the prob- .,
lem of compatibility of-information delivered by différ-
ent media. If a school gets occupational infoxmation to -
.+ students via pamphlets as well as ¢omputer texmi
for example, it is portant that information on the same
occupational topics (e.g., hourly wages) be conmsistent. ,
s Thé compatibility problem is most likely to arise in
, efools which’ never: throw ‘away outdated occupational
_ materials. Hopefully, the newly forming ataté-and local
] {.hf occupational information systems will provide high
schools with the courage: to clear their shelves of mate-
- rials which nisinform Father than‘inform. .+ S
g Also ineluded as .essential -elegents for %fbrl'nation
elivery are gertain guarantees of pgvacy and, confiden-
‘pefsonal data. These.become particularly im-
stems which attempt to match alient char-
acteristics suvh as academic achievement, apti des,
values, and measured interests with occupations to'be
* explored. When these are inputted to the system, ‘they
’ must be adequately safeguarded so that 'their 'seeurity
and confidentiality will be maintained. Clients should be
. .aware of-all personal data which are in the system and S
_ should be able to get any"bc&gpational informati#n from
o e | - “
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Information'Systenw to Career and Job Choice 215

7 the system they desire, régardless of what mformatlond
their test scores, interest mveytones, etc., say they need.

Given the,absence -of comparative evaluatlon data, the
gevelopment of /A4 matrix of systems and normative at-
tributes for infermation delivery would be premature.
For descriptive purposes) however, it might be useful to
‘present a typology for the information delivery.
ponent of the various career.guidance and .information
systems This typology appears on Chart 3. The follow-
Eg generalizations about .information dehvlery in career
gmdafloe and information syst€#s can Je inferred from
Chart 3.. 4

: 1." Most of the systems listed permit a direct accessing\

of information. Three of the computer-based systems in-
volvmg rather complex structured searc‘l{ strategies do
‘not. ’

2. All but one &f the systems (the microfilm-based _

VIEW) provide for a Structured a\cess of the career
information.

3. Theee (SIGI, ECES and CVIS) of the computer:
. based systems input a variety of student records, such

as test sco&s, class rank, and grade-point average, to

help the student ascertain theﬁobabllxty of successfally

completing courses oNcurricula rgej}:gﬁis occupd- .

tional choice. Of these, only SIGI\validatgs these prob-
" abilities through the use of locally-b perience tables
which relate thh schoel course or test performance with
post-high school course performance. .

4. All but .one of the systems (ECES) enable the *
user to obtain the information he-needs before leavmg
the system. Of these, most provide a eopy of at least a
summary of the information to the user.

+ 5. Most mformatlon-delrvery vehicled in most of the

sy tems have compatible infogmation, due to the fact -

only one or two vehicles are used generally to de-
11 r the informakion Tﬁgrea r the number of outside”
m';formatlon sources—for examp pamphlets‘d books*
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as welf as computer -delivered information—the gr
. rj‘ke chance for incompatibility. Also, the chanc
viding mcompatﬂ)le or inconsistent informati¥
greater when»the systems attempt to provide both na-
tional and local occupatiohal mformatlon and not just.

d or the other o .
znlifn oy

nizational Str cture
The development and efficient dissemination of high .
- quality career information requires a great deal of coop- b '
. eration-between the local and state agencies Wthh pro-
vide the basic data #hd ‘the agencie€ which use these
data. This cooperation must bé' built into the o aniza-
tional structure of the career information systé&m
- In this regaﬁ/ the Department of Labor has been very, .
1mpressed with’ the effort madé by the Oregon Caree
Information _stem Many o# the orgamzatlonal fea-
Oreg on syst,em which promote coOperatlon
betweefy dasa_producers and users: hav_\been incogpo-
rated jhto the Department’s standards for its Occupa-
N tional{Information Systems Grants Program.
rrowing from the Oregon experience, the, Lg,bor
Department program requires the establishment of a
policymaking diréctorate or consortium which repr%ents
~the key user and producer agencies of occupational in-
ﬁ-matlon——namely, schools, manpower agencies, and
iness and indystry. Minimally, the director of the
state’s employment curit_y agency, the state’s chief
school officer (s}, and some local school district offitials, | -
or their designated representatives, should serve on-the"
. directorate. Representatives from employers, organized
- labor, state or local planning offices, and nonschool user
agencies such as manpower training and socxal service
agencies may serve as well, !

One of the mpere obvious.reasons€or havmg a broadlx
representative /directorate is to provide some consumer
control over the mformatlon produced and the way it is
delivered. Another 1mportant reason s t¢ asgure the in-
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tegrity of the information. Interest groups are very con- -
* + cemed about the way certain occupations are represented
to the public. State and local cdreer information systems..
will be susceptible to the same kinds of complaints that
the editors of the_Occupatignal Outlook Handbook have/
been getting f_&r.‘years, but the state and local systems -
~ may be much more susceptible due to their greater ac- .-
cessibility. A career information system’s governing body,
therefore, must be prestigious’ and powerful enough to
prevent special interest groups from scuttling the ‘Bys-
tem’s mission to “tell it like it is.” ® .
) A staff consisting of a directorand experts in the fieldg
» ., of information development and user Services would re-
" port to this policymaking board. A wide range of aca-
. demic disciplines and work skills would be represented
on the staff, {ncluding labor eodgé;niés,, career, counseling”
O - and 'eduéagi('m',, reseprch an}l :/‘eValuat.ioﬁ,"’-' and public
7« . administratioti/busin ‘mahagément. Information devel- '
+'s.. opers would Beek;. obtain, analyze, and appraise occu- - .’
.7 "vpational information from 'a variety of published and -
= unpublished sources and from interviews, and synthesize ..
< " the information into<oncise occupational statements. In
-additidn, they would diregt the continual updating of the
preparation of new system components, User gervices
© ' “gpecialists would explain and pubticize the system to
potential user agency representatives, conduct in-service
training for counselors and other user agency-+staff,
negotiate contracts, and evaluate delivery system com-
ponents. § ‘
The dearth of qualified people with adequate experi-
ence in the field of labor market information requires
» that considerable technical assistancé and training be
< provided to these fledgling occupational informatien sys-
tems. A new National Occupational Information Service -
has been established in the Manpower Admirigfration in
Washinigton to’provide this assistance as well as to ad-
‘e - minister the grants program generally. One major active’
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_ ity of this new office will be to sponsor Training Insti-
tutes for Occupatxonal Information Development and
“Utilization. These wxll provide hxgli level instruction to
occupational information specialists who serve state/local
_occupational information systems, schedl districjs and
manpower organizations._Xhe national office will also
provide a clearinghouse for organizations and individuals
wanting to know.about current national, state and local
efforts to deVelop and dxssemm te ‘occupational informa-
tion. - -

*

Final comments on the orgamzatlonal aspects of a -

career information system presented here bear on costs
~and financing.

With respect to costs, it _is important to make a clear
distinction between information development and infor-’
mation delivery costs. The former depend primarily on
the number, size, and occupational complexity of local
areas for which information will be developed, whereas

_ (total) information delivery costs depend on the number
of agencies which use the system and the mix of delivery
system media represented among these user agencies.
The greater the number of user agencies and the more

sophxstlcated and complex the delivery systems being .

used, the greater the likelihood of delivery costs exceed-
ing information development costs. This is almost always
likely to be the case, particularly where -the system is .
intended to serve large numbers of users.

Information development costs are remarkably low
considering the utility of the information and the wide
range and number of potential users. Our smallest states, -
if the Oregon example is generalizable, could setfup the
~ occupational information component of the system,for
approximately $200,000 and the education-trajning in-
- formation component for.about half again as m eld-

" ing a total informition dévelopment cost of $300,000.
- The information development costs for our largest states,
like Cahfomm and New York, would reqmre appmn-

PR
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mately twice the expenditures of the smallest states.
Again, it should be remembered that these figures repre-
gent the cost of developing information from existing
sources. Systems which (unwisely) attempt to produce
s1gmﬁcant amounts of their own’ data (through mail-outs,
phone surveys, and personal visits) will obviously cost
more than those which rely, for the most part, on exist-
ing sources. ]

A major dilemma for a careér information system con-
cemns the relative emphasis to be placedson the develop-
ment of education-training information as opposed_to
occupatlonal information. Though there is much logic to
giving priority to:occupational information,- .pressures to
provide comprehensive educational information could
“well attenuate such a priority. Such a dilemma is less
likely to occur in those states already possessing detailed
education-training data. In those states which have-rela-
tively poor educational data, however, additional financ-
ing to produce these data would be required in order to
preserve the integrity of the effort to develop high qpality
occupational information.

The way out of this dllemma is to provide sufficient
funds to develop both kinds of information. Cooperation
between the Departments of Labor and HEW could be
effective in this regard. The Labor Department Grants:
Program will be supporting primarily occupational in-
formation development. A superb-opportunity exists for
HEW (e.g.,-the Office of Education or the Fund for the
Improvement of Post-Secondary Education) to provide
parallel funding to the same states to develop the com-
panion educational materials. That addition would make
the program much stronger than it can possibly be with
primarily occupatlonal information and only, the support
of the Labor Department: Once the initial data bases for
occupational and educational information are developed -
and the state systemsare in place, phase-out of federal
funding from both agencies could be accomplished and
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the updatmg of mformatlon ﬁlw could be subsidized by
the state or by a schedule of user fees. This is precisely
what has occurred in Oregon: the-Labor Department
provided funds for occupational information develop-
ment; HEW’s Fund for the Improvement of Post-Secon-

‘dary Education (FIPSE) provided funds to 'develop the = " -

education-training file; both agencies phased out thejr’
funding, and the updating of ¢he information is now being
financed by user fees.

Related td the issue of how to ﬁnance a career infor-
mation system’ is the issue of how to make the system
most responsive to-the consumer. The frequent sub-
mission of the system to the market test through various
cost-sharmg mechanisms is a promising way of assuring
- responslveness User agencies such as schools will not
assumé the delivery or equipment costs nor a portion of
" the information deve10pment costs if they perceive the
information to bq; 3f no value to their clients. State and® -

local governments will not seek to renew annually their i

federal grants and gradually take over the funding them-’
selves if the program is not viewed as worthwhile. The
gradual phase-out of federal funding, then, coupled with
the local financing of information delivery from ‘the .
outset is likely to’ result in eﬂectlve, efficient career in- .
formation systems or none at all.

In summary, the combmatlon of cooperative mstltu-
tional arrangements and the user fees charged for the
development and delivery of occupational -information
. will provide some consumer control over the information
produbed and delivered. Hopefully, the Labot Depart-
ment’s Grants Program, which incorporates the feature
of consumer control through cost sharing into its stan-
dards and guidelines, will serve to bring into better bal-
ance the generation and dissemination of occupational
data. The insatiable demand of planners and academics
for more data must be tempered with the need to dis-
seminate existing occupational data in usable form to
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individyals making career and job choices. For every
dollar spent on generating new statistical materials, a
thought should be given to the relative cost of dissemi-
nating what is already available.

) Information for Job Choice

There i8 an important distinction between the nature
of information needed for career decisions and job
acquisition decisions. First, the job seeker needs infor-
mation about specific job openings whereas this would
not be needed normally by people making a career de-
cision but not yet prepared to enter or reenter the labor

“force. Second, the job seeker usually wants outlook and
~wage information which is much more hlghly localized ™
_‘than that required by the person who is in’‘the process
of career exploration. For example, career decisions are
more likely to be influenced by outlook information which
pertains to a cluster of Standard Metropolitan Statistical
_Areas (SMSAs) in a number of adjacent states than by
highly localized or sub-SMSA outlook information,
whereas the opposité would be true for most individuals
who are actually searching for a job.

Job Bank listings, the Job' Bank Openings Summary,
newspaper ads, trade and profeggibnal association jour-
nals, government jobs and ann®uncemeénts, and school
and college bulletins provide the kinds" of job search in-

- farmation. that would not- normally-be included in a
career information system. Such job information would
include: (1) employer information, including address,
telephone number, whom to see about a job, and.data
on testing (e.g., ability, aptitude, and personality tests
required for employment); (2) job description, including
duties, special skills required, working, conditions, phys-
ical demands, location of worksité(s), etc.; (3) wages
and benefits; (4) desired applicant characteristics. (The
above- are provided by Job Bank listings.) (5) DOT
titles and codes and employer job title; (6) openings
unfilled 30 days. or more; (7) job opportynities in the
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’ ‘% sameﬁeldmotherpartsof thestateaswellasmsux— -
L " rounding states. (Numbers (5), (6) and-(7) are pro-
" vided by the Job Bank Openings Summary.) « .
Though career and job choice and their respective in-
" formation components are obviously related, they should
‘be kept separate from the standpoint of pnontles mthm-
o the (career information) system and the possxble duplicg/-
tion of effort with other agencies, notably Employment
Security. If a career information system,were tp serve,
students-primarily, the development of adqquate*occupa-

.. tional and education-training mformatlon files: ‘would re-
ceive priority over the development of a ]Ob information -
file. If a job mformation service. is available. elsewhere, -
like the Employment ‘Security oﬂlce, the career inférma-
tién sys co‘uld easlly refer the potentml job seeker to

3 A )
A job seay ch ‘information component for a carl“eer in-
‘ formation system makes the most sense when tllq school
has a placement service as well. Job orders taken by the
school placement officer could be fed into the system and
the student could be referred by the placement officer to
the proSpectlve employer or interviewer. One of the

advantages of a career information system is that it can ’\

®

refer to cooperating employers “to provide additional
informationt without réquiring them to provide a plaoe-
ment-oriented interview. The provmon of employer in-
formation without a placement service or-specific job
‘orders could well result in the inundation of employers
- -* by poorly informed job se€kers, thereby causing a public .
' - relations problem for the career information system.
" . Information for Manpower and Education Planning
An information system for manpower and educational
planning is not the same as a system to support career
and job choice. Though much of the information needed
by both kinds of systems is the same, planning systems
require more information pertaining to labor supply and .
. community and state demographic and economic char-

\
4 ' »
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acteristics. The kinds of labor' market information re-
quired for program planning, in addition to.the occupa-
tional information needed for career decxsmn-makmg
. (see Chart 1) include the followmg :
1. Manpower Supply Informati :

" a. Programs and enrollmex at ‘various educa-
tional levéls and types of schools by age, sex,
race, handicap, disadvantagement, SMSA,

A county, and school district” .
" b. Program completions from most recent year by
. ‘same categories (private and pulzh/of
C. Placement follow-up from most recent year by
- same categories,’ 1ncludmg geographic moblhty
' of grades
. - *d. Local apprenticeship trammg programs supply'
: k e Locdl employer training programs supply
e “{. Local military returnees supply
‘g. Local supply resulting from unemployment
_ h. Adjustments to local supply
(1) Labor force'migration - —
: (2) Labor force restrairits
(3) Occupational transfers
2.. Demographic Characteristics of State
a. Population, currentxand project 3
b. By geographical divisions —-county, city,
SMSA, school district, labor market areas, etc..
’ c. By age
“w v, 4 d, By sex
e, By level of educatlonal attainment
f. By occupations and industrial attachmeént
g. By income groupings
h. By racial/ethnic backgrounds
i. By .special groups—handicapped, veterans,
welfare clients, etc.
- j. Fertility patterns, birth and death rates,
~ grewth rates, life expectancy
k. Incidences of infirmity by SMSA and county

-«
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. S
, 1. Mobxlnty pattems, immigrationand emlgratnon
‘ 3. Economic Characteristics of State
‘ a. Geographic distribution and mobility of ‘indus-

. tries ¢
= b. GNP, GDP and pnonty goals related to in- -
\~ - dustry growth L,
c. Effects of technological changes by nation,
state, SMSA, and county -
d. Labor force composition by age, sex, employ-
ment status, type of worker, education or spe-
v . cial training, hours and earnings, transfers
N from one occupation to another

e. Current and projected geographical distribu- - .- -
tion of work force—net eXpansmn or contrac- :
tion :

f. Number -of job vacanmes in occupations by
state, county, SMSA, community, etc.

" g. Hard-to-fill job openings, statewide

h. Characteristics of the unemployed by state,

© SMSA, county, city and appropnate subareas,
e.g., age, race, sex, occupations, income level,
welfare recipients, veterans; limited English-
speaking ability, migrants, education level,
persons displaced from work as a result of
technological change. or shift in pattern of
governmental expenditures
Thus, while much of the same labor market informa-

tion is needed by both planners and career decision-
" makers, a substantial amount of additional supply -and
socioeconomic information is needed by the planner.
Theoretically, a manpower/educational planning in-
formation system and a career information system could
be merged efficaciously .into a single statewide Labor

Market Information System (LMIS). In such a system,

the data production activities would be kept separate

from data dissemination activities, but all would be part

of the same system (see Figure 1)

...............................................................
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Elements of such a LMIS have already appeared in
some states. California’s Manpower . Management In-"
formation System Project (MMISP) is essentially a
multi-agency operated system to collect, appraise, and
disseminate to manpower and. educational plannéfs in-#
formation which is produced by a number of data sup-
pliers, including the Employment Development Division
and the California’ Department of Education. With the
exception of Ventura County, the information supplied’
by MMISP is not for the use of students. California does
have several VIEW projects which disseminate occupa-

tional information to students, but this information has -

- not been developed by the MMISP. :
Oregon’s congumer-oriented Career Informatxon Sys-

tem and California’s planner-oriented MMISP are sim-

ilar in that both have. a multi-agency -directorate with
manpower and educational agencies strongly represented.
If a state had both a plgnning and a career information
system, under a single umbrella. organization, it would
be well on its way toward a statewide LMIS.

The most difficult part to implgment LMIS is the data
production unit. Splitting off labor market information
(LMI) from the State Employment Semr@y system and
educational statistics from the State Department of
Education would be no easy task, bureaucratically, func-
tionally or legally. Regardless of whether such a total
statewide system is unplemented the lesson from devel-

opmental projects is clear: both planners and consumers

are better served by information systems which manifest

. close cooperation by the producers, disseminators, and

_users of occupational and educational data.

Summary and Conclusions
* The pgirpose of this paper has been to’ postulate the
components of an ideal career information system and to
submit to public scrutiny the basic assumptions under-
lying the Labor Department’s Occupational Information
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Systems Grants Program.~The main points are summa-
- nized below:

1. Most people need reliable, up-to-date, and locally
relevant occupational information on which to base
career decisions. Nevertheless, this kind of information is
not available in useful form in most parts of the country.
The development of career information systems in states.
and local areas is a sensible way to meet this need»). =~ -

2. Career information consists of (a) occupational
information.and (b) education and training information.
The latter is needed by theyperson who has made at least .
a tefitative vocational decision and desires some formal
schooling or training to prepare himself for entry into an
occupation. A career information system should receive
sufficient funds to develop both kinds of information, so
that quality standards are maintained and one-kind of
information is not developed at the expense of the other.

3. The development of occupational information
should take into account the kind and number of infor-
mation topics and occupations covered; the level of geo-
graphic specificity of the information; the length, detail,
format, and language level for presentation of informa-
tion; and the accuracy and currency of information.

4. The information delivery component of career guid-
ance and information systems is generally far better de-

\bveloped than the information development component.
Most of the systems presently in use deliver national but
no localized occupational information. Those which do
provide localized information tend to have weak verifica-
tion and updating procedures. Hopefully, the Labor De- -
partment’s grants program will develop in each part1c1-
pating state and local area an information base which is
worthy of the sophmtlcated methods of dissemination
which are now available.

5. However great the need for more and better local-
izéd data for manpower and educational planning, the
Occupational Information Systems Grants Program as-
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" gerts the ptimacy of the consumer in making available
in usable form the kinds of information needed for
career and job choice. Adequate information can be
developed in .most areas from existing data sources.
Waiting for a perfect data base will be a long wait in-

deed. Although efforts to improve and extend m hOdOl- R

ogies to obtain.local labor market information®should
continue, a’'concurrent parallel effort should occur to.
make maximal use of data which are already available.

6. The absence of studies’ which compare the real
costs and performance of the différent delivery systems
in achieving common goals makes it impossible to” con-
clude that any one is better than any other. Comparative
research and evaluation of alternative delivery systems

- using different media and information accessing strategies
merits high priority. The Departments of Labor and
HEW ‘and the National Science Foundation, all of which
have manifested interest in this area, should make coop-
erative arrangements to fund such comparative studies.

7. The Labor Department’s guidelines for the delivery -
component of the system it will fund attempt to provide

- certain Usage guarantees rather than prescribe the kind
of. delivery system to be employed. These guarantees
concern the easy access and quick retrieval of attrac-°
tively packaged information, as well as the need to pro-
vide for the privacy and confidentiality of personal data
fed into or generated by the system.

8. If high quality state and local area occupational
information is to be provided to individuals making vo-
cational choices, there must be considerable cooperation
between the agencies which pthduce the basic data (e.g.,.
Employment Security) and*agencies which use these
data (e.g., the State Department of Education and the -

.- schools). The “gystem” cannot be divorced from the
“ "" human element. Good personal relationships, institution-
alized sharing of responsibility and authority, and the
willingness of all participants to put the needs of the
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[

consumer above “turf” considerations are essential for
the effective efficient operation of a career information -
system. ’ .
. 9. A wide range of academic disciplines and work
skills ghould be represented on the_staff of a cdreer in-
formation system, including labor economics, career
counseling and education, research and evaluation, and -
public administration/business management.. Even if
such a staff were assembled, considerable technical assis-
tance and training would have to be provided, for there
is a dearth of experienice with this sort of system. A new
National Occupational Information Service has been
established in Washington to provide this assistance as
well as to administer the grants program generally.

. 10. The frequent submission of a career information
system to the market test through various cost-sharing
mechanisms is a promising way of assuring responsive- -
ness to the consumers of the information. User agencies
such as schools will not assume the delivery or equipment
costs nor a portion of the information development costs
if they perceive the information to be of no value to their -
clients. State and local governments will not seek to'
renew annually their federal grants and gradually take
over the funding themselves if the progrgn is not viewed
as worthwhile. ‘

. 11. Job search information is not the same as career

information. In addition to information ahput specific
job openings, the job seeker wants outloak and wage
information that is much more highly localized than that
required by the person who is in the process of career
exploration. Assuming that job search information is
available elsewhere in the community, a career informa-
tion system would be wise to concentrate its resources on
the development of good occupational and education-
training information. The inclusion of job search infor-
mation into the system makes the most sense when the
user agency (e-.g., school) has its own placement service.

220
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Unlike most papers about information systems, this
one will not conclude with a call for more research. In-
deed, the Labor Department’s Occupational Information
Systems Grants Program is premised on the fact that
enough is known about occupational information devel-
opment and dissemination to begin an operational pro-
gram. As such the program is directly concerned with the

intelligent application and expeditious implementation of.

ideas and concepts already formulated, recommendations
idy made, programs already developed, and research
evidence and information already available. Further re-
gearch leading tggrefinement and improvement of the
program, obviougly, is not precluded. The same would
hold for any government program emerging from R&D
status. - ‘
The provision of current, comprehensive, localized oc-
- cupational information in useful, meaningful form has

t00 oftent been a weak link in vocational guidance. With .

the“support of educators, counselors, manpower person-

nel, employers, and workers, we believe this program can

help to strengthen the vocational guidance process and
thereby promote a more successful transition from school

to work.

a

. Notes

1. J. E. Harris, “Sex Bias and Computer-Based Guidance
Systems,” unpublished paper. National Institute of Education
Contract No. OE=0-72-5240 (Washington, March 1974).

2, — and D. E. Super, “The Computer: Guidance Tool
of the Future,” Frontiers of Educational- Measurement and In-
formation Systems, ed. E. Coffman (Boston: Houghton Mifflin,
‘1973).

3. A. Kroll, “Computer-Based. Systems for Career Guidance
and Information: A Status Report,” Focus on Guidance, March
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4. D. E. Super (ed.), Computer Assisted Counseling (New
' York: Teachers College Press, 1970). : )

5. J. Weinstein (ed.), Computer-Based Vocationagl Guidance
Systems. U.S. Department of Health, Education and Welfare.
" Superintendent of Documents Catalog ‘No. 5225:25053 (Wash-
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*6. W, Willingham et al., Career Guidance in Secondary Edu-
cation (Princeton: College Education Board, 1972) ..

7. The Employment Service has attempted to do this for its
clients through the Job Information Delivery System (JIDS).
Whereas JIDS places most of its emphasis on job information
for job ready clients, a Career Information System (CIS) would
place most of its emphasis on’ the provision of career information
for occupational exploration and choice. »

8. There are severdl-examples of pressure from special-interest -

‘groups to change the kind of information' presénted. In one
. county, several private or proprietary vocational schools which

provided training in trades having an oversupply of qualified
individuals objectéd to the dissemination of this fact because it
would lead to fewer enrollments in these schodls, In another
area, “unions -strenuously objected to the dissemination of ‘infor-
mation which revealed the racial composition of certain occupa-

. tions in that area.
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‘The California Experience
" Benjamin Hargrave

Introduction . _

In 1971 the California’ State Employment ‘Security’
. Agency and the California State Department of Educa-
tion initiated a joint effort aimed at the development of
a Manpower Management Information System that in-
cluded reliable information about cuneg::) and projected
_ manpower heeds for the State and its labor market areas
's0 that the Education System could provide effective
occupational preparation programs for the youth of Cal-

ifornia. .

A complete presentation of the California Experience
would involve detailing the purposes, the functions and
the aims of three distinct integrated groups that are
responsible for the development and maintenance of
California’s Manpower Management Information Sys-

* tem. This paper, however, will limit itself to a descrip- )

tion of what happened in California from 1971 to the
present, why and how we organized an interagency-
interorganizational approach to the problem and what-
has been accomplished to date—all seen from the writer's -
vantage point as Deputy Director for the State Employ--
ment Security Agency responsible for directing the De-

£
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partment’s -Office of Education/Training Liaison and
chairing the Joint Occupational Preparation Task Force
from January 1972 through June 1974. _

The three distinct integrated groups—the Joint Occu-

- pational Preparation Task Force, the Board of Directors

. and the Work Group (Southern California Operations
" Group)—that Jorm the Administration/Operational
. Structure are also described.

The comprehensive Manpower Management Informa-
tion System as currently envisioned is shown in a sche-
. matic diagram at the end of this paper.

The Manpower Management Information System
- 'PROJECT (MMISP) is the short-range first step in the
development of a comprehensive system. MMISP is de-
signed to test some of the assumptions upon which the
comprehensive system is based.

Background _

The continuing high unemployment of youth is a .
major social problem in California as well as the nation.
When the monthly unemployment statistics produced by
the State Employment Security Agency, the Employ-
ment Development Department (EDD) are analyzed, it
becomes clear that one of the greatest barriers to em-
ployment is being young—youth seeking that first per-
manent job. : '

Many authorities believe that this high youth unem-
ployment is due to the lack of preparation of most youth
for the world of work. In California, we ask our Educa-
tion System to provide this preparation of youth for the .
world of work. .

The assumption that most of our youth are not prop-
erly prepared for the world of work resulted in four
actions at the State level in 1971.

1. In August 1971, the State Legislature passed
Assembly Bill No. 102 which added Sectfon 7504 to the
Educatiqn Code, relating to educational opportunities:

231 <
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The People of the State of Cahfomm do enact as
follows:
The Legislature hereby recognizes that it is the pohcy
of the State of California to provide educational op-
portunities to every individual to the end that every
student leaving school should be prepared to enter the
world of work; that every student who graduates from
any State-supported educational institution should

have sufficient marketable skills for legitimate remun- ..

erative employment; and that every qualified and
eligible adult citizen should be afforded an educa-
_tional opportunity to become suitably employable in
some remunerative field of employment.

2. Recognizing that vocational/occupational educa-
tion is the vehicle we use to move some students through
the Education System into jobs, the Governor assembled
a Task Force on Occupational Education in January
1971 This Task Force, among other things, was charged
with the responsibility for developing an action plan to
improve vocational/occupational education in the State
of California. Recommendation No. VIII from this Task
Force detailed the need for a State Management Infor-
mation System that included information about current
and future labor market needs. '

Recommendation No. VIII

That the Department of Human Resources Develop-
ment, in consort with the State Department of Edu-
cation, develop a staridardized, computerized data
collection and retrieval center which will permit con-
tinuing evaluation of current educational placement
efforts and identification of emerging labor need
areas.

The labor market is the focal point of job dislocation.
At the same time, unemployment exists in some areas,
numerous jobs remain unfilled in others. It is readily
apparent that a reconciliation of labor needs and oc-
cupational preparation is essential. A division of re-
sponmbxlxtles athh (a) the Department “of Human

T
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Resources Development, accountable for the compila-
‘tion and analysis of data concerned with labor market

needs, and (b) the Department of Education respon-
sible for the development of appropriate instructional
programs, is indicated. Data which possesses qualita-
“tive, as well as quantitative, properties must be avail-

able if the problems of underemployment as well as -

unemployment, are to be conquered.

Note: On January 1, 1974, the name.of the
Department of Human Resources De-
s velopment was changed to the Em-
ployment Development Department
(EDD)

—Page 31. Report of the Governor's
Task Force on Occupational Educa-
tion Program Assessment, Policy, .
and Financing. March 12, 1971.

'3. Two major employers in California—the President
of Pacific Telephone and the Chairman of the Board of
Bank of America—initiated the formation of the Indus-
try-Education Councils of ‘California to merge all of the
Industry-Education activities (Investment in America,-
Junior Achievement, Chamber of Commerce activities,
and Industry-Education Councils, etc.) so that the re-

‘sources of business and industry could be made available
‘to the Education System in a systematic way.

The Industry-Education Council of .California was
officially created on January 18, 1974, with the Chairman
of the Board of Bank of America as President of the
Board of Trustees and the Superintendent of Public
Instruction as Vice President of the Board of Trustees.

. Also, on the above date, the Board of Trustees, Indus-
try-Education Council of California, approved a three-

~“-year operational plan targeted to create a statewidepro----

gram for economic literacy, career awareness and career
guidance—kindergarten through Grade 14.
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4. Within the State Employment Development De-
partment, the Director established the Office of Educa-
tion/Training Liaison. This Office was established to
identify within the Education System (primarily high
schools and community colleges) those areas where EDD
could assist as they prepare students for the world: of
work and to provide the necessary assistance. _

These last three actions recogmzed that the Educa-
tion System neeged the assistance of Business/Industry
and State Government.

In 1971, the Governor directed the Director of EDD
to work with the Superintendent of Public Instruction on
Recommendation No.” VIII from the Governor’s Task

%Force on Occupatignal Education: Program Asswsment
Policy and Financing. : ,
The Task: Develop a management information sys-
~—tem that includes manpower projections—a system
“that has national, state and local information about
¢ jobs: where are the jobs by occupation in what
industries today; where will these jobs be tomorrow? -
19752 1980? Or, more specifically, what are the.
- trends?

Work began on this Task in June 1971 with staff from

» EDD and the State Department of Education. This

group was named the Joint Occupational Preparation
Task Force (JOPTF).

1. Education was asked and agreed to detall the oc-
cupational information they needed for planning
vocational education, occupational education and
counseling and guidance programs.

2. EDD was asked and.agreed to describe the occu-

-~ --- - pational -information- already-available “in-house, -~

together with information that could be gathered,
organized and disseminated.

' 237 g
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It was obvious that the task required a joint effort—
EDD and Education. In January 1972, the initial work
~ group was enlarged to intlude senior staff members from-,
other State agencies—the Chancellor’s Office of the Cali-
fornia Community Colleges, the State Department of
Finance, the State Department of Welfare, the California
Chamber of Commerce, and .the California Advisory
“Council on Vocatignal Education and Technical Train-
ing. This recognized that the sources of information
needed cut across several agencies—State and Federal—
and that the users of the information should be mvolved
from the beginning.

From January 1972 until August 1972, this Joint Task
Force studied and evaluated four projects that were de-
signed to develop labor market projections-—projects
funded by Vocational Education funds and conducted by
County Offices of Education. The Ventura County Proj-
ect was one. The Fask Force also reviewed the compre-
hensive study by Margaret Thal-Larsen entitled, “Re-
qmrements and Design of a Labor Market Information
System for a Large Metropolitan Area.” The joint Task
Force also worked together on responses to two Legisla-
tive Assembly Resolutions that addressed the need for
occupational information and manpower projections.

These responses were done jointly because the Depart-
ments charged in each Resolution had representatives on -
the Task Force, and because each Resolution addressed
a critical area that was recognized by the members of
the Task Force as being needed. Our monthly meetings
were candid/honest/to the issues. '
The Task: Develop a Manpower 1 nformatwn System .
~ = Indrder to .address this-task, we knew that authority
was needed. We agreed that this authority could beé _
assembled under admnustratlve mandate—a consortium .
approach—a common agreement that recognizes the fact
that we share the same goals, and that these goals are
best pursued jointly as we seek to attain them.

R
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In August 1972, we sought and secured this authority.
The heads/directors of each participating Department
were asked to sit as a Board of Directors to consider the
recommendations from the Joint Occuﬁahonal Prepara-
tion Task Force’s Senior -Staff. The Director of EDD
chairs this Board of Directors. At this meeting, the
Board of Directors. agreed to add a representative from
business/industry and from labor. There was discussion
about also adding a representative from the State Col-
lege/University System, but no final decision was made.
The Board also endorsed the responsxbxhtles of the Task
Force as being twofold:

1. To coordinate a]l manpower_ mformatlon systems
. projects in the state, and *+ -
2. To develop a oomprehensxve statewide ma&:v:r
' management mfongaueﬁ‘g:tem for planning
manpower training, tio education and oc-
cupational guidance. } , h ]
The present Board of Directors™dre: ,
The Director—State Employment Development
Department
The Supermtendent of Public Instruction
The Chancellor of California Community Colleges
- Fhe Director—State Department of Finance
The Governor’s Education Advisor, .
The Education Dn'ector—Cahforma Chamber of
Commerce
The Directof, Educational Lmson—Sﬁate Health
and Welfare ‘Agency

The Vice President, Industnal Relatlons—Stand
ard Oil Company of California :

-In January 1673, the Task Force’s Senior Staff agreed
that manpower projections are but one of the needed
components of ‘a comprehensive system. This agreement
evolved after séveral meetmgs ot
Two Issues:
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Education: If we had information about future jobs
* we could plan more effective.vocational/occupational
programs; we could drop some ineffective voca-
tional/occupational courses and add some others.
We could prepare most students for the world of

= work. v S

Not sure/convinced EDD had the capability or

desire to prodube sugh information that would

be useable. Being aware of EDD’s funding

sources (Departmentqof Labor), if this is not a

priority with DOL, can it be a priority for

EDD?

Employment Development Department—(EDD):
Agreed that information about future jobs needed;
insisted that more than demand information needed.

o Information about the supply of workers also

- needed. That effective planning of vocational
education/occupational education programs
and career guidance programs must take into
account the many and' varied sources of en-
trance to employment in specific occupations:
promotions from within industry, on-the-job
training, military, job\ shifts, in-migration, -
private vocational schools, €tc.

« Not sure/convinced that Education would
use the information;’ little evidence that in-
formation EDD now sends to schools is being
used.

These are honest issues. We are in the process of test-
ing them in California.

We agreed that the three basic components of a
management information system are: Demand, Supply,
Population Needs/Interest.- e

Component A—Demand(Jobs)
Where are the current jobs by occupation, by indus-
try, by volume?
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"Wﬁﬁt are future job prospects/ trends for 3 years, 5
years, hence?
What competencies do employers reqmre"
Component B—Supply (Workers)
How many workers are being tramed for what jobs/
occupations? by which organization—schools, com-
‘munity colleges, private agencies, industry, military?
Component C—Population Needs/Interest
What are the employment needs/interests of Call-
" fornians by labor market areas? ;
What are the socio-economic characteristics?
What are mobﬂnty patterns?
Work Group
We appointed a sqbcommittee to:develop a compre-
hensive system. This/subcommittee was directed to use
the Ventura County ; .ﬁmdel because they were using the
Industry-Occupatlonzﬂ Matrix ' that wag BLS-EDD’s
method of producing ,pro;eétlons The subcommittee was
directed to identify what we could and should do first.
The subcommittee was also informed that they would, as
the work group, 1mplem§nt the first part of the system in
the Los Angeles Ba thus this subcommittee became
known as the Sout ergl?l California Operations Group
(SCOG). The Los Ahgeles Basin contains about half of
California’s workforce.
The Subcommittee' (SCOG) submitted a proposal that
contained two distinct parts:
Part A was an-action proposal consisting of five
_separate activities involving various degrees of time
commitments that can be implemented concurrently
or separately. Each 'activity addresses an essential
step in developing a matching process between

educational “supply” data with techniques for using
the mformatxonal output in planning and developing
training programs and counseling services.

“current and _projected occupational “deménd” and "
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Part B was a Comprehensive Manpower Manage-
ment Information System (MMIS) consisting of
three components.
This proposal was apprmt)d by the Task Force and
presented to the Board of Directors with a request that

- they endorse Part A for implementation. The Board’s

endorsement meant three things: ‘

1. That the current and planned activity staffing
committed to this proposal by EDD-Education
would continue through June 1974. -

9. That no similar project would be approved in
California during the period of this study. This
included direct funding from Region IX, DOL/
HEW, or funding from Washington.

‘3. That their influence would be available to use
as we sgught information from industry, mili-

7 tary, private schools. v

The Board of Directors approved Part A of the Pro-
posal which is called the Manpower Management Infor-

" mation System project (MMISP).

Project Objective—MMISP :

The original objective of MMISP was to match occu-
pational projections (Industry-Occupational Matrices)
for the 1972-75 (1976-1980) .period for approximately
450 major occupations representing about 200 industries
in Los Angeles, Orange, Ventura, San Bernardino and
Riverside Counties, produced. by the State” Employment
Development Department’s Employment Data and Re-
-gearch Section staff, with current and projected student
enrollment in vocational education programs (public
secondary schools, community colleges, adult education

___programs and regional occupational programs and cen-

ters), in the same geographical ares. The resulting infor-... .

mation was to indicate to what degree local vocational
education and manpower training programs address the
realities of existing and future labor markets, in terms of

AN
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actual labor supply/labor demand relationships; and to
allow local school administrators and manpower planners
to base their curriculum and program planning and fund-
ing on this scientifically assembled, empirical informa-
tion. In addition, the information produced was also to
be available to individual schools, colleges and manpower
training institutions for relevant career counsehng of
students. — .

The matching of manpower supply and demand infor-
mation accomplished during the Project’s short-range
phase, constitutes the first and most important step in °
the design and implementation of MMISP’s long-range
objective: the development of-a complete Manpower
Management Information System, incorporating, on a
statewide basis, three major system components: the
Manpower Demand Component; the Manpower Supply
Component; and the Socio-Economic Factors Compo-
nent. (A schematic diagram of the total Manpower Man-
agement Information System, as currently envisioned,;is
attached.) Assuming that adequate funding and staff
support is made available for FY 1974/1975, the basic
Manpower Management Informatlon System could be
completed within the next year. - ..

MMISP also included five tasks that were studled

-during the Project Period.(July 1973—=J1ine.. 1974) by

designated members of SCOG. The: five final reports
(June 1974), one for each of the five MMISP tasks, were
prepared individually by each Task Group Leader. The

~ reports follow a simple outline:

Goals and Objectives are listed, and explained;
Activities and Accomphshments are described in
detail, for FY 1973/ 1974;
_ _Conclusions are drawn; and specific, technical
" "Recommendations are outlined. T
A summary budget for the entire Manpower Manage-
ment Information System Project constitutes, in effect,

- the MMISP Task V Final Report.

E S A
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The Five MMISP Tasks :
Task I—Prepare Cross-Reference Matertals ,

Goal: To develop and’ %tabhsh methodqlogy and pro---

cedures for preparing and implementing a means of
cross-referenc among; DOT .Census and. United
States Depa&zént of Educ'atlon’ oécupatlonal clas-
sification, iiihg systerhs in‘ordet td" énable -users
to apply occu at)onal projects from the Industry-
ufiational Matrix to school and training output
td) gs”a theasure of matéhu’/g of demand and sup-
S0\ .and to assess trammg and other manpower
e ¥ will be integral to the general successful development
. _~ and imiplementation of the totalMMIS.
L Task II—Develop Education Projection Techniques
' Goal: To apply statxstlcal techniques to available voca-
o tional education program enrollment and completlon
BT data for lic ‘secondary schools and communi
) : colleg& that would produce educational supply pro-
L The resulting information was to be made
. compétible with employment demand data repre-

sented by the EDD Standard Metropolitan Statis-
_ tical Area Industry-Occupational Matrices as to job.

categories and educational programs, projection time

line, and geographic areas (SMSA). The resulting

- report was to indicate occupational supply-demand

.relationships in a format that is replicable statewide.
quk III—Identify Additional Supply Information

~:.4 Goal: To 1dent1fy and study the feasibility of collecting,

o summarizing, pro_lectmg and analyzing available

’ information on major labor supply components for

- the purpose-of - eventually -matching total labor-de- -

mand with total labor supply in local labor markets,
for the MMIS Project Area. '

Task 1V — Develop Information Dissemination Tech- -

nigues
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Goals: 1. To determine and develop appropriate dissem-
ination techniques, encompassing all activities of the
Joint Occupational Preparation Task Force—Man-
power Management Information System Pioject, for
various levzls .of educational agencies, State Employ-
ment Development Department, and. other man-
power planning organizations.

2. To conduct a series of in-service training
workshops in the Greater Los Angeles Basin Area,
designed to instruct the participants in the struc-

" tural content and procedural use of the Manpower
Information System as a manpower planning tool.

Task V-—Budget

Goal: To identify and cost contmuatlon procedures

Project Administration

The Board of Directors (Joint Occupational Prepara- -
tion Task Force) continues to function in its poli
setting role for the Task Force. In approving the Projec
implementation, the Board has assumed final responsi-
bility for insuring that resources committed to the

Project remain committed for its entire duration; and it

will also make a determination on the feasibility of ex-

tending the Project, to include its long-range objective,
after the information-matching phase has been success-

fully completed. e

The Joint Occupattonal Preparation Task Force, asxde
from continuing to discharge its originally assigned obli-
gations, acts as a monitor of the Project’s progress, in
relationship to the performance standards laid out in the -
short-range “Work Plan,” as well as of those in future
work plans; as an advisor on technical issues which can
be clarified on the basis of expertise assembled on the

Task Force; and as a facilitator of needed support from

public and private sources. - - -

The PrOJect Coordinator and Liaison Admuustratwn

(PCLA) is responsible for the overall direction, coordi-

nation and control of the Project. In that function it -~
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" oversees the day-to.day administrative detail involved in
accomplishing the Project’s five tasks most effectively
and efficiently; it solves operational problems; coordi-
nates activities so as to-avoid duplications of effort and
bottleneck situations; obtains and allocates resources as’
needed; and prepares monthly progress reports.

" PCLA also acts as the necessary organizational link
between the Operations Group and the Joint Occupa-
tional Preparation Task Force: it has the responsibility
of reporting to the Task Force about the Project’s prog- .
ress; it submits to the Task Force any issues which re-
quire policy determination, adjustments to the original
work plan, additional resources, or special technical sup-
port. In the same manner, PCLA communicates to the
Operations Group all Task Force decisions regarding the
Project and is. responsible for translating such decisions
into administrative implementation.

Finally, the Project Coordination and Liaison relation-
ships with local, State and Federal governmental bodies,
business and industry, labor groups, educational and
other research organizations, academia, etc., in order to
generate active support and cooperation vital to the
Project. The task involves the identification and obtain-
ing of general program information, statistical reports,
research documents and the rendering of special services,
as indicated by developing needs.

PCLA’s liaison- responsibilities also extend to a public
relations role: it furnishes information about the Project

" to interested parties and represents the Project’s interests

* to individuals and organizations not‘actively involved in
'it. Examples of PCLA liaison activities are to inform
administrators of local schools and colleges and of local
manpower and other agencies about the Project and to
solicit theif active support; to explore with the U.S.
Departments of Labor .and Health, Education and Wel-
fare (Office of Education) the possibilities for program
and funding commitments_to periodically update the

249



, The Cah\fymua E;;penence 249
manpower supply/d d “on which the Project is
based; etc. - ? dafh '

- During MMISP’s 1g;hort-range phase, the Prgject Co-

~ ordination and Liaison Administration has, located
“ in the Office of Education/Training Liaison, State Em-
ployment Development Department. . :

The Southern California Operations Group (SCOG)
has been composed of five Task Greup®Leaders, their
respective Task Group members and staff, and a Group
Coordinator. Each Task Group Leader has the responsi-
bility- of achieving his/her assigned task according to the

2 work plan prep y him/her, and the commensurate -

_ authority to select ¥he members he/she wishés to partici-
pate in his/her Task Group. Task Group Leaders report
.~ to the Coordinator, who, as a primus inter pares, is re-
sponsible for coordinating activities on the local level and
for consolidating progress reports, requests for technical
+ and research support.and other matters; and who,
turn, reports to the Director of Project Coordination a&ad
Liaison Administration.
MMISP Modifications - ’
1. In April, 1974, the Joint Occupational Preparatlon
Task Force officially included San ‘Diego as the.
‘sixth County in the MMISP. This action re-
sponded - to the long-standing request from San
Diego County educators to be mcluded and upon
thé recommendsdtion from SCQG. ~
. This decision was prompted primarily by ‘the
. recognition that considerable expertise and. ready(
commitment to the goals of MMISP existed in
San Diego; and that unless San Diego was: mduded _
into the Project area, educators and manpower ~
planners in that County would not hesitate to de-
) velop an MMIS on their own. It was generally felt
' by members of the Southern California Opesations
Group and the Joint Occupational Preparation.
. ‘Task Force that this modification of thé .original

‘
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MMISP objective added significantly to the scope
and value of the Project. '

2. The Chairmanship of the Joint Occupational Prep-
aration Task Force Senior Staff has moved from
’ . the Employment Development Department to the
> Governor’s Office. For Fiscal Year 1974/75 the
"/ Governor’s Education Advisor will chair the Joint
Occupational Preparation Task Force’s Senior

Staff. ‘ :

_ . Final Observations

- 1. MMISP is a Project—not another research study.
One of the basic tenets of the Project is that it
seeks to implement existing information at the local
level. It is directly concerned with the intelligent
application and the expedient implementation of
ideas and concepts already thought, recommenda-
tions already made, programs already developed,
and information already available.

2. It is a coordinated effort involving various govern-
ment agencies—state, local and federal—business
and industry, unions, advisory councils, public and
semi-public groups, any and all organizations
whigh have a bearing on the Project and which
can be expected to constructively work with and
support the Project objectives. '

3. e project is flexible in its approach and in its

Aministration. It is not limited to one particular
‘method or information source. At this time, it does
not rely for support on one single source; therefore, —
it is not bogged down by bureaucratic authority

. structures.

For example, the current short-range information
matching component, completed by June 1974, got
started by sharing staft and funding sources al-
ready committed by various agencies and local
administfations; which means that tme profes-
sionals assigned to the Project have to do the job

v Y




A The California Experience 251

in addition to their regular job. This small group

(7) of professionals are known as the Southern

California Operations Group (SCOG) As indi-

viduals, they are capable, experienced and knowl-

' edgeable in research techniques, labor economics,

and vocational education curriculum. As a group,

they are intelligently honest and determined to
complete their tasks.

Finally, leglslatlon at the Federal level and at the

State Level in California mandate cooperation between

- the @tate Manpower and Education Agencies. School

Districts in California are. tooling up to prepare their
students for the world of work, whether. they are college-
bound or not. They believe that all stude‘!ts need ‘to
know how people make a living, what JObS are performed,
and the requirements for securing these jobs. They are
demanding from EDD information about present and
future job opportunities.
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Apphcatlon of Information Systems to
Career and Job.Choice
Bruce McKinlay

In considering the question of improving labor market
information for youth, one is tempted toward methodol-
ogy or toward service, that is toward improving ourman-
+  power data or toward strengthening our counseling serv-
ices. Certainly there is much to be done in both areas,
ut even at their best, data producing agencies and coun-
"seling offices are an incomplete information system. The
distribution, function is missing. As with any other good,
- information must not only be produced, it must be de-
livered, either directly to the consumer or to his or her
agent, the counselor, teacher, or placement officer.

It is really quite remarkable that we have missed this
analogy so lonig. Instead of recognizing that information
delivery is a necessary part of effective production and

, We have berated data producing agencies for unattrac-
tive reports and counselors for ignorance of the labor
market. Without depreciating the truly great service
provided by the Occupational Outlook Handbook or the
great sensitivity of some counselors for the meaning of
labor market events, one ean fairly generalize by saying
that people making career decisions do not hav:: ready

of
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access to the many valuable studies of the Bureau of
Labor Statistics, the National Center for Educational
Statistics, the Research and Statistics offices of state
employmént agenmes, -licensing boards, educational
planning agencies, research centers, trade associations, or
all the other places where useful information is pro-
duced. The professional researcher, and sometimes the
program planner finds it and can comprehend it, but the
career decision-maker néither finds it nor comprehends
" it in its raw form. We are now coming to realize that de-
livery is necessary to the effective utilization of research.

We are also getting over the naive notion that social
problems are solved simply by sending counselors forth
to do good..Like other practitioners, they need tools and
other support systems. Clearly a career information sys- -~
tem is in this realm. Individual counselors are not ex-

*  pected to construct, validate, and standardize their own
tests, and they should not be expected to collect, analyze,
“and store their own labor market information.

There have been numerous attempts to build occupa-
tional information delivery systems, more than 30 by
one estimate. As with any new venture, the vast majority -’
failed, but enough have succeeded to prove their feasi-
bility, attractiveness, and contnbun?n to sound decxslonv v
makmg -

It is not the purpose of this paper to discuss career
information delivery systems per_se, but to.describe an
effort to operate such 'a system, that, ‘to aédress the,.
questions of orgamzatlon and managemenh‘axsed by fhe
existente. of ‘an .effective delivery j m. The effort in ~
referénce is a three-yea; implemen tion: pro)éct in the " -
state of Onggon known ‘ag*the Car(;er Ixfformgﬁon Sys- S
tem. The objective of this experiment was‘to ascertain °
‘what is reqmi'ed by way of mfonpatlon dé'velopment ac- -
tivities to translate baslc labbr: misket data into infor- N

'f patmn tha‘tqs mtelhgyble for mdmdutys what is required "
by ‘way*of in-service traxﬁu)g and 1¢$Iated activities .o *

r“‘l . '

.
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foster effective use of the system, what is required by

way of management to keep the pieces reasonably intact,
and, perhaps most importantly, to discgwer whether such

“ a system would be supported by its constituents. To put

it simply, the Oregon project was an attempt to answer

- ’the question, “Can a small western state find the where-

5

withal to give its people the straight scoop on jobs?”’

This is not the first time someone has tried to imple-
ment an information delivery system. There are micro-
form “VIEW” projects in many states, and the computer-
ized “CVIS” program is being operated in several places.
But their financial and technical resources have been
limited. They have typically been operated as special
projects by single agencies, often individual school dis-
tricts, for the benefit of a single clientele, usually sec-
ondary school students. They have therefore been forced
to seriously compromise information development or
service to user agencies. The Oregon approach is of inter-
est, therefore, beeause of its attempt to tap the resources
and, serve the clientele of various agencies and to estab-
lish an information delivery system on a permanent fi-
nancial and institutional foundation. This paper will con-
centrate on the organizational strategies’ employed to
establish a career information system in the existent
economic and institutional environment.

Characteristics of the Environment

Several characteristics of the envxronment are signifi-
cant to the effort and to understanding the extent to
which- Oregon’s experience can be generahzed These
characteristics are as follows:

Characteristic 1. People who need occupational infor-
mation are scattered among many types of schools and
agencies (and many are not served by any institution).
High school students are not the only people who make
career decisions and need occupational information. The
clientele for such information extend at least to junior,
high schools, colleges, vocational rehabilitation offices,

#
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correctional institutions, and community centers.
Characteristic 2. No single agency had the breadth of
mission or the expertise to carry.out the full range of
information development activities and to relate.the sys-
tem effectively to the various types of schools and social
agencies. Knowledge of data sources does not suffice in
integrating information into school counseling systems,

~ nor does the reverse apply.

Characteristic 3. No single agency has the money, or
more precisely, no agency is prepared to re-order its
priorities sufficiently to underwrite the operation of such
a system. In fact, it was only in the Oregon system’s

‘fourth year that either of the two most likely candidates,

the Employment Security Agency and the State Depart-

ment of Education, contributed financial support, and

that was from a federal career education windfall.

Nonetheless, there are significant, if fragmented re-
sources, that are likely to be found in all states.

Characteristic 4. Counseling services exist in a wide
variety of institutions.

Characteristic 5. Data that are useful in career plan--
ning or, if not directly usable, that can be utilized to
make helpful observations, do exist in a wide variety of
places.

Characteristic 6. Concern for career planning is being -
stimulated in many quarters by the career education
movement.

There are a few characteristics that are somewhat pe-

culiar to Oregon that are also significant.

Characteristic 7. The population is small—3%.2 mil-
lion, requiring widespread use to justify the service.

Characteristic 8. The state has several distinct eco-
nomic regions ranging from coastal plain to high desert
with distinctly different labor markets, requiring local-
ized information.

Characteristic 9. The State Department of Education
has fostered an extensive career education program, in-
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cludmg a staﬁ of reglonal career education program co-
. ordinators who have provided substantial assistance in
local implementation efforts.

‘Characteristic 10. The Employment Division has a
better than average set of occupational employment data
-accruing from its extensive skill surveys and early work
with the industry-occupational matrix.

As an environment for implementing an occupational '
information system, Oregon shares many salient char-
acteristics with- other states, notably limited resources
and fragmented; serwces It has certain disadvantages
accruing from its size and population and certain advan-
tages in relevant research and service activities.
Features of the System

The' features of an occupational mformatlon delivery
system are such that they forced Oregon to oonfront the
characteristics outlined above.

Feature 1. The cgsts of operating the system are not
trivial"Information files must be written, materials must
be produced and distributed, and the staff of user
agencies must be trained. Implementing a system is not
simply a matter of loading a computer program on -a
new machine, but requires an mterdxscxplmary staff and
appropriate mnnagemint systems.

Feature 2. Not only are costs substantlal they are
continuing. Labor market information is of frustratingly

~short useful life, as we all know,.so files must be con-
tinuously updated. Moreover, personnel in schools must
be introduced to the system and experienced personnel
shown more creative ways to utilize it. One-time imple-
mentation costs are a small part of the cost of operating
~ the system,; its costs are not front-loaded.

Feature 3. Thé marginal costs of added information
(additional occupations, new topics, local geographic
areas, etc.) are high relative to average co{ts but the
- marginal costs of serving additional users are low. The
reason is that costs of information development and man-
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agement are relatively fixed, while the costs of materials
and computer time are a function of the number of
users. At current volume of usage (140,000 individuals),
fixed and marginal costs are -approximately equal at
$200,000 each.

Feature 4, The delivery system ijtself is relatively new,
undoubtedly requiring fine tuning if not major modifica-
tion during its early years in response to the experience
of users.

The extent to which these features would character-
ize delivery systems other than the one Oregon operates
18 not entirely olear, for available cost data about sys-
tems are not coriparable. However, the fact that infor-
mation development and inservice training are major,
common cost elements and the fact that Oregon oper-
ates both computer and manual needle-sort delivery sys-
tems suggest that other systems would exhibit similar -
features, though marginal costs of adding users is prob-
ably higher with many systems.

Strategic Decisions

Given these features of the delivery system and this
environment, one can better understand the decisions to
innovate in the organization and management of the sys-
tem. Several of those decisions are significant to the
development of the program in Oregon and are instruc-
tive for other states as well.

Strategic Decision 1: Use of Existing DatgyLimited
resources for basic data production and suspicion that
creative use of existing sources can produce a lot of use-
ful information for individuals prompted major efforts to
use existing data sources. Standard labor market data

_sources were used, but also tapped were obscure and

informal sources including many that were originally
established for other .purposes altogether in preparing
occupational and educational descriptions.

Strategic Decision 2: Consortium Management. While
no agency wanted complete financial responsibility,
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neither did the planning group want to see the system
become the agent of any single institution. Consequently,
the system is managed by an interagency consortium

representing data-producing and information using

" agencies. Approximately half the consortium board mem-
bers represent user agencies. This interagency approach
is §dvantageous as the staff tries to serve both schools
and social agencies with their disparate traditions.
Strategic Decision 3: User Fees. Another most inter-
esting strategic decision, made of necessity rather than
desire for economic experimentation, was the decision to
base financial support on user fees paid by the schools
" and other population serving agencies. This decision was
calculated to achieve a broad financial base and to assure
the organization’s responsiveness to users. This strategy
" obviously required an initial subsidy until a user base
could be established, and that subsidy was provided by

.the Manpower Administration’sxOffice of Research and

‘Developmeat in the form of a declining contnbutxon over
a three-year period.

Strategic Decision 4: Marketing. deespread usage as

. a means of minimizing average cost is an obvious goal in

such an environment, so the Oregon Career Information

System embarked on an active marketing effort, initially

among secondary schools, then among community col-

leges and social agencies.
The price schedule under which the Oregon System
- has been operating provides a price break for quantity

usage. This practice is partially a recognition of the .

economies of scale associated with area-wide usage, but
it is also an intentional inducement to group agreements
covering a number of school districts in a single geo-

graphic area. Under these group agreements part of the

responsibility for materials distribution, training, coordi-
nation and troubleshooting is borne by the sponsor
agency (usually an intermediate education district, or

county school office). This division of labor capitalizes
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on local relationships, enhances the user agencies’ sense
of control over the system, and reduces the need for staff
to deal continuously and directly with each of the schools
using the system. .
Response of the Environment to Oregon 8 Career
Inforntation System

Perhaps the biggest question to which the Oregon
experience provides some answers is the question of
whether schools will respond to a quality, localized serv-
ice when they must pay for it. The answer is clearly
affirmative, at least at a cost of $2 to $3 per student per
year. At these costs, usage of the system has doubled
annually for four years.

Fiscal Year ' Number of Users

FY 1971 1,000 (experimental)
FY 1972- ¢ 15,000 i
FY 1973 30,000

FY 1974 70,000 *

FY 1975 140,000 (preliminary)

Widespread usage has been achieved in secondary
schools ‘and community colleges, with substantially less
usage in other sectors of education and in social agencies.
During the current year, usage is expected as follows:

. Percent of Clients
Institution? Using CIS
" Secondary Schools ‘ 60 '
(junior and senior high) ' :
Community Colleges : ' 40
Colleges and Universities 10
Social Agencies (primarily correctional, 25

community action agencies, and
vocational rehabilitation)

Fees from these user institutions currently cover ap- ‘
proximately 95 percent of the cost ef operating the sys-
tem.
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The responses of some agencies have been more hesi- -
tant, however, and there has been one frankly competi-
tive mponse——a computer program for occupatlonal .
guidance.

It would be an exaggeration to say that the system has
become the coordinator of career education, manpower
programs, and career guidance in the state; but it does
serve as one such force. Its Board provides a regular
forum for understghding and informal mediation of* -
agency interests. Communication and cooperatlon on
matters unrelated to CIS have oé¢curred as a result. '

While it is a lot of work, and certainly not costless,

~  the consortium approach has served its original purpose,
namely to provide a broad, fipancial base, to improve
access to the informational and service resources of dis-
parate institutions, and to provide an environment for
information development relatively free from the partisan
‘biases that exist in institutions that have specxal program
interests to promote.

The relation of the system to program planning is a
matter of some interest here. To understand it one must
remember that the system’s output is primarily designed
for-individual career decision makers. Partially :because
of this emphasis and partially because of its user sup- -

- port, it has developed something of a consumer orienta-
tion, And is seen as a service to the clientele of local
agencies rather than as part of the state administrative
and planning structure. Nevertheless, local program plan-
ners find some of the information files to be of direct"
utility, and the staff is frequently called upon for
assistance with manpower or career education program
planning questions.

Conclusions . @

What is to be learned from the Oregon approach?

. First, an effective delivery system is as much a part
of improving occupational information for  youth as better
data and better educational and counselmg services.
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However, there is much more to implementing a career
information system than making a computer run. It re-
quires people, organization, and financing to provide the
essential content, management, and service.

Secondly, people do use such systems and service
agencies, especially schools, respond favorably to the
availability of quahty, localized information, even when
they must pay full cost for synthesizing and delivering
the information.

Thirdly, such an effort is demanding of those involved,,
requiring new applications of research and counseling
disciplines, and a move toward cooperation by institu-
tions that have traditionally valued self-sufficiency and
unjlateral, control very highly. i

An interagency consortium provides one eﬁecthe ve-
hicle for tapping ‘agency resources and medmtmg their
interests, while putting users in the forefront of dec1sxon
making. -

The results of this experiment in Oregon is an 'operat-
ing service that w111 continue withotit direct federal
subsxdy '

"



