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ggiecttve:

The questions for this study are: "What role do certificates,
licenses, diplomas and other credentials play in a decentralized
vocational education’ system of public and proprietary sthcols,.
comnunity colleges, union apprenticeships, the military and
correspondence schools?" and "What role can certification play ip
the CETA system?™ £ . ° :

4

Methodology:

[

" These questions were explored in interviews with a variety of-
researchers io vocational gducation and testing and with personnel
directors from firms, school directors, and professional associations.
A literature review was also conducted on occupational testing,
vocational education and work, employment qualifications and licensing,
and certification practices.

Findings:

Ideally, certificates can be signals of individuals' competence in
the labor market and a means to clarify the outcomes -of traioing
programs. In fact, our research and interviews show certification
plays a smaller role than it might. Certification schemes are too
nurerous, too varied and too limited in their information to provide
a clear signal to employers, students, instructors or consumers of
the skills underlying the certificate or the quality of the training
program behind it. The tests underlying the certificates can be
questionable predictors of good job performance and biased againsi
‘minorities, .

Certification processes need a good deal of improvement before they
can approach their potential usefulness in the labor market. Research
and development are now being focussed on national standardized
certificates, on indicators of werk habits apnd basic skills, and on
unbiased and “job~relevant tests and skill records.

Policy Implicaticns:

CETA should develop & certificate and certification process with
the following features:

-~develop one~page graduate skill records with measures of
competency in basic skills, work habits and speciaiized
gskills and a dzscription of the trafning program;

--require local prime sponsors to use naticnal model skill
records unless they have acceptablé substitutes;

]




~wgxplore the use of standardized competency tests. Develop
an inventory of specialized skill tests and support the
development of tests or measures of work habits and generic
skills;

--get mininum national standards for passage of the tests and
allow the prime sponsor to set higher standards if so wished;

——gstablish a full-time placement office with each éiime sponsor
and market the standards and tests to employers on 8 nationwide
basis.




SECTION A

CERTIFICATES AND TESTS™ THEIR ROLES
[N OCCUPATIONAL TRAINING.

1. Introduction
*  Many youth and adults go iﬁfo'formal postsecondary training each

year. A 1976 survev'%; the nation's 1972 high school seniors Shows
that 39 percent had ei;ped°CErtificates, degrees, licenses or diplomas

R

of some kind. Of these a good portion were vocational: 40 percent earned
; )

certificates; 15 percent earned licenses; and 9 percent earned

two-year vqggfﬁggal school diplomas. At the same time, i€ percent

S ~
earned two-year degree$ -and 37 percent earned bachelir's degrees. While

Y

LT

over 60 percent had earned Bo degtifs or certificates 2t that point, many
of tﬁeSe may have been in training E?hgspms they did not complete.V

The .postsecondary vo;ationa! edué@gion system is.§ery diverse ;nd
degentrhlized. A student may find ayﬁave-month program or a twenty=four

month program for similar occupat@dﬁal specialties. He may choose among

& "
a2 variety of schools and programs with different tgaching approaches:
-3

public or proprietary profitﬂﬁking schools, community colleges, union

apprentiqeships, the miiitary, correspondence schools, government man-
powér training programs, éonmunity organizations and employee training
programs. There is*alsg a myriad of occupational specialties, from blue-
print reader to master craftsman ;o welder in the trades aloﬁe. in any
mztropolitan area, Viterally thousands of options ‘will be open to a student
lobking‘for‘career training 2nd the best match uf institution, £ost,

. _'length of program and occupationé?fgpecialtv.: ‘ -

Coordination among these schools and programs is minimally 50u§ht at

the national or the local tevel. The resul;lng system, with its lack of

common standa;i; or comprehensive planning, is Etrqng in severgf respects.,
4t allows for a wide range of options to develop for the studedt,

' 7
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in teaching method, flexfbility of'scheduling and other characterist{cs
of training. Decentralization also allows the system to respond

rapidly to the changing sk}li needs of regional and local labor markets.

For example, proprietary schools, which are f;;’;;::d;;ee of federal or staté

guidelines, appear to be particularly responsive,to\enplgye;qt needs aad ’

-changlng labor market conditions. Evidence from 2 variety of studies shows that
. . .

thev close and Open new programs and improve their equipment more often than

their public settor o&unte}parts. Military training programs have also

Ll

N .
been innovators in short, Intensive courses and in 1inking jobs and
education through explicit task analysis and perforﬁance testing. Free-
dom from the.curriculum constraints of public education systems has

made this possipig.z

Decentraiization and lack of coordination have distinct weaknesses as

well. Gaps and surplusses In particular fields may develop at the local /

level when there is,minimal communication or incentive to jointly -

plan among institutions. Dissemination of new ideas and approaches across
the system is unnecessarily siowed by the ba!kanization—and-lacknofk
communication among practitioners and researchers. For example, public

vocational educators are generally unaware of the successful innovations in

the military sectér. ,

Finally, and most important for this study, the sheer nember and the
- -
diversity of schools and programs confuse students and eémployers alike.

Students gn their own have Iimited‘ﬁeqns to assess the curriculum or fhe .
payo ffs ;o training from the wide rangc of programs in the area, and their
" cholces are not fully informed. A minority of Proprietary schools actively
engage in ﬁlsrepresentation and low quality training }or ngp-existent jobs,
and the FTC and state licens}nﬁ boards are now dealing with problems of
this sort by requiring blacement information to“be divil!ged.:3 Employers

¥
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also find the dlversity of programs c§nfuslng, While large and well- ~

established schools such as Katﬁfrlne Gibbs Secrefarfal'Schod1 h;ve a wide
and strong reputation, employers are u;éble to dtstinguisg among, the
countlcfs'programs and schools, around the countyy. The net effect js a
discounting of the value of éra}ning and the reddction of incentiv;; o
for high=quality-training on tﬁe pard of students and schools aliké;

The strengths and weaknesses of decentra!j;ation create a constant Egnsi?n
betweenr:hh need to encourage dive(sity SBd respansiveness to Iacal labor .
ma;két needs and industﬁy‘é*ﬁi!ll requirements and the need fof quali ty
controt and known stiadards.in all aspects of vocational tr;inlng. A
similar tension exists_In the specific case of CETA training programs.

In thia setting, the questionf for this gaﬁe?‘are: "“What rote do
certificates. licenses, diplomaes and other credentials play in a
decent;alized vocational education systénﬁ and’"what role‘can certifi-
catibn play in the CETA system?” These Questions were explored with a
variety of're;;archers in vocational educattion and'téstlngland with personnel
and training directors from fifns. school directors and professional associa~
tions., jA 1iterature rgview was also éondqcte; on occupational testing,
vocational education and work, employment qualifications an? licensing,

¢ .

and certi fication practices. ‘

ideally, certificates can be a signal of an individual's competence

in the labor market and a means to clarify the outcomes of training

pﬂogramsf In fact, our research anrd interviews show certification plays a

t

émal!er role than than it might. (ts effectiveness appears to be limlted by
the very diversity of the system In w;lch it operates. Certification
schemes are often too nmi‘ous, too varied and too limited in their informa=
tion to provide a»clear signal to employers, students, instructors or’

consumers of the skills underlying the certificate or the quality of the
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training prqgram-behind tt. The tests underlying the certificates c.an

be questionable pred!c'tors of good Job performance. As a whole, certif- °

\ -

ication processes need a geod deal of Improvement before they can approach
» * ’ . ~
their potential usefilness in the labor market. -
. o . P

RN Functions of Certification ~

Definitions - T O

- For the purposes of this paper, a certificate means a record ¢f the
w L

competencies of an Individual for employmant. 1t may be a school diploma,

a' license or a portfolio of documented si:iils*and ' tests of some sort may
& 3

s

have been used to measure the-skills shown by the «certificate.

A certification process includes bpth the steps by which an individual

acquires a certifi}catc'and the standard-setting whigh establishes skill and

’ - N - 3
other requirements to acquire a certiricate. | ~

T

{nformation Slignals

Certiflcates and certification processes ¢an be used to provide
the follcming infomatlon in the h,arketplace and training system*
l) a signaJ to an employer of the accomplishments and aptitudes of
an applicant for a job or a candidate for prorrotlon.
2) a signal ‘gg_t_l]_e; s tudent of the goals he or she must eet in an
!nstructlonal program or to galn entry into an occupation;

3) a signal to instructors and administrators of how well an vJucatlonal

program ‘s meeting tralning standards; and
4). a signal to consumers of the q,i:a.’.‘ity of the Yabor thay, produces goods
and services. - o ‘
In the tateiry S Ol .rc%tt‘fer.e ARARIAILLS ciantﬂsudersl PR dRunsary (it s

section.
. v . -‘
L(




Fon Egloyer;, the qertiflcate §ayr\ the bearer has completed certaln

: e
tasks or rnet spec!fic standards. At the sln&ﬁt Ieyvel, a diploma or degree

.

shows that he/she has. the motIvation and perseve}‘ence to enter-and complete
a vocat!onal ‘program and has been exgosed to at least so:peé)f the conmptsq;d
demands of the occupation.’ lJf__ the certification‘ inclPdes test!ng, the
individual's speclfic ski'lls will also be rre.asured more or less’ prec.lsely.
I1f the test is written, certification c\an .i':vea?. cooni tive understand‘ing of
the job’ and the student‘s test—faking-abl!ity. With hands-on performance
tests, what the- individual: ‘can do In practice can be ciosely meas ured.
v

For the enp‘loyer, a certifi‘cate can be an Important, ' not. critical,
component oi.-' a hiring or promotion decision ¢n an ind-ivld-.'.a“. Along‘\:r'ith
personal lnterviews and recommendations, certificates den)onstrating s choo}
attendancé or passage of tests can be used to place the Individual in
tl:ne, firm where his congpetence matches the demands of the job.‘ As ar informa-
tion signal, the certi ficate thereby increases the efficiency of worler alloca-
tion detxsions and specializatlon in the labor market..

. ——

For the student, a certificate can be an irrportant means to ‘job_advancement
and a stimulus to investment !n&s;dll‘s‘ P‘roof cf job competence or skillg ‘
gives the Indivldual an advantage over other applicants in access %o high-paying,
stable jobs. To the extent that empldyers pay ;ttention to ¢certificates, . .students
have the Incentive to invest in skills and schoolifig. More students will
pursuc spacialized tralning in greater depth, the clearer thc signal and the
more weight employers attach to It in hiring and promoting.

While the student {s Inygchool, the certification process aiso présents .
a set of goals. ' If there are no tests, it may only show what attendance record
isr‘required to get a ceﬁrtificate. With tests and with courses r_eflecting
* the occupation’al requl rements, the certificate hcws the student the compéatenciés

that are considered valuable to enter a certain occupation. {t also establishes

i1




dtendards of profiniency whicl:n mus t vzt and sets out tasks to be
wmastered by the student while in school.
For the school, certification can play a significant tole in

- coordinating and creating incentives for high quality training. Clear

.

standards and tests pgpvide teachers and administrators with 2 common

set of objectives.for the performance of graduates. As’ such, they serve
- .

as one of Se\feral:;.uechaniszns for translat?’ng job ‘requl remgnts-lnto '

t(aining objectives and programs. .Standards or tests are expensive ’

to “develop; once {cnown, they provide models for all participants In the
system to follow. The performance of graduati.-s on standard wri tten tests

can also provide the means for evaluating teachers or prograus and for

-~

-achieving internal control and accounl?abi_l_lty. 8 e

Far t‘he consumer, certification allows a buyer to see the qt}h\t&-— —

of the .Iabor--and thus the quality o.f the product or servlice he is

purchasiﬁg. lflall the auto mechanics In a certain shop are nationally certifieﬁ
f-or their work, the consumer may think this is the sign of a good product.
Certification can‘a.!so‘be used as a sign that the :uorkep has met minimum

safety and tcamp‘etency ‘standards.

‘ As‘they provide more ‘informatlon in the marketplage and in school,
certificates ha\;e. the potential to replace custom and pre_judice in hiring;
to replace subjective feéliqgs with-objective ‘measures of competence.

As §u\E|-f, they can help wopen, bilacks. and oéher minority groups to advance
in the labor ma‘rizet.. However, the tests and standards developed must !
nr.;t in their own fashi;n c.cea?e"a new bias in ‘hiring, toward those who

do well on standardized tests, for examplé. but not on the job.

Views on the Effectiveness of Certification

Two studies by economists help to dlarl_fy both the potential role

and the pitfalls of certificates In the iabpr market; one, a model by '

e 1
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Michael Spence of job market signallng;" pnd, two, a model by George
Ackerlof of the effects of uncertainty on the quality of goods prorlucet:l..s
Taken together, tgl';ey highlight the importance of clear information in the
Job market, the costs for the emnloyer if It Is not read.il\‘f available,

A g -
m,{,_gg misallocation which can result from poor signaling, and the growps, .

particularly the di+advantaged, who .-:uffer from | t,

Spence characterizes the hiring process as {nvestment under uncertainty.
Employers wi il us{::atgver signals or measures a-bout the competence of
applicants they can find‘at low ¢ost to reduce the uncertainty. lIn
effect, they try to p‘rqdict the peri;ormance of applicants on_the job and
use characteristics such as sex, age, previous work experience, education
and test results to estimate their productivity. These screens are
based or; both the prior experience of hiring and the subjective prejudice
of the employer. They prowide a cheap way to :th throligh a pjle of
applications, but they will hurt the individuals who‘are qualified but
fall to meet the employer's criteria. Screejs are mere\‘y probabilistic
estimates of performance, anﬁ mistake: are made in both directions.
Employees are hired whose subsequent work is below expectations; conversely,
éppl!cants are pot hired whose performance would exceed the expectations

based on blunt Screening variabies. A "

Certificates can paly an important role In replacing the custom

. &
and prejudice detrimental to blacks, womem.a he poor by objective

measyres of competence. Those who can do better than ;:he norm of previous
generati.ons wil) have the oppqrt/{:nitv to advance above Jt.

However, certificates the-rénselves can be Imprecise and discriminatory
as s;:ree:ns. If the certlficate does not distinguish clearly the skilis
of the graduate and the nature and quality of the program, then employers

wiltl group holders of certificates Into very b;oad categories.




All vocational students, for example, may be lumped together regardless of

their level of skills or competence. The reason Is, as Spence points

out, that it costs money for the employer to find out for him/herself

L

about each and every applicart and each and every program. Those who are

better than the category to which they are assigned are hurt by the
bluntness of these assumptions.
tn this regard, George Ackerlof has described the costs entailed for
- youth coming from <chools employers know to be in disadvantaged nuighborhoods :
«eothe unrellability of slum schools decreases the economic
possibilities of thelr students. ... an employer may make a
ratlonal declsion not to hire any members of these groups into

respbnsibie positions—~because It is difficult to distingulsh
those with good job qualifications from those with bad qualifications.&

in his modelling of the effects of uncertainty "Ackerlof futther
points out the reduction in inéentives to excel for individual students in slum
schools. 1f employers cannot distinguish the well~trained from the poorly- ¢
trained, the competent from the incompetent graduates of a school, they will
offer the same wage to all. The better student has no Incentive to exceed
this level of achievement, and the poorer student has no incentive even to
achleve it. Over a period of time, the quality of educatlon of the
entire student body falls and its reputation with it. Ackerlof has
, pointed out fo~ » variety of markets such as used cars, credit, or
insurance, that uncertainty about quality creates the conditions for the
‘'bad to drive out the good.! Ultimately, there is a tendency for a
"reduction In the average qualfty of goods and also in the size of the
market."7
This tendency for uncertainty in a market to reduce quality is

also at work among vocational schools and programs. |f employers and students

cannot easily discriminate among schoos, taen the incentive for providing




high-quality training ls.reduced. Conversal}, fly~by-night operatlons
caqg ?nd do, benefit from the general reputation of ptivate schools
and are able to provide low-quality training to the unsuspecting =
student. However, over a period of time, the confidence of the'buh]!c
in qcﬁbols in general wanes as news 1s spread of those who actively
mizlead potential-enrollees. Ultimately, all schools can suffer
from the reduction in quality and reputation which occurs.

The uncertainty fo: employers stems from the large numbers of
workers_agd schoo!s in the market and the infrequency of contact
with each other. Only in cases with well<developed links between a
school and 2 small numser of local employers is this uncertainty
reduced over time by experience. There are several remedies in markets
of this sort: either chain stores, restaurants or Schools which
guarantc2 a standardized product across large numb;rs of suppliers:
or, associations of suppliers to establish minimum standards. However,
unless these Standards are required by law, there are always firms-

4

or schools which percelve a benefit firom diversification and di fferen~ ¢

tiation from the norm. This might be in the form of increased specialization,

innovative programs or lowered quality. Once again, the lack of -
coordination in the vocational training system encourages healthy
diversity, but the fheér number.of programs makes It';ll but impossible
for employers to have anything but broad, sweeping gengraltzations
about them. Ultimately, all suffer from the uncertainty created.

-
.t

Ili. Postsecondary Vocational Certificotes
and, Their Requirements

Postsecondary vocational certificates Include the following

L

major types: school diplomas or degrees, apprenticeship zertificates,

>
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licenses, voluntary certificates, military certificates and the General

Educational Development (G.E.D.) certi ficate.

.Séhool Certi ficates

$chool certificates are u§ually simply diplomas. The* state that
3 student hgs'sucéessfully completed a program of forma! study, generally
fn an ocecupation as specialized as "transbortétion secretary." To achieve
a certificate, in most cases the student has taken a variety of tests along
the w;y. These are primarily written tests and often multiple choice.
Per formance tests are common only for the mechanical skilis like typing or

welding.

" The schools which grant these certificates are publicly or privately

funded. The private schools can be nonprofit or for profit (proprietary).
Their programs can range from a month to two years and cover fields from -
?usinegs to‘auto mechanics to medical records administration. There were
pver 8,300 such schools in 1975 and well over 80 percent o; them were pris
vate., Table 1 shows the variety of public and private schools ava{lable. :
The contributions of broprietary school training was one of the first
issues assigned fef this study. Because of their training, proprietary
school certification processes--although not the paper certificate itsalfa-
are distinctive. Proprietary programs pay close .attention to the interests
of employers and the needs of the students, many of whom may have been the
less successful students In prior academic settings. HMost of the instruc-
tors come into teaching from the world of work. The instruction, particular-
ly in the trad; ;nﬁ technical schools, is done in short units with continuous

‘feedback and evaluation. , The instruction s often done with more up-to-date

% equipment than that which is used in public schools. The instructors




" Table 1

Noncollegiate Postsecondary Schools
Offering Occupational -Programs:

Total ' Public Private
1873 . 1975 .. 1973 1975 .. . 1973 1975

Total 8,846 8,356 893 96k 7,953 7,392
Vocational/technical 1,167 1,187 579 594 © 588 593

Technical institute 215 210 52 18 163 172

: Business/tom@erclal 1,252 1,150 } | 1,241 1,139

COSﬂBt{C/barbe 2,505 21 " 2,501 2,307

. Flight 4 1477 1,265
Trade . 678
Home study

Hospital-

{Source: Departme;t of Health, Education, and'Welfare-~National Center
for Education Statistics, "Directory of Postsecondary Schools With Occupational

Programs", 1973-1974 and 1975-1976. )
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are seen as responsible for the student's success. Tf a student does

not make it, it Is the teacher's fault. .Hany.prpprietary schocls also
emphaslze attendance, dregp, and interpersonal skiils for the working

enviroﬁment. Poor attendance is not tolerated and strict dismissal

-

or class make-up .procedures for poor attendance are common.  Because of

these features, the graduate with proprietary school certification may

well have a greater degree of understanding of the work envi ronment

-—

as they enter the job -market and more performance skill testing than

<
+

the graduates of other programs.

Apprenticeship Certificates

Apprenticeship certificates are granted to those who have gone
thfough training programs approved by the Bureau of Apprenticeship and
Training (EAT) in the U.S. Department of Labor., There are over 450
apprenticeable occupations, primarily in the skilled trades. Appren=.
ticeship certificates are simply the formal statement, than an individual
has completed training In_anAgpp;qggjgegble occupation, According to
the Sureau, apprenticeable occupations are learned through a 5Structured
supervised on-the~job training program conducted by labor or industry.
They are 'clearly identified ana cémmonly recognized'" throughout an
industry. They involve mSnﬁal, mechanical or teqhnical skills which
require at teast 2,000 hours of work experience to learn. They:also
include at.leaét 144 hours per year of related classroom instruction
given ifi a local vocatiqnal s chool ar community colliege.

In addition to the national recognition and on~the=~job training

~

that mzke apprenticeship programs distinctive, they also have an Interview

process for all applicanvs.” Ar applicant is interviewed by a group of

four people -about his educatio{, physical health, interest in the job, and

-

attitude towards.-the woik. The' responses In these areas are evaluated -

- -

.
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and combined with an assessment of other personal traits to.give the
applicant a score from 1 to 100. Thls score will affect the Tndividual's

- chance to ge® into his chosen program as soon as he would like,

Licenses
A license gives an individual legal a.:thority to practice an
occupatfo;. The authoriéy is -usually granted by a state board and is
required to perform ce?ig?ﬁ tasks. Fq? example, any mechanic that
' ' performs FAA-required inspections must be lite;sed by the FAA.
Licensing usually requires experience or formal training. Written ‘ ™
exapinations are usually given. in a few cases-ffor e;ampie, plumbers
and cosmetologists in some states--performance tests are given. Minimum
age requirements are common, and statement attesting to sound morai
charactermm;y also be required.8

Licenses are required in all states for the foliowing occupations:

barbers, cosmetologists, embalmers, dental hygienists, practical

E}

; gg[@gg_ggg_§§xplggé_gg;ﬁ§3£5§.?_ﬂgggx more occupations are licensed in

some states. There is & strong tendency for members of an occupation to
band together as the occupation grows and request licensure from the

state legislature.lo

“Voluntary Certificates

Voluntary certification is a nongovernmental recognition of
competency in an occupation. !t is not requi red for practice in the field,
3
hut it may be a means to Ligher salaries or promotions. The certificate

is usually granted by a professional association such as the American

Dental Association or by an Independent agency such as the National

Institute f Automotive Serviéé Excellence, whose sole purpose Is
- . H ™ w\."— -

certification.., ™ ¥ .
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As wlth‘liEensing, certification usually requires a certain period
of experience or the completion of a formal course of training in the
i

occupational specialty. Written examinations are given; it is generally

assumed tnat performance testing has been done through the training or

work experience.]‘ 4 o

Voluntary certification is predominant In the allied health

occupations. Some examples are:

Dental assistants = Certifying Board of the American bental
Association;

Emergency medical technicians = National Registry of Emergency
Medical Technicians; .

Medical technologists ~ American Medical Technologists or the Board
of Registry of the American Society of Clinical Pathologists
or the International Soclety of Clinical Laboratory
Technologists; and

Medical record technicians = American Medical Record Av.ociation.

Ll

in othér fields, automobile and truck mechanics can be certified

* in several different specialties from front-end to brakes to diesel

.engines. Financial analysts, real eState appraisers and travel agents

can also acquire voluntary certificates.

¢

Military Certificates

Each of the Armed Services certifies servicemen in particular
occupational competencies. In 1976, 129,000 servicemen were trained in
88 training centers and schools. The certifications awarded are known as
mi 1 itary.occupational specialties (M0S) in the Army and Marine Corps,
ratIngs in the Navy and specialty codes in the Air Force. In the Army
alone there are” over 350 ﬂOSs, with up to five skill levels designated
for\QEEETdBS;X/fJﬁB L . c

) Ev;;; ertlisted man or unmaa has aﬁ occupational sésignation.v They

are the result of formal tralning and the tests can be performance or

<0




written tests. These,certifiéates piay an Important role in promotion
and career deveiopment‘. The certiflication is &atlonally the same

" withln each Service but across Servic;s the specialties may be named
and develdped alona slightly different lines. For exa;Ele, jobs similar
ta civilian physical therapist work include physical! therany specialist,

occupational therapy Sbééialist and orthopedic spectalist in the Army,

hospital corpsman in the Navy, and physical therapist in the Ajlr Fi:n't:«e.]2

General Educational Cevelopment Certificates

The General Educat;onal Develoﬁm;nt (GED) certificate gtates that
an individual has met basic e&ucation éequirements at the secondary level.
GED_training and testing are for those without a high sckaol diploma, and
the GED certificate is often accepted as the equivélent to a dlploma.
0ften ﬁED training is self~Instruction. Thus, the certlficate shows
that an individual has taken a test, but not necessarily that he has
had formal training.

___BFD testing is done_on equivalent tests nationwide. The -program— - -
ié administered jointly through the GED Testing Service of the American
Council of Education and state education depa?tments. While the tests
are the same nationally, each state sets‘lts owr. minimum standarés for

passage and sets its own policies In age requirements and eligibility

for retesting.

<

IV. Evidence of the Role of Certificatlon
in Training Programs and the Labor Market

In 1ts ideal form, a certificate can be an Imggrtanﬁ signal to
employers, studehts, schpols and consumess==-a signal which facilitates,
hiring and promotion decisions, encourages inveStments of youth in

trainlng, coordinates and controls performance of teachers and programs,
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and guarantees an acceptable quallty of goods and servlces. (Is there

&ny evidence that certificates and the certification process fulfill

these important functions? To answer, this; there are two specific issues

to be addressed: ' s

l) Does a certificate, defined as "a record of the competencues
of an individua) for employment™ have an affect on hiring and
promotion? 1f so, what kinds of information in a record appear
to have the most vaiue as signals of .competence? Completion

of a. program? Test results? Or other information?

2} Do certification processes raise quality and maintain stan-
dards within schools and training programs?

The Role of the Certification Process in Schools and Traintng Programs

Is there evidence that certification processes raise quality and
maintain standards wi ithin schools and programs? There are several ways
in which this can work:‘ .

~Tests and standards can motivate students’ viork;

1

=Student performance on tests can be used as ¢ means of account-
ability for teachers and programs;

-

;Thg development of tests and standards can provide a forum as
a2 means for administrators, teachers, researchers and employess
to discuss and develop high-quality curricula. .

One test of the effectiveness of the certification process In main-
taining standards wouid be a comparision of the quality of several

schools or bragrams and the extent to which they use tests and cliear

standards of performance for completion of a degree or program. Data
simply do not exist to make this test.' The performance of graduates

k]

of several programs can be compared but there are more factors than
certification atpwork lthn Jﬁstitugion which mlght explain_qny gif-
ferencéé-in graduates.

Casual empiricism suggests, however, that these three certification

e -

mechanisms-=student motivation, teacher and program accountability, and
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cgrricu}um deVBlOpment**can‘contrlbutp to high=quality t;aining. inter=
views and l}terature revieuw reyeal that some program administrators
‘sel f-consciously d; use certlfication in these ways and believe they
make a differ;ﬁce. While there is no evldence on how widespread these
b3

practices are, comments of the administrators are nevertheless presented

as examples of what can be attempted and, hopefully, achieved.

~

Motivation for Students

First, 1t can be argued thgt difficult tedts 4ith a critical impact
on entrance into a profession are‘strong motlvat;rs ?ér learring. Law
stuéents and medical students study fevertshl; for séveral months to
take their board exams: graduate students study'for genergl eggms.
Nhgther or not studying for exams constltutes learning in th; right
sense has, of course, been debated on many & campus. Neyertheles;,

¥

'tesfing and grades remain a primary mechanism for motivating students
and signaling to them what body of knowledde is needed for professional
or academic practice. B . ' - 4

Proprietary school representatives sugges . arly;‘that tests

‘”and grades are 3mp5‘ ant to&ls for motivat vocational students., Hany

difficult over time, schools can help students overchme their fears and

commit themselves to the program. A. Harvey Belltsky in a 1963 study of

proprietary schools suggests that the breakdown of a course into short,

sequential units {with graded assignments or tests) Is *‘perhaps the most
- ( .

distinctive method of Instruction found In prlvate schools."

He cites

as an example a mechanical drafting course with 38 units and a letter grade

-

asélgned for eaCh.]3

Sz




Bellitsky points out the critical lin.k' found by psychologists between
success at learning and basic motivation. He Quotes Dr. David P. Ausubel:
Frequently the best way of motivating an unmotivated pupil is to
I~nore his motivaticnal state for the time being and concentrate
on teaching him as effectively as possible. Much to his surprise

and to his teacher's, he will learn despite his lack of motivation;

and from the satlsfaction of learning he will characteristically
develop the motlvation to learn more.

Paradoxically. therefore, we may discover that the most effective
.method of developlng Intrinsic motivation to learn Is to focus
on the cognitlve rather than on the Totivational #spects of

.~ learning, and to rely on the motlvatign that s dbveloped retro-
. P actively from successful.educational achievement.l

Belitsky clites other incentives for students to study in proprlétary
schools which are related to the value of the certificate In the labor
market. When 128 schools were asked about fa%tors used 'to malntain
student interest, they cited the following, In rank order: visits by .
employers or thelr representatives, breakdown ¢f courses into Sma.'ll
achievementcunits, vocational counselling, and visits to plants or
offlces. As Ackerlof's‘rnodel has suggested, the clarity of the signal
tq the employer and the promise of a future job Is an incentive for
achievement within the program.

Karen L;lne Education Dtrector of the Medix Sc\hool in Baltimore.
described for this StUdY one of the Feasons why students like their
pass-fal competency tespk, u§t[ally performance~based:

Host stud;.’.nts ra’;\;e about‘the competency assessments because they.

» are ¥ated against an objective standard. They are not up against

" the rest of the class or a subjective instructor.

Only A students don't llke the tests, because "'they are not distinguished

from the rest.'

Tests and skill records are proving to be Increasingly useful as

a signal to students of what they should be learning in other areas
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of -education and training., George Ziener of the National Institute on
Drug Abuse states that in the credentlaling of drug abuse workers in
Pennsylvania, “The information on rask analysis goes to the Indivtdual
to show him/her what skills must be documented in the field," Clay
Brittain, in the U.S. Army describes the Soldiers Manuai for Skill
Qualifying Tests {sQT's):
- P .

The Soldier's Manual is the individual*s quidebook for M0S training.

The manual iists the critical tasks at each skill level of "an HOS,

and for each task describes the requisite performance...and speci*

fies the acceptable standards of performante. ...{It) must be in

" the_hands of the soldiers at least six months prior to skili
qualification testing,s..{and)} delimits the domain covered by the SQT.

Later, students get a more specific ‘notice, whose purpose is ”to exp101t
the power of tes: to motivate and direct the learning effbrts of those

to be tested.®

.-

Finally,. forty states have now passed some kind of legislation to /
develop minimal competency testing in-public s;hools. While data Is not
yet available on the results of all these effortg, in Florida, Turlington
found that such state standardized tests In gradss 3,5, 8 and 11 have
Ted to "dramatic increases in performance'' and "growing student interest
In school,* - Black Stud:nts }n the 11th grade; for. example, showed a

" 17% improvement in math scores from the first year of the program to the
second, and a 152 improvement In communications scores. Over 60% of

-

) th.OSe who failed the first year passed when retested. Turlingtc.l claims

these improvements are due to the state compersatory education program,

increased dfljigence of students, more emphasis or academics, and inproved‘

15

atmo%phere in schobl.,
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Accountabili Ty

Casual empiricism also suggests that test scorzs"and grades afe
used 85 tools of acoountablllty for teachers and schools. Hf students
,?{One professor ] graduate sta}lstlcs course cannot pass. the department ]
'igeneral examination, th_e faculty -_takes note. Either' the ¢ourse Is revised
or the faculty member replaced or both. Similarly, scores of students
on aptitude and achievement tests are used as measures of quality of the
school all the way from first'grade to ‘graduate school. Refults are
now publlshed frequently, for example, ¢n the achievement levels of
students relatlve to natIOnal nqrms J
Fbr a long perlod proprietary schools have used test resul&s of
students to evaluate teachers. As Belitsky noted in hls study In 1969:

i -~

...most private schools consider a sizable aumber of student
failurrs in one.instructor's course, or in several of his courses .
over time; an indication of the .instructorts faliures

The ols a's cbnvinced that creditable tesching performances -
,can nsured by making teaching capabllity the main criterion
"for reward and advancement; and instructors are not usually given
tenure. 6 . - o,

Such prac'l:lces were l‘elterated n lntq5vlews for this stud:/ Karen
7 ow
Lane of Medix states, "if _fourteen_out of s}xteen students do the task
: ]

wrong, the instructor has a problern" and Is held account3ble io soive ft.

-

Helen Donger of the N.Y. Institute of Dietetics says:

if in a‘class, three out of twenty students fail, the problem

is the gtudents. §if ten out of twenty ¥ail, that's a signal that
thegg-3s something missing between the student and teacher, that
thav have Jost a.common understandlng of the object:ves of the
lnstructlon. . .

%

Brittain of the U.S. Army describes their kISe of perfq'mance on squ ’

for program accountabidity: ! -
"

The goat Is to ldentify performance deflciéncles- a focus' " Y
and dirvect tralning efforts whete they are most %ﬂed In terms

* of such objectives, SQT failure rates, at least for. a timeg, may .

be one of the wore significant barometelzef ouf cucbess. .
‘ " . .




Educatlonal researchers such as Glick, Henning and Johnson believe
that the new move to competency-based educatfon (CBE) of students in
pubff’*schools will create an “acoountabi!ity forum, " 7 While ¥t s

too soon for conclusive evidence, Castelle Gentry clalms CBE will “render

our murky instFﬁzg;;nal processes visible' and teachers will be held”

\\;ccountab!e for eéﬁdent peri-'omenoe.]8 H 54\Qchshran Speculates on the

-
otentlal uses of CBE: avoidance of course c;h} t duplication, individual~

ization of instruction, tonsistency within couPSes;'PmQ:oyed evaluation

2 systems, and refinement of state at:t:rerlit::lticon.]9

L4

gl ’ ‘.' v ) ) . , \
Curriculum Desian \ . TN
. s

F:nally, the development of tests and certification standards does

-

appear to bejone weans for discussing the needs 0of the job or profession
S

send, indiregtly, for designing the curriculum. §n reviewing the FBE

o -

L

movement, Airasian, Madaus ‘and Pedulla :rfte:
- a i .

+« It 1s Impossikle té confront_the spectre of minimal competency
testing without addressing such-questions as what schools should
teach, what schools can teach, what are reasonable public expecta-
tions for the educational svstem, Jts teachers, and dts pupils,

and what s a complete pupii.

Potentlally it can_provide the impe tus to reexamine our educationa)l
system-and oﬁ? expectations for {t.20

e
L

in the military, courses deslgned by ~necialists are 41s0 increasingly

based on task analysis and performance. Says Brittain of the Army:

&

" $QT's are the levers for Influencing individual training. ...tasks
(in the SQT's) are selected In terms of the extent to which they
need to be made the focus of training efforts.

Researchers of military training report that designing courses. arcund

performance has reduced training time from 25% to 302.2].'
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The Value of Certlificates in:the tabor Market -

-

 Does a cerfificate of vocational training serve as 2 signal of g
job competence in the labor marke-t? Po enplo.yers use the information in
this Yrecord of competence” to hire and ;ﬂacéworkers in jobs where
their training matches the .requ!rements of the work? What types ﬁ'
information are employers responslvevto“specialized, skills, oonq;letlon

E [l

of a program, grades, the institution attended? 'How much value to which D
groups does a certificate have? ~ ’
_ tf the certéfic;te were an important ccreen used by employers in

hiring ghd promotion, one.wouid expect to find a significant relationship

between theatype and amount of training taken, the performance level of:

thg student, information about the program in the certificate, and

the skills involved in the job attafned by the worker. ,This relationship

is har@ to test wizh availaﬁfg studtes. Large survey samples of graduates

of postsecoﬁdary proﬁ;ams have minimal_detail on the specific nature
_Qf_Ef?iﬂiﬂgnfecéixed;—the'cértification or staﬁdard-settlng procags‘and , . :

the job taken; on the other hénd, more detailed studies of schools and

- local labor markets may éot be generalizable. Further, the tonventional
k]
test ¢ the role of a certificate Is an Increase in earmings following

training, but there are many non-monetary compensations and institutional
factors which make it hard to find the link tetween level of skills and

success In the labor ‘market. MNevertheless, the conventional test is \
the prim;ry test of the effectiveness of vocational training in the studies
. citedhbeiow.

(ln geperal, participation In postsecondary votational training does Y

-
" -

_ - appé%r to function as a signal of competence to employers; probably both

iltﬁ .

& signal of motlvation and of exposure to at }east some training. Recent



reviews by Grasso and Shea and by anngaglszewsk! of studies of wocatlonal

3 y + s
graduates conclude that while enrollment in high school vocational programs .

I

¢does not bring long=term Jncome benefitS.’enrollment In postsecondary
programs does, In particular for blacks and women. Graduates of traihlng
programs also believe that training Is vaiuable in the labor market. In \
the NLS Surveys of 1972 ﬁigh school graduates only 24% of those who had

Dhad formal postsecondary training said that they could have gotten their

present job wi thout 1,22

’ In certain instances, the certificate is a very precise signal in
the labor market. In these cases, the certificate serves as a critical
screening device for the employer and the skills learned have a direct
application to the job taken by the individual upon completion of a
program. Examples of such tight linkages are cited in the fiteratur?
and debate over the viability of pu;l!c school vocational training. (In
a recent Nashingt&h Post article discussing the chrrently poor reputa-,
tion of vocational education, Willlam Raspberry quotes from a letter
sent to him by a Minnesota educator: ‘

+++98:6 percent &f Yast year's graduates of St, Pabl Technical
Vocational institute are working In their vocational majors or

closely related fields. For technlcal graduates, the fligure was,
93.1 percent, with an average starting pay of $866.52 per month.

Such Instances are usually characte;izad by one or more of the
following factors: 1) a highly visible school with an outstanding reputation
(often a_chain school such as Katie Gibbs Secretarial School}; 2) direct
and frequent communication between a school and one or several local
employers; or 3} strong demand In the labor market for specific skills,
and the unwillingness, because of high turnover rates, of the employes

to provide his own tralning. -
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Marvey Belitsky cites several examples of close Alnks between

proprietary schools and employers:

... acute shortages -of truck drivers impelled truck owners to .
visit a school and 'give all sorts of suggestions.’ ...the . -
President™of Midw echnlcal Institute of Chicago testified that

a boat manufacturer had asked him to set up a uourse in the

repalr of ﬂberglass boats .2k

F)

As in Ackerlof's description clited earlier, one way for schools and
|

‘ enpi‘:\{grs to ‘cooperate Increasing the value of the certlficate as

.

a screening device 1s to establish a specialized program which meets
the needs of a segment of local etrployers.ﬁ Over time trust is built
in the graduates and u]timately in the gertificate. Helen Donager of
the N.Y. Institute of Dietetics, for example, describes her close contacts
with employers; as follows: "“The program is known well enough‘ that
employers call and trust my judgment to send them good people."

Certain types of occupations and firms 2lso depend heavily on formal
training programs to prepare workers for jobs. For these jobs, such
as chef, electrician, computer programmer, or draftsman, the worker's
attachment is to the craft, but not to any speci fic employer._\ Therefore,
firms are unlikely to invest in any training of their own énd select the

applicants whdj have demonstrable skills In specialized areas. Union

- apprenticeships and jobs, which in 1965 constituted 9.4% of all jobs,25

are a prir}e example of this pattern of formal training and hiring. Small

firms, In general, are also less likely to do formal training than i’ar.ge

firms, perhaps because of limited resources and higher turnover of employees.
These examples, however, do not appear to characterize the role of

vocational certificates across the wider labor market. Studies which

examine the experiences of national samples of youth and adults or which

-

e oy e e cammgens e e e
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look at more than one or a feﬂ schools, find that the certificate
fuictions only as a weak and di ffuse signal of job preparation. Some
tralning at the postsecondary level helps students find high-paying
skilled jobs. But fine distinctions of type ané quality of tralning do
not appear to ¢ount for much In & wide specfrum of fields and labor
markefg.

: -
Empirical evidence suggests, for example, that distinctions such

as completion vs. non-complet&on of a program, length and difficulty of

program, or institution attended are not related to placement of workers.
In a study of the Parnes data on young men, Olsen found the following
two results: ¢

1) For otherwise similar 'young men, those with less than three
(ful1-time) months of private vocational schooling earn higher
wage rates than those with none of this schooling, but the longer
students attended the schools the smaller is the wage premium

{in fact, persons with more than about one full-time year of

vocational schooling actually earn iess than otherwise similar
individuais with no vocational schooling), and

2) Except for inner—city youths (for whom dropping out has serious
consequences), wage rates of persons who attended vocational
schools for a given amount of time are essentially the same,

whether they stopped going because their program ended or whether
they dropped out.26

1f completing a program Is considered equivalent Fo recelving a schoot
certi ficate, tﬁis study implles that completion itself (noi training
itself) Is very important for inner city youth and of little consequence
,to\others. it may be that employers pay particular attention to conr
pletion'&s a signal of motivati;n among a gnaup that they believe has
particularly seriovs attitudinal and motivational problems. (Figure 1)

* Another recent study of graduates ang drop-outs from public post-

secondary vocational programs found no addition to eamings from compieting

-
-

I s |
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Figure 1

+ L
.

Estimated Proportional Effects of Full-Time
Equivalent Vocational School! Training

- . &

post=training
wage rates
Length of training

(in full-time equivalent years)

} Non-innefr-ci ~

) *- . dropouts and comp lets

-

Source: Olson, Lawrence $., “An Enpirical Study of Decisions Involving

) Vocational School Training," Study done for U,S. Department
"of Health, Education and Welfare, Office of Education Bureay -
of Occupational and Adult Education,
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a program. Wellford Wilms found that drop-outs from-programs were more

likely to be from disadvantaged backgrounds, but ultimately earned no
less than those students of the’same class and background who went on
to graduate from _the program,

Finally, in the late sixties and early seventies, a number of ‘
studies were done on the labor market experiences of graduates from
different types of programs. Three studies stand out: the Allen and
Gutteridge study of business school! graduates in upstate New York from
1962 .to 1971; the Wolman study of public and proprietary graduates from
four major cities (1972); and the Wilms study of 2,2'}0 publitc and

).27

proprietary graduates (197 All three found that within a given

occupational area there are no consistent differences In labor marvket
successes between public and proprietary schools.

The Wilms study is the only one which carefully {controlled. for
the background characteristics of the students. "Even with these care-
ful. controls the overall pesults were not much different. The Study does
suggest thﬁt proprietary schools have somewhat better placement records,
particularly in the higher-paying, higher-status technical occupations.
But better placement records do not necessarily mean higher eamnings.
Overall, the programs have much the same economic value for the individual.
In a recent survey of employers done for a study on external degree
candidates Sosdian and Sharp alsc found that "enployers-:although favor-
ab-l'y dfsposed towards education in general--as a group are not overly

concermed with Institutional t*u*:putath:m."28




Why Vocational Certificates Are Not More Valuable

There are 8 number of reasons why vocational certificates as they
are now designed and used do not carry more welght In the labor market.
Some of these have to do with the current state of the labor market and
the way large employers hir;, other with the decentralized nature of
the tra!ning system and the methods used to certify individuals.

Sk?ll Mismatches

First, much of the potential value of the certificate to the employer
and student is lost when the skills of graduates do not match the require-
ments of avaijable jobs. As they enter college or.training students
perceive Both high pay and—bpenings in various fields but, without any
means ta coordinate decisions, too many invest in specialized education
to be accomodated., Employers do-not adapt their technol;gy and h‘riné‘“'
practices quickly enéugh to absorb the resulting excesses. Specific
occupational fields, 1lke agricultural labor markets, experience cycles
.of surplus and glut, as students under- and over-shoot actual demand

Iin what has been called a cobweb pattern. Richard Freeman has identi-
fied'such cycles In the markets for lawyers, engineers, and other
technically=-trained workers.29 Experiences oi vocational graduates
have also been shown to depend on the state of their specialized labor_
market at the point of graduation. In part because of such cycles, it -
appears tﬁat those students who are willing to switch out of thelr field
of training actually earn more than those who stay.

Freeman and others have also documented a general decline in the

value of the college degree which followed large=scale increases in

enrollments In the 1960fs. The rate Of‘return to a B.A. fell from 12%

to B3 between 1568 and ]973.30 These Increases. in college enrol iments
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have had important ramifications for the vocational student, as well.

As the supply of coll;ge'_-educated manpower increased beyond the capaclty
of the labor market to absorb them, employers began to upgrade t!_1eir_
educational requirements for jobs which do not appear to require them.
Margaret Gordon has estimated that fully Lo% of the increase in employ-
ment of college gr'aduates between 1959 apd 1971 ;;as due to such increas“ing

3

credeﬁt'ialism. Studies by lvar Berg and James ‘O‘Toole in the early

1970's confirm that in these jobs increased education does not result

32

in greater productivity.

Christopher Jencks has also be;sn greatly concerned about t.he role
of credentialing in society. ' In his studies of the economic value of
college education, he found that the first and last year bring Substan:

tially higher increments to earnings and occupational status than

¥

elther the sec;md o_r the third. “Dif;“erer_ncc_as- in ability or achievement
of those who finish vs. those who do not cannot e.xpiain this finding. -
Jencks offers two explanations: elther employers view completion of
a program as a rellable indicator of motivation and perseverance and
these qualities matter on thg job; or, the degree is simply being used
for convenient, but unsub§tantiated, rationing of the good jobs [n the

econow.33 '

Jencks"'feér{thgt use v_af completion of formal schooling as a screen
on the part of employe‘rs discriminates unnecessarily against Individuals
and'gmuBs in soctety who can do well on the job, but not in scheol. .
Traditions ta hiring which favor the literate, verbal, and well-educated
perpetuate a; system of tracki;lg and lower achievement among blacks and
blue-collar and working-class Qroupse Their low income limits educational

opportunity for their chlldren; ‘their culture underestimates their potential..

L e L]
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‘——*————sln“tha end,-whiie.youth_mjght be able to functlon effeclively on the job,

they &re exciuded by their lack of academic crcdentials.

vocational students, in partlculdr, are adverselv affected by such

patterns of hiring. To the extent that employers use the college
credential as a cheap and easy screen, workers who have learned the
necessary skills in a vocational program, but have no college degree,
will be excluded from jobs they are Qualified for. 3uch exclusion
w}ll be exacerbated If the wocational certificates which they hold

’ do not clearly specify the motivational attitudes and basic skills
which employers seem to care aPOut, as evidenced In Jencks' study.
- Wellford Nilms"stﬁdy of vocational graduates in four cities in
1973 dénonstrates em;irically how this general phenomenon of over-
education of Americans affects skilled-workers. He found that only 20%
6f graduates of high-skill ptograms took jobs commensurate with their
tralning, compared to 80% of graduates of low-skill programs. Most
graduates chose to stay in thelr field of training but lowered their

' expectations and accepted lower-paid jébs. Wilms provides the tollow}ng .
two examples among many: only twenty-four percent of Eonputer programming
graduates found jobs as programmers or data-processing specialists,

fifty-seven percent took clerical jobs such as keypunch~operator or

clerk-typist, and nineteen percent took totally unrelated, low-status
¢

jobs. Even as loné as three years out of school, the graduates who took
lower-level but related jobs had not been promoted into the jobs for whlch

thev were trained. Conversely, eightv percent of those who stud.ed o
¢
become secretarles, got those jobs.sk

There are undoubtedly several factors at work here. Evidenze show:

that college graduates are taking the jobs ahead of vocaticnal graduates
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and this may Indlcate over~credentialing. However, employers may also |
be dissatisfied with the training In vocatlonal schools. For example,
in the Boston area, one of the four labor markets studied by \hlms,

new . hires in computer programming were almost exclus:vely from universities
and colleges or from internal ‘training programs In 1978. 1In interviews
with menty-one etrployers, Mazzeo, Sum and -Sawhney found that graduates
“from vocational inﬁﬁutions were not currently meeting their hiring
requirements.ss One of those Interviewed stated that kiring from this
source had fallen off in the previgus 3 to 5 years, because ‘gradually
the caliber of these graduates began to de;teriarate until they had no
advantage over persons hired from within the firm.'"

-~ -—Hiring Practices of Large Firms

A second rezson why a cert.Ificate may not serve as a strong signa!
in the lab(;r market is that meny largs employers hire workers primariiy
at entry-level positjons of low skill.” Skilled jobs are filled from
lnte‘ma! promotion -and on-the~job training, not from external sources
of certified gradu;tes. In effect, employers p;xt new employees on a
trial perlod of employment, galn relevent and detailed information
on their capabilities and promote only- those with the appropriate attitudes
and potenflal for skill d;_svelopzrent. Training in the necessary skllis

{s then provided directly by the empioyer,

In these cases, employers are not looking for specific skiils,

but rat.her‘for the potential emplioyability of the individual.,” In this

regard, they are interested in ‘g.eneric skills' of reading and writing,
posifivebattitudes toward \vfol'k gnd interpersonal skills. While a vocational
certificate may be a signal (;f these factors, the precise field and leng'th
of training may not be Important. Othef scregns of recommendations or

entrance exams, or customary favoritism to men and whites may.also be in use.

37.
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Do;rlnger and Piore have characterized these patterns of entry-

_level hiring and promotion from within as internal labor markets. 1In

o their study, Internal Labor Markets and Hanbower.analysis, they provide
ary/esl_'.imgte by Orme W, Phelps that in 1365 about 54% of workers were in
firms with varflng degrees of opennefs to hiring f;om the outside at
high-ski 1t levels.36 An stee] mills, petroleum reftne}tes. paper mills
and éther prosess Industries, Doeringer. and Piore found tines of pro-

_.-gresston—from entry-level, low=sklll jobs to high~skil! jobs to be almost

complately closed to outside applicants. Recent work by Paul Osterman

suggests that excluston from these entry-level jobs is a critical factor

in high .y_cuth unemployment. 37 ' .

The Non-Resnonsiveness of Training Programs to Emi Yoyers® Basic Needs

4 - L
In redent years, widespread dissatisfaction with young workers,

including vocational graduates has surfaced. Employers are not finding
the competencies and traits in youth that they believe td be important

" on the Job and they see the school and training system as a primary cul-
prite Pannell has summarized the findings from erployer surveys over
the last ten to fifteen years. Their critiques Include:

...ti'ne schools tea. obsolete skills, vocational courses do not
teach what they cl8im to teach; traintng is too specific, and pro-
duces workers who are unable to jdjust to technolegical change;
basic English and mathematicai skills are being neglected byrtheaa
schools; and graduates often have bad work habits and attitudes.
@ . -
Within thisstist, increasingly loud complaints from employers concern the
Yack of g;sic skills and poor attitudes toward work. §f schools do not
’ &éal with éuch Issves, then the certificate is not a meaningful signal
of eligibility for the job.
Basic Skills: ln a 1977 Conference Board study of firms with over

300 employees, Lusterman found at, least half of .the sauplh fault schools
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at all levels for poor preparation in reading, communicgtion and writing: ‘i

If any generalization can be made, it is that, at all.levels of
schooling, ton many employees lack the language capabilities that
executives think they should have. Entry level blus=collar ﬂgrkers
may be fuhctionally illiterate; clerical workers may spell of
punctuate poorly, speak or write ungrammatically; supervisors,
manzgers, scientists and other professionals may be unable to
organize and present 1deas well, orally or in writin ?

Reading and writing, as well as arithmetic ski}ls, are important to
employers because they appear to be essential to performance on a wide

i .
range of Jobs. Educafioqg! researche: Arthur Smith characterized such

Ll

skills as Yigeneric,! the "behaviors which are fundamental to the perfor-

mance of many tasks snd sub~tasks carried out Ln a wide range of occupa-

ho Such generic skills can include multiplying whcle numbers,

[

giving disciplire, diagnosing work problems, and hand/eye ccordinaticn.

tions. "

Wi thout these basic skills, employers have found it difficult to train
workers for specialized jobs. Dean Kimmerly, Vice President, Department

of Human Resources, Michael Reesé Medical Center, reports that the Center

17'been f?rced to initlate special remedial training, “because 103 to 20%

of employees are functionally Flliterate and cannot respond to existing
in“house training."

Employers are particularly concerned about the ™trainability" of
workers In those sectors of the economy with ever-changing skill needs
and technology. Lee Covert of IBHM explains that employees are contlnuously
being retrained over their tenure of tﬁénty to thirty years with the firm.
For careers such as these, empioyers need to find workers who can respond
easily to change. Generic skills are an Important part of such adapta-
bility. iousterman qu?teé an officer of a large hanufacturlnq firm:

it's lmﬁossible to‘.know what our manpower needs wl;! be in five

orsten years, and therefore .the basic need is for flexible people

who have been trained In réading, writipg.’basié computational
skills, and thlnking. We can teach them the rest.%? )




P . =

o S g - -
4% LR - L L S

4

-

“3be";

f »
MotTvation and Good Work Habits: Does the empioyee show up on time?

*

ls’hg or she a cooperative workeré Does he dress appropriately? Does
: A she see a job through to its completion? Jhese are some of the elements
of notlvatibn and good work habl:; uhigb';re mentioned by empfsyers
“and monitored by schools whé clalm to be, attuned to enpioyer's desires.
in a rece:\t study of how 23 employers in New Hampshire ev?‘lt;ate thelr

enployees, for example, the conclusion was that fhroughout school, students

needed better training In work hablts, attitudes towards work and inter-

> hL)
'

personal relations. . S ~

- o )
These attitudes and habits are sormctimes mentioned as a new area of/;::)

concern, perh~" 5, as some belleve, because motivation In general is deteri~

orating In the workplace. 1n a Business Roundtable Conference in November

1578, Thomas A. Murphy, Chairman of the Board of General Motors stated

his- continuing concern: '
+».rarely 1s a young General Motors employee fired because he or
she éan't handle a job...The vast majority of fallures in holding
jobs are due to bad personal habits, not the demand of the Jo
assignmnt.kz -

-
~

Lewis Foy, Chalrman of Bethelehem Steel Go?poratI;n agreed that many youth
AN

are not Yrecrultable' because of bad personal habits and attitudes. Such

factors are particularly Important in the steel industry because of the
' 43

importance of safety precautions and practices on the job,

Quantity and Confusion of Certlficates

The number-of different certiflicates in vocational training is over-
whelming for prospecti#e students and employers alike: eac? of the 8,00
to'9,000 vocational schools has several dlffe,{ent programs with diplomas

* or certificates awarded; IB the y,$, Army therz are over 350 military

occupational specialties (nbs); within the hialth fi=ld, there are 717
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Job categories, many of them with their own certification tests; each

.3

'state has its own licensing examination In a wide variety of occupational

o
13

‘fields"," and t.Ere {are- over 450 apprenticeable occupations through the

Departaent of Labor. Until recently, there has been minimal' coordination

’

¢ -

; . among these schools, programs or licensing boards to es.tpb!ish common

standards or tests. Indeed, one of the supposed strengths in the system

e T

has been the flexibitity for schools to\tleve!op their own particular

. m

versions and orientation of training.

*

The diversity and decentralizat'i(.m in the syste:m creates problems,

e S T R ATy e D

"however for the schools and the recipients of certif@i'.cates:

==the um‘:ertainty. surrounding the standards behind certificates
reduces their value and , . o
. 4
versity of certi ficates limits mb!lity of the individuatl
the local area where a certificate may be known or between
jth different licensing exams.

-

ldeally, employers would have precnse !nformation on the skills of
the applicant, through standardized tests, ‘for example. Absent explicit
measures for the indigiaual, the employer may rely on his/her impress'ibn

. of the school or program attensfd and a 'gra;!e transcript, i(f:any, from the .

Ea

school, In effect,, the employer treats the schooil as an intervening

A ey _.; v

. screen; if the student had the perseverance and the ability to get through

IRy g

a knoum program, the emp!'oyer can assume at least a minimum of skili competence. .

LS

Most enployers. particularly small i rms, however, do not ‘zave enough

EARSUTALS

experience with graduates of any one school to develop a stropg and

"

rellable Impression of its programs or graduates. It appearsJ, ratl;er, _ .

F

that very general impressions are formed about the quality of broad classes

2 .:’_r*-”m‘&,‘}\wg;u“ﬁ.‘-\m_q-m
o >, RN
: .

3,'» ’ of ss‘.hools- tolleges‘. propri®gtary 'vocational schools), app;'entlceships,

; ”.the military and CEYA. But the uncertainty created by the wide diversny
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of programs leads to a general discounting on the part of employers,
removes incentives for programs to provide high quality training, and
encourages a decline In quallity within the system as a whole.
Even if a school is well~known in a local area, its reputation will
generally not be widespread acro;; the country. As a result, the mobliity

=
of graduates will be somewhat limited. In licensing as well:

Regiona) oF state control usually results in non-uniform standards,
which require the practitioners to undergo reexamination or to
otherwise qualify for reciprocity before they can move the:r practice
across a reglonal or state boundary.

: =

The Directory of Selected Licensable  Occupations includes about 800 pages

of finé print on the requirements for licenses in different states and
represents -@ valiant effort to-summarize the diverse requirements of occu-
-pational liceﬁsing. However, much of the informatlop may be out of date
and new information is not quickly attainable by the individual. This .
adds a search cost to the expeASe‘of getting relicensed and a deterrent

to mobility a"crosls state lines.

Iimprecise and Biased Tests and Ce:?¥{ipabes

Most certificates fall in severai wa;s to signal appropriate infor-

mation to the employer:

--they focus on specialized skills, when employers are increasingly
concerned about basic skills and work habits;

-~they indicate the student has met a minimum Standard, but do
not differentiate among aVerage and superior students or level
of tra:ning, .

-~they are based on tests which bear minimal relationship to per-
formance on the job.

. The majority of certificates in the market focus on the specialized
skill competence of the gradéate. A soldier, for example, may be ceartified

as a Military Occupational Specialty Code . 12C1, a bridge specialist, buf '

-
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it is djfflcult for a non~military employer to determine what engineering,
mathematical or diagnostic skills thr Soldier has or whether he is a good
worker. 1In some occupations such as gounselling and sales, intergersdnal

skills are critical but not easily measured. HMost certificates do not

document these less quantifiable competences and employers must guess
whether they haye been acquired in the training or experience that afe

behind the certificatd:

These perceptions are readily apparent to proprietasy school counsellors
apd administrators. Helen Donager of the New York Institute of Dietetics
reports that cﬁ;leges as‘k for}@‘nscﬂ;)ts of their graduates; employers
ask instead about the student's 1)} performance, 2} punctuality and atten-
dance, and 3} ability té'get along with others. William Fennelly, the
President of 17T Tech in Massachusetts, states similarly that when employers
call about students, it is primarily to requestzen attendance record and
report on conduct. N

Surprisingly, certi ficates have not been adapted to such concerns.

Mary Tenopyr, Hanaéer of %mploynent Research and Systems for American
Telephone and Telegraph, claims that ‘"the education system is letting us
down" and explains that ATST is responding by developing a new set of
entrance examinations to test the basic skills of job appiicants. One
mining company is deveIOpfng jts tests to identify basic skills. ) .

Most certificates show an employer that an individual has met a
certain minimum standard. For example, it may indicate an average score
of above 70 in ten classes, but if the student is excellent in problem
dlagnasls and very poor in arithmetic, that v/i 1 not be shown. It may

show that the student can type 60 words & min t2, but the typist who can

"do better than thot is not distinguished becus se the certiticate does not
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doc;mant a range of .scores. Some schools have merit certificates to
distlnguish performance, but in most cases a certif%cate shows only that
a person passed a minimum threshold.

ﬁ}nallyf tests of competency are usually part of any certification

. process, but they may be invalid iadicators of job performance. . Tests

e ———

are -usual ly written and measure what the student knows about a task or
how well he/she analyzes a problem in cognitive rather than practica!l
. “terms. In a 1976 review of testing and occupational certification, Hecht

found that little effort was being put into the design of tests for job

- performance?

Few studies are directed at the predictive validity (of tests)

or the performance which can be expected on the job. Many seem

content to relate exams to academic measures based on curriculum

content and training which have no proven relationship with the

tasks to be performed. Most exams are put Into use before validity
- studies are started or with none in mind until! problems identify

themselves. 45 .

Employer screening tests have also tended to be based on cognitive abilities,
rather than hands~on performance.

The inequities of such certificates have been suggested earlier.
Employers may use the certificate because it bears some relationship to
Jjob performance. B8ut there will be, on the one hand, applicants who are
hired who do well on written tests, but nov on the job; orn the other hand,
applicants will be excluded who are competent to perform on the job,
but not on written tests. The fact that this bias has cut across racial

and sexual lines has created pressure for more relevant tests. Tunkel
and Klein, for exampie, found in a study of vocational edﬁ?ation instruc-
tors, that blacks do equally well as whites in performance tests but
consistently worse on written tests in the sam2 area.hG Tests to measure

verbal and math abilities have also been found' to be unrelated to job

performance of the hardcore unemployed.“7

: , 44
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Shimberg has documented other failings in the use of tests for

certifications The tests may be based on inadequate assessments of how

'-
deep the knowledge should be for a given job. They may include questions ]
that are not relevant to contemporary practice. They may nave ambiguous . - . '

multiple choice quéstlons and ambiguous standards for scoring. The questions
may not discriminate well among di fferent levels of knowledge. All of

these factors reduce the pradictive validity of the certificate for the

- - .
employer and introduce inequities into the hiring process between those

-

who pass and those who fail unnec:essall'ily.l‘v8

V. Reform Effcrts: Whither Certification and Competency Testing? ~

Given the problems with existing certificates and)tests, it is not
surprising that efforts are being made throughout the vocational educstion
and training system to improve. External pressures from employers,
minori ty groups and government, and internal pressures to make certiflca-
tion a meaningful process have led tc the following: Increased attention
to basic skills and work attitudes in training; standardization of certi-
fi cates; research on the predictive validity of certification instruments;

and the development of new tests and of new tools to document skills.

Basic Skills and Work Attitudes in Training

In,conversations with employers for this study, three qualities
needed in new hires were discussed; basic skills, good work h~%its and
specialized skill, As Lee Covert of IBM said, '*What we really want is

the best qualified applicant for any position.*” *Qualified'® in his view

LB BReaanaieann s iy |

includes specialized skill training. The payoff Is obvious~-as long as

A

45 '
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the exployee does not demand 3 salary so high that it exceeds the cost
of training by the firm, the firm Is better off taking the most highly
trained applicant avallable. B
However, probleus.w!th recent hires haqg.led employers to downplay
specialized training and emphasize the impartance of basic skills and
attitudes: A 1978 study of hiring practices in New York City, for example,
found that the primary concern of employers’ for hiring in entry-level
jobs was now readlng and writing sldlls.l‘9 When we asked employers what
they want now frem a vocational tratring system, they indicated a willing~
ness to provide specialized trainlné on their own, as long as schools
are provicing the basics and tnculcating mottvatlion and 3 work ethic.
As Rcbert Craig, spokesman for the American Society for Tratning and
Development pointed out, industry wants employees to knd;'how to learn
and they will take it from there.
Industry wants new employees to have solid abiliries-~interpersonal
skills, communication skills and broad mathematics for business

training,.for example. Educators can leave the job-specific training
to employers. ’

One lérge smployer was willing to set priorites for applicant
qualiflcations as well. He says he wants employees with six months of
actual experience in the field. Absent that, however, he wants: first,
good motivation, reliability and conscientiousness; and Second, basic
reasoning skills, some math skills and mechanical aptitude, f.e. "train-
abltity.” He claims speciallzed skills are less significant because
most of ;hat's out ther is not quite right for his firm in any case.

* Educators and the general publ ¢ are also increasingly worried about
a decline in test scores, such as SAT scores, and additional strong
pressures have been put on the public school system for a return to the

“hastcs.*” Simtlarly, the public has been alerted to the particular problems

46




. and poor educaticnal preparaticn of disadvantaged youth. Such concerns
have led to the recent Carter Administration proposal, for example, that
two billion dollars of federal funds be éunneled into disadvantaged-area
school distr!cts?to improve schooly and keep teenagers in schoot through

subsidized wark=-study programs.

There is also @ recommendation from rgSearchers such as Wellford Wilms

that the vocational preparation of youth be redirected to the basics and
to work attitudes and away from speciallzed skills. As he wrote in a
paper prepared for a Workshop on Policies Affecting Vocational Education
at the Aspen Institute in August, .1979:
We conclude that public vocational education should shif: its focus
from narrow skill training, to improving students! abilities to
read, write, compute, solve problems, and express themselves by
becoming more integrated with academic education particularly at
the high school level. Ve conclude also that to the greatest extent
possible, public vocational education should combine work experiences
with academic education to aid in career guidance and the develop-

ment of *industrial discipline' at both the secondary and post-
secondary levels,50 i

It is not yet clear what form the response of public schools will take.
On the face of it, the new focus on basics would seem to indicate a-
return of vocatlonal students from shop to'classes in English and math.
Hcwever, ‘the experiences of pmpri;stary schools suggest that training in
basic skills, specialized skills and motivation are closely intertwined.
Motivation can be raised and work relliability increased through short
Instructional units and attention to attendance, dress and other work
habits d.uring .the course of a specialized s-kill program. Similarly,
prop;'Ietary schools have found that students who have been failures in
school in the past are not receptive to reading and mathematics instruction.

Their Interest and commitment are ellcited only by developing their




confidence first in specialized, job-related skitls, aﬁd then by indlrectly
convincing them of the importance of basic skills for more advahced work.SI
It may be necessary in public school programs as well, to approach
education in basic skills.and work habits via specialized skill training
and exposﬁre to the work place. {p 6ther words, the direct focus of }he

curriculum might still remain on career skills, but the methods of instruc-

tion wou[d be altered to elicit student interest and commitment, and

indirectly to increase exposure to basic skills. An experimental program

in' the 1360's at the Richmond School In California s an example of such
efforts to teach abstract concepts to under-achievers through practical
application, As Wiims recounts, "“Children learned English, physics,

drafting and algebra through mechanisms that interest teenagers such as

wse

internal combustion engines and photography. Wilms also is convincad

that cooperative education programs are successful examples for public

schools to follow in the future:

: Our revlew of cooperative education programs that integrate work
experience and study offers persuasive evidence that students'
development and career guidance can be improved dramatically through

" carefully designed experiences that foster an increase in their
sense of competence and control over their own tives, Evidence
is emerging from evaluations of the Experience Based Career Educa-
tion model that integrates work experience and academics, showing
students in these programs increase their self-direction and confi-
dence and improve their abitity to effectively communicate with
adults.53

Standardization of Certificates

In the face of mass confusion over school and program certificates
and lfcenses, voluntary professional associations have begun to develop
national standardized tests for certification in their fields. in what

has been termeh a Ysurge of activity" in the last five years, exams have

4
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been developed for pesticide applicators, medical laboratory personnel,
data~processing specialists, court reporters, construction-code Inspec~

tors and other professions.
The potential for a standardized certl ficate to reduce the’uncertainty
in hiring by employers and be of vaiue to' individuai students is great.

Nancy Rubin In 8 recent New York Times article describes the Impact of
/

a new auto mechanics cefti*icate on hiring:
When Albert Codi needed a new mechanic for his White Plains service
station three years age, he Interviewed several young men, All
were well-quallfied, but Mr. Codl chose Danny Smallen, a3 23-year-
old mechanic certified by the National institute for Automotlve
Service Excellence (N.1.A.S.E.} !The fact that Danny had passed
the examination was a key factor in my selection,® recalled Mr. Codi.
t{t*s not that the other applicants weren’t good, but since Danny
was certified, | was more assured of his competence.'S .

As the quote inditates, the other applicants appear to be well-quali fied.

\,/~ ‘But the test has reduced the uncertainty in hiring; Mr. Codi was "more

assured" of Danny's' competence than of ‘he others.

A second movement has been the design of national standardized
licensing exams to replace the diversity of cests developed by each state
on Its own, The new exams are belng developed for:voluntary occupational
associations by professional testing companies sucﬁ,és the Educational
Testing Service and the American College Testing program in such fields
as real estate, insurance and social work. Rubin cites the following
example of social work licensing tests and the motivation for it:

* The standardized tests, which are being used by only three of the
23 states that now require social-work licenses, §s wha¢ the associ-

- ate director of the National Association of Social Workers, Leonard
Stern, hopes will result in a unifomity of standards and recipro~
city of licenses. .

+»+Acknowledging that soclal-work specialties have grown haphazardly,

Mr, Stern said that the National Assoclation of Social Workers

was engaged In a study to determine appropriate areas of speciali-

zation and certification for 1ts 80,000 menbers., 55




& One charge made by analysts cf the licensing process is that these
i
tests are designed and Implemented by professionals to restrict entry
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';“lnto the fleld and keep eamings high. Tha fastest ?rowlng area of
E Increasing specialization ln recent years has been in allied health oc-
;ﬁcupations. As Dr. Wimburn Wallace, Vice Presldent of the Psychological
% Corporation, states, ...mLch of the effort comes from 8 sincere attempt-
;\to set standards and define the field.," However, Paul Pottinger of the
; National Center for the Study of the Professions has called these recent
%'develogytnts “credential inflation.'" Says Pottinger:

As the country becomes more of a“humn-service'ﬁrovider than a
goods producer, the occupations, and particularly, the hsalth pro-
fessions, are trying to extablish a pecking order.. Medicare,

Medicaid and the likelihood of national health Insurance make this
exactly the right time for people ‘to draw up thelr lines of turf.56

Finally, the National Cogmissibn for Health Certifying Agencles

| was established in 1378 to.monltor the proliferation of assoclations
in the health care field itself. 1f an agency wants-to be an dpproved
certifier of dental assistants, it must show the Commission that it
reets certain standards, e.q. it is independent of its advocacy associa-
tion, it has conduLted a job task analysis that outllres the skills
‘required iIn an occupation, and it‘iswusing measures that Fest for the skills
putitned in the job analysts.57 The Commission’s efforts should help to
reduce the confusi;n in the field of health certification ;nd increase
the validity of the gertificates as measures of job performance. The
‘geographﬁc mobi ity of graduates who are certified ! .ne Commission's

certified agencies may also be enhanced.




, Minority groups and researchers have increased the awareness of

f» employers, government and educational institutions alike that many

it
1

:}ﬂ” existinq tegts d!scr!mlnate unnecessarily agalnst blacks. As a hedge
T 2 \’ M

‘*sga!nst legal suits, emplo;rers"have cut back on what had been falirly

g

routine use of written tests of spplicants, the federal government has

. established equal~opportunity guidelines in response to Title Vil of the

PR DR, & R ARR b e,

‘Civil Rights Act of 1964 (which requires that job-selection procedures,

et I
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~‘!n}:luding Ticensing and certification exams be nondiscriminatory), “and

My L]

'local‘ governments have been forced by local groups to redesign tests

-+

r firefighters, police and other civil service jobs. L

)
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Such pressure on employers and on government .to be nondiscrimina-

tory, ‘along with demands from employers=for measures of compet':nce'in

S

bastc skills and attitudes, have ted to a number of efforts in the

yrim e s

research an test development community to develop unbiased, valid and

" relevant tests of competence, These efforts have a variety of purposes

c;«:_-;\ T

t " and backgrounds, but they are unlfied by a commitment to Improve the

]
«’i

quality of skill documentat!on for the workplace.

?

u}n

[
L1

An the Army s Tr\a!nlng Support Center work has been underway for

1.

-vs‘everal years to deVﬂOP\a whole new set of skill qualification tostsee

y
:

rre g2 MTS

ﬂ;w‘ritten and performance. These tests will measure the skills needed iIn.

{-‘..’

the fietd much more closely than the prior tests, which were primarily

T;»r-':“«

H

usgd In personnel decisions. The skit) quallf!catlon tests (SQT's) are

rame

an lntegral part of the ngrad!ng\of Army traiuing. Notices of the re-

qu!remnts for SQT's are given to sold!ers six months in advance to

¢

"mot!vate and direct the learning of those to be tested", 58
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in the area of certification testing there are a number of efforts Lot
that should improve the validity &nd overall ‘quaiity of cartification

tests as measures of job pérformance. The National Occupational Competency

s

Te;fing_lnstitugi {NOCT1) has developed written and performance tests

to measure the ability of skilied tradesmen who wish to become vocational

instructors. These tests are being tested now for use Iin measuring student

59

abllities. The Clearinghouse for Applied Performance Te;ting (CAPT)

collects, disseminataes- and evaluates the quallty of many performance

tests of occupational skills.60 N i . e

£'S

In the professions, the Educational Testing Service has been involved

i testing validation for social workers, lawyers and nursing specialists.61

1t has also developed theavaltdation for the auto mechanics certiication

discusseqéearlier.sz ‘ - . -
In Canada, research is underway to develop measures for ''generic

skills." These are behaviors which are fundamental to tasks that are

carried out in a wide range of '::cca.u:uath:ms.63 They could snciude academic

skills such as multiplication, reasoning skills such as diagnosing work
EN

problems, mantpulstton skills such as hand/eye coordination, and inter~
pursonal skills such as giving rewards or discipline. These measures ‘
could be used to overcome the problem of an aaeremphas{s on specialized
skills. These measures H;Q; been used In curriculum development in‘
Canadian government training programs. Similar work is only at the early
research-and development stage in this coantry.sh |

Within manpower tralning programs, Or. Norman Freeberg has developed

*

& battery of measures to assess the outcome of work training programs,

particularly the Nelghbo}hood Youth Corps and Opportuﬂities_lndustrializatiOn
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Center's programs. These tools include méasures. of vocational self-

confidence attitudes toward supervision, Eand job finding abillty. These

measures have been evaluated as pred:ctof.s of labor market success ln .
getting a/job and hagher earnLngs. 65 ‘Such measures could be developed

ﬂ
further to Brovide usefgl measures of employabi l:ty beyond specialized - -

yls. S L |
New Tools to Document Com'petence . . .

: ¢ ' Ny
In addition to. the attempts to improve the quality of tests of

. competence, 8 number of efforts are underway to improve the quality of
the document=~the ce:tificate of ski!l record-~that a worker carries

through 1ife. ’ : -

F}

' . ]
The American Council on £ducation is working with the Armv to\

develop a camp‘rehensi\!e reporting and record system which traeks the
servlceman's skill development and ac'adenlc credentials throughout his
military career. The Council is also examining military occupational |
specialties (M0S's) to sée what ::ollege credits can Se-gk@for MO'S
training.“ These efforts shoutd provide a serviceman with 2 more detalled
.Fecord of his accomplishmen.t that will be more descliptive than 'his

MOS code. They should also improve his mobility into the civiljan work .-

of work 1f he leaves the service. ‘ .

"At the Center for the Study of the Profession’ . work is underway

to develop a dncunpnt that will explain all the skills of community mental

health workers. 'In the 0ffice of Economic Opportunity programs of the ,

sixties, community workers developed counseling and other service delivery

-

skills tnrough their work experience. Now the Center.is developing mea~

-

* 2.

sures such as written tests and slr«lations that car®document these skills, .
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'ﬁa'rticularly the interpersmal/skills. The indiyidual's performance on

2 variety' of tests would be included and the underlying test instrument

would be €xplained in a composite record that goes ,to the employer. A -
- 4 -

7~ one bage skill matrix with explanatory .backup info::mation is one form the
bl . ‘ Y N

+ a
’ -
. *

document may take. A uﬁjor&émphasis here jis for the development « §f - & i "W«

N
- »

+T \national measurement instruments.’

» * .

. ' - In a si.m‘i’lar vein, the Na.tiOna} Institute on Drug Abuse®is developing

- . L

tools to measure the skills of drug abuse counselt‘)r}i'. Here the challenge
.arises from the need to certify c.ompetent service delivers in a field in

which interperst;nal relations are very important. The approach being used

. v

is portfolio development. The individual is to explain what skills he

A . . -
holds and the evidence of, and level of, his competency.” Tha push here

LN

is for national guidelines for documentation-~for example the gQuideline ~ N\

would say that skill X,should be documented by performance rather than
written tests i all states. Hational tests would not be required.
k{wever, the tests and the skilti documented must be among the most appro-« .
67 ’

>

priate indicators of job performange available
s In',the last two cases, the work can tackle the problem of t:.ertificates
‘ that are overfocused oh one quantifi‘a:ble specialized ski‘fl by dev:eloplng -'/',
:' .a fuller description of skil'ls. By c;ocumenting the variety of skills and a
; the skill level acquired, it can avoid belng 3 blunt: al1-or-nothing measure .
of compet'ency. in the case of mobi!ity, the méntal health worker certlfl-
este will probably be Tess confining because of its national measurement '
inStruments.- Although the drug abuse counselor scheme can carefully
docunzent a variety of skills, mobility .problems may still exist becat;se

different states carry different requirements. . . .
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tn CETA tralning programs, the Springfield, Massachusetts skil}
training program provides each graduate with a detailed summary of ;peci-

fic skills which have becn covered In the tr&ining. It includes a check~

~ Vist of Specl::iZed skitls tOpics:such as taper- turning or boring {machining

operations) and basic skills topics like mathématics operatio;si-powers,
roots and laws of sine and cosine. This repor&ing makes clear éxacfly
what the individua®? ¥as been exposed to and completed projects in. Such
a repOrE goes Quch f;rther than a statement of completion of a course in
machine Operatiansi

Together all of these efforts to improve certification and occupa-
tional competency documentation should make some inr;ads into the testing
and certification problems outlined earlier. However, these efforts

must be utilized by certifying agencies and schools or they will remain

ivory tower exercises.

The Politics of Reform . .

Recent developments in certification and competency testing would
appear to have the potential to increas: and improve the use of vocational

certificates in the labor market and as a byproduct, act as a stimulus

¢

to reform in the training system ‘TSelf. Two political and legal debates,

however, will continue to shapedjé unknown ways the form these efforts

.

will’tqke In the future.

Th% first issue concerns the question of who designs the certificates

or tests., Are they instituted at the national, state or jocal level? Are
they developed by government agencies or voluntary professional associa-
tions? On the face of it, there are a number of arguments tor the develop~
ment of certificates to be centralized: visibility, cost and feasibitlity,

-

and objectivity,




The importance of high visibility and clarity of the certificate

k been polnted out many tunes in this study. 1f employers know the

certlficate, its value will be enhanced for the student. Furnher, in the
literature review and in discussions with employers, vocational associa-
tions and_resea::;:Fs the few cortificates that were distinguished as
noteworthy, are all set by national oréanizatEOns with national standards.
Examples cited were: the N;tional Institute for Automotive Excellence
(N1ASE) thch certifies auto and truck mechanics; the American Medical
Record Association which certifies medical record technicians; and the
Federal Aviation Administration (FAA) which certifies aircraft mechanics.
A second c0ncern°indlcating centralized development of certificates

is cost and feasibility. Quality tast development is very expensive and
time-consuming. ETS has estimated that each component of the-NIASE auto
mechanics test, for example, cost at least $20,000 to develop.63 The

h American_Cotlege Testing program has over the last flve years rcceived
seventeen contracts for vocational and professional examinations costing
$800,000 or an average of $47,059 per test developed.69

"Most individual schools or school districts do not have the resources
to fund these efforts. But without this level of commitment and expertise,
the tests are Ilkely to have serious problems. 1In a review of local
testing practices iL Oregon following state legislation requiring com-
‘ petency assessmeni, J.R. Norton found "lack of unifo,mity, test instruments

which in some cases d% not closely match objectives and bad psychometric
practices."/0 \‘ s

Finally, if new certification schemes are to have much impact on
. § -

-

training institutions, they need to be developed by separate, objective

agencies without a stake in continuing with traditional practices. In
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the case of state licensing examinations or professional certificates,
they need to be developed by boards with some independence from workers

in the field. The well-respészted auto mechanics and FAA certificates,

for example, were both developed by agencies or associations other than
the professional workers involved. In the case of local schools, they
may need to b? developed by county or state boards in order to assure
objectivity. J

it is précisely the impact of new certificates on existing institu~
tions that creates political difficulties. To the extent that certifi-
cation becomes a powerful lever on schools and programs, it can arouse
their resistance. The experiences with competency testing in public
sthools are suggestive of this conflict between local and certralized
control. State testing is a device where, by design or othervise, a

meas ure of control over the curriculum is transferred from local school

boards to the state department of education. For example, Madaus and

McDonagh have found that teachers in New York have come to disregard

objectives from local curriculum guides in favor of those tested in
the Regents' Examiha@ion§.7‘ | .

Local administrators, of course, resent the intrusicn of state
standard-setting: The public appears to  ant it both'ways. Polls show
preferences both to maintain local contrv over‘Schools and to develop‘
state standards and testing inffruments. AcCordiag\to Madaus and Mcbonagi:

Testing companies unwittingly become accessoriég\pefore and ;fter

the fact in this shift of power...Testing companies and tests--

rather than the unarticulated issues of state controd and inter-
district accountability--become the target of vitriollc criticism.72

'Y .
The second issue at stake in the politics of reform concerns the use

in any form of written or performance tests in admissions and employment
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in the face of Increasing debate gver thelr poientlal bias and misuse
- to restrict access to jobs and schools. Ralph Nader recently released

‘a weli-publicized critique of the SAT exams as invalid measures which

unfairly exclude talented youth from attending the colieges of their

choice. Tunkel and Kiein have shown that written tests of specialized
skills discriminate against blacks. Conferences, proposals for national
research efforts and editorial columnists continue the debates over uses
and abuses of tests.

“qu testing and certification will weather the storm is uncertain.
If these critiques lead to the development of unbiased and valid tests
which assess competence for the job, everyone should support them,
including minorities. In the meancime, however, employers have cut back
on the use of tests or have used instruments with easily-quantified
measures. Such defensive reactions will not help the minority or
economically disadvantaged applicant who needs objective evidence of

competence to overcome the stereotypes of his/her race or class.
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SECTION 8
APPLY!NG THE LESSONS OF CERTIFICATION .
. TO CETA .
1. Problems in the CETA System 7 v

While Comprehensive Employment and Training Act (CETA) training pro-

" grams have in recent years reached large numbers of disadvantaged indi-
viduals, there is, neverthelesg, concevn that programs have notlgghieved
_their full potential. A goal of the proﬁfam is to hélp-the'structurally
unemplgﬁed overcome their handicap in the labor market by providing two
important services: one, the job skills th;t they have not received and
cannot afford at the postseéondary level, and two, the conmaets’ﬁffﬁﬂ?giél f
employers that they would not otherwise make through friends, relatives,
. and other firms.

However, empirical evidence suggests that, by and large, CETA pro~
grams are not succeeding in this regard. Several recent stu.ies suggest
PN that, while graduates of CETA programs may have an initia) wage advantage
over control groups of non-graduates, this wage advantage declines sub=
stantially within several years time. A study Dy Cooley, McGuire and
Prescott, for examp}e, found that manpower tralning programs can increase
the earnings of participangs by $220 to $620 in the first year after
training. However, the impact drops off in later years to less than

5100.‘ One reason may be that most placements are in low-skill jobs

- with higq‘turnover, not in jobs utilizing skills or having potential

for advancement.
A major problem for CETA is its poor reputation in the eyes of most
. employers. As Patricia Pannell summarized, in a recent paper for NIE:

Business, in general, views government-sponsored programs more as
an aid to the disadvantaged than as an efficient mechanism for

training. As such they tend not to tgke manpower programs as a
gerlous source of their labor supply.

-
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The problem appears to have two aspects: one, most employers do .
noE actually hire CETA graduates and have no opportunity for phe general
impression of disadvantaged youth to be OVBrturned,_and two, when em-
ployers do hire CETA graduates, they often discover serious problems of
poor work habits éhd ]°;~£;;£; skills. A U.S. Chamber of Commerce sur~
vey of 2,400 personnel directors found that only 26% had.used CETA; and only ~ = %
132-H;avu§;é-ft as a continuous hiring source. Of those who had hired
CETA graduates, most had placed theﬂ:in primary ¢lerical and unskilled
blue-collar occupatlous.3
A survey of 284 Boston-area employers in 1378 revealed a similar
pattern;k only 27, or less than 102, reported hiring CETA graduates. Of
seventeen firms confacted about the sources they_used to hire keypunch
operators, five had used CETA graduates and had generally been satis-
fied with their performance. The survey stated that: ''0f the remaining
twelve firms, however, the vast majority efther had never had any prior
contact with federally-funded'training programs (but were unaware of their
existence) or §urprisingly héd never heard of CETA employment and training

" Four firms were interviewed about recruitment of legal secre-

programs.
taries; only a public defender law firm had utilized CETA sources. The
#
attitudes of the other three were summarized as follows:
Most firms felt that CETA trainees would not possess the proper
work attitudes or the basic writing and grammar skills which *hey
required of legal secretaries. [In the majority of cases, however,
this opingon was based upon conjecture rather than upon actual ex-
perience. .
Employers who do hire CETA graduates also have problems with job
performance. The Chamber of Commerce study concluded that most employers

were '"generally satisfied,' but that a significant proportion had serious

problems with "erratic attendance, poor motivation, low job performance,

60




unqualified referrals, and excessive red tape."6 The Boston~area survey -

also uncovered dissatisfaction with graduates because of their deficien~

L]

cies in the “basics' of reaglpg,ﬂggltingmiﬂgﬂmath_skills. Only sixteen

‘_;f the twenty-seven firms that hired CETA graduates claim to have had

positive expe(ienggs.7

The Visible Problems

What factors account for the poor reputation of the CETA program?
The folla ing answers have been discussed in the interviews for this
study with Department’of Labor officials, CETA officials, and employers:

One, clientele of CETA. Many officials and employers feel that the

.typical CETA enrollee is so disadvantaged in educational and family back-
ground, that the hecessary basic and specialized skills and the work
habits needed for employment cannot be lea;ned in the few months to a
year that he/she is in the program. ‘

' Two, Yack of direction and motivation on the part of the s tudents.

In many cases, CETA enrollees are not being prov‘ ded ?ith clear objectives
and plans for training. As.a result, they do not know how to and do.hot.
have the motivation to focus their attentic on specific skill development.
For example, if attendance records are not kept, the student may not

-understand that this is an important work habit which employers require.

Three, mismatches of CETA training programs and e@gjqxgrs"negQE:

Several criticisms are expressed in large-scale surveys such as ghe.Cham-

-

Per of Commerce study about the low quality of and non-responsiveness to
enployers' needs of CETA programs. The concerns range from concern with
the lack of preparation of CETA graduafes in basic skills and their poor

work habits tg concerns about training in the wrong specialized skills

* -

for' the local labor market.
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Four, lack of placement services. A major handicap for disadvan-
taged ypuéh ts the lack of informal contacts with employgrs that middle
class YbUthS have through friends and relatives. A gengral perception
is that CETA programs have not succeeded in developing eicher a) con~-
tacts with several large employers in a“local area for training and direct

placement of enrollees in the specific skills reeded, or b) general

#

.. placement offices with many contacts with local employers and a persona-

tized placement effort for each graduate. The absence of $uch services ‘
}s a particularly acute problem when the reputation of CETA Is so poor

¥
and general! contact with the program so infrequent.

Underlying fauses .
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An important question is, why, if‘emplovers and-other;'hgve identi~
fied these problems, they developed in the first Iinstance and now persist.
EE*A is a highly decentralized system of some 460 prime sponsors with
several thousands of contracted units for training and work. These
prime sponsors range from the most rural to the most urban areas of the
country, as well as the-most prosperous and the most severely distressed.

This decentralized system has the'structgre to meet the needs of local
Ia;or markets, but in many cases- the capacity for good service dé}ivery

has not been developed. There are very different track records for the
gquality of training, the extent of placements iﬁto unsubsidized employment,
and the quality of management. In looking at the variety of explaﬁations
for CETA ;roblems. it is important to remember that all of these problems
and explanations will not fit all prime sponsors. As in the proprietary
school and public school sectors described in Section A, there is a wide

range of quali'ty and effectiveness In systems-where local initiative i5 of

paramount importance and responsibility is decentralized. Any suggested

- 62
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solutions to these problems ‘should not penalize tho;e prime sponsors
who -have a]reédy had & solid record of accomplishment.

With this caveat in mind, the following explanations have been dis~
cussed during the course of this study for problems in the CETA system:-

One, mis-directgd incentives on CETA prime sponsors. Because of

current funding procedures, prime sponsors are assessed on the basis of

enrollments and placements. Prime sponsors may, therefore, retain stuaents )
for longer periods'bf’time than necessary to keep enrollments high and

pay more attention to placing the large numbers of graduates in jobs than :
in maximizing the quality of jobs found for graduates. This orientation :

of the prime sponsors, along with the.low,reputation of CETA in the eyes

of employers, would explain the general finding that many CETA graduates

are placed in clerical and unskilled jobs with minimal potential for ad-

vancement.

Two, weak mechanisms of accountability. Within the CETA system, the

pressures for accountability of the prime sponsor are veak. On the one
hand, the quality of training and the success of'thé program are hard “
to evatuate. Prime sponsors may lack the procedures to ﬁonitor how well

théy are meeting their own objectives.. As is evidenced by current discus-

sion;:-there is confusion over basic objectives, Zs‘well as over the tech- ?

niques and programs that can be developed to achieve thgm. CETA is é

relatively new system without ; fully-deveioped set of standard: and ex-

pertise, and prime sponsors are not fully aware of all the issues and methods.

-

On the other hand, none of the other participants in the system, tnhe

student, the employer, or the federal government, has both the incentives

. and the meaps to enforce accountability on the prime sponsor. The student
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hag no-market power to take his purchasing elsewhere; CETA is the pro-
gram of last resort for disadvantaged youth. Employers may complain about
the Quality ‘of training in the program, but havg evidenced minimal InQélqe‘
ment in the design and oversight of local efforts. Employers may have no

real incentive to do so. Statistics show that in some ateaS..the'twenty-

“Fivs percent of young people who drop out of high school. are now compet-

ing for nine percent of the available jgb;.lﬂEveq_Ip skitled areas, the
sources of manpower may excééd the available number of jobs. Complaints
?y employers about real shortages in high-technology areas kave often not been
verified, nor evidenc;’provided that if youth are trained in these skills,
they will be hired.

Finally, the federal governmgnt has ineffective sanction; on a sys-
tem such as CETA which is designed to capitalize on the strengths of de-
centralization aqﬁ diversity. Existing'sanctlons for poor performance are
too extreme to be meaningful. Between the status quo and takeover of spon- _
sorship tgere are few effedtiVe gradations of control. As CETA has been
implemented over the last few yéaré,'there h;s*also been a strong federal-
local tension as to who is responsible for standard-setting, program .
devglopment.or performance monitoring., Efforts by theifederal governmant
éo increase accountability on the part of local prime sponsors may be
seen in a political context as a ihreat to their autonomy and a rever-
sion to federal control. .

Recognizing these probiems, the last round of CETA legislation autho-

rized a demonstration Private Sector lnitiagives Progrbm (pS$iP). To be

eligible for PSIP funds, each prime sponsor must establish 3 Private (n-

dustry Couhctil {PIC) to approve the expenditure of PSIP déilars for puhlic-

private cooperative ventures. PiC's have a good deal of leeway in the way
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they can spend their funds, and their influence may be substantial jf they

can address training standards directly. The private sector enthusiasm

for this venture jg undeniable, but monthly Pi¢ meetings are no substitute )
for the day-to~day internal evaluation and revision of standards and

Programs. The PSIP effort should complement the development of standard-

. The Potential for a CETA Certifizate and Certification Process

The question for this study has been the following: what role can a
certification process Play in improving the labor market success of CETA
graduates? Sectjon A Suggests that certificates and tests, if appropri-
ately designed, céﬁﬂﬁiay an impottant~role 3s an efficient and falr mecha-
nism of sorting workers jnto jobs where their competencies and training
are utilized, g g byproduct, they stimulate investment {n skills on
the part of -youth. ‘To the extent that they replace traditional or cug~
tomary employer screens of race, sex and age by‘objective measures of
competence, they can faciljtate the advancement of such groups in the
labor market. Finally, certification can be a mechanism for increasing
the quality and re5ponsiveness of training programs. !

Cergificationtin CETA-can potentially: ‘

‘ ~=give the employer a track record of what the CETA gradvate
can do so he/she can quickly see if the individual holds

skills that are important to the -job; ’

==~distinguish the better student from the crowd of graduates,
since the level of achievement is noted;

=-make the quality of ceTA training and its standards known to
large numbers of employers, by setting standards for certifi-
cation, monitoring the Performance of prime sponsors and mar-
keting the certificates;

65
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-~provide a c¢lear signal to students of the objectives of the
training program and the levels of performance which they
must attain to succeed. As a result, both the motivation
and the achievement of CETA trainees should rise;

R
L

—

--gfve information to prime sponsors and the federal goverament
of the performance of {ndividual instructors and of entire
programs in training students to acceptable levels of per~ .
formance. - If appropriate sanctions on poor performance are
applied, the rigor and standards of training should increase; / ’

4

o

-y

~-=-function as a mechanism for ptime snensors, employers and
experts ln‘tFaining and testing to discuss and develop responr- :
sive and high=quality programs. in the process of developing -
certificates and tests, the issues of concern to all can be .
raised and the current base of knowledge on training and testing ‘
can be researciied. The results of these efforts will inform
all participants in the process and provide a signal to admin-
istrators arnd instructors of the kinds and methods of training 1
needed. ) -

OQver time, as standards are clarified and accountability enforced, A
objective measures of competence (test scores, for exa&ple) should rise. '
As programs are redesigned in accord with employer ;tandardgyand needs ’
and new'.practices, thefe would be an accompanying improvement in thi
widespread perceptions of the program and -better placements and highgr
earnings fé; all CETA graduates with a c;rtificate. Objective measures
Bf success of these efforts, and an empirical test of thei} effective~

l'leSS, would be: l‘ . * .-

--placement éf superior graduates in skillzd jobé yith good chances -
for promotion, :

~~improvement over time in test results and other measures of
performance of trainees,

~-improvement in work habits and basic skiils of t(finees,

~-higher expectations and better smplover impressions of
CETA programs, and

-~over a period of time, hiéher placement rates and earnings
for the bulk of CETA graduates.

s
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(f certification were to be supplemented bf’innovations or revisions’

in progrems or standard-setting in CETA, it would be hard to evaluate

the impact of each. For examplé,_the Private Sector Initiatives Program

may, in different ways, lead to improvemeﬁt in these same measures of

L]

sSuccess . - .

111. lIssues of Design and Recommendations

' N -
Features of the Desian - . e ,
"3

In designing a certification process sﬁecificaliy for CETA, the

A ¥

following features are important: . ?

. =-What information-is included in a certificate?

hl

Possible measures are: S
e .

. . completion/con-completion of the program

Written test results

performance test results .

attendance reco.d ‘ ' £
work attitude ratings P aat Py
.. basic skill ratings {
oLt specific skill ratings
- ) : recommendations from trainers

~=Who develops the certificate?
. ) . '
Should the certificate be developed by each prime sponsor?
Should prototypes be provided through a national effort?
Should local .primes be required to use a national certjfi-
cate of allowed to substitute their own?

~ ~=What else is needed from prime sponsors to accompany the certi-
l, fication-process? -

Are new placement services a necessary complement to certifi-

% cation? Should the federal government require prime sponsors
to reorient their training in prescribed directions, or encourage !
them to redesign their programs in response to the objective

measures of job competence revealed in a certification process?«
-
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" Factors in the Desigh Decision . -

 -g2-

-

[
Ls

==How are certlficates tied to sanctions? :
How can the certificates be used by each prime sponsor to
moni tor .the effectiveness of instructors and programs? How
will students wno fail to meet the standards be handled?
How can the federal government provide incentives for local
prime sponsors to Increase performance and placement of
graduates?

The research and interviews ip Sectidn A sugges! answers to many
of thfse questions. S;veral factors go into the decision on each: Wil}

the derti ficate be high-iy-visibie and (cIearly-known to employers? s ' o

.

the J.ertifi\.ate responsive to the information and skiil needs and hlriéﬁg

pracfices of emp!oyers? Does the certificate distinguish the best

studépts from the average? Does it-give the graduate geographic -mobi-
lit“& Is the certificate nondisqp‘iminatory? Is the certification process
techntcally and politically feasible? Each of these isswves is discussed
briefly below, with implications fo;' a new CETA prpgra‘m.

-

Visibility and Clarity of the Certificate

In Section A, we discussed the problems which-arise from the multi=

-

plicity and diversity of certificates postsecondary E:aining. An =

emp loyer cannot come to know and trust eath and every one of the thousands
of individual schools and certificatfs across the country. In addition,
the certificates themselvé‘g seldom contain clear information about the

standards or tests invpl've'a in the training. Ip the resulting confusion

about what has been learned, employers often group vocational studen . M"
into broad categories and fail to make the fine dlstlnctrpyf’ﬁr?*ﬂ
quality of tralnmg which would be warranted. Vith 460 prime sponsors

(and maoy training programs uynder each) and widespread lack of.documen-

ta;tion of the trainees' records or the content of programs, a similar

set of problems are present in hiring of CETA gra:‘iuates. ,

e "i_ A
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lﬁ this confusion, the need for stmplicity and clarity in selection
of tests and design of the certificate is paramount. The number of measures
or indicators of competence should be kept to a minimum, ;nd those used
should be the most concrete and least open to subjective interpretation.
Fofiexample, four or five competenEY measures can be better explained and
marketed to employers than twent§; An attendance record would also be
mbre understandableltd‘Employers than a work attitude rating based on
subjectiée ratings of instructors. . ' :

A standardized national certificete for.all graduates in each speci-
fic occupational field would be a high]Q-Qisiblg %jgnal of job competence
to employers. A CETA electronic technican in Massachu§etts.would carry
the. same credentials as one in Texas, and employers across ;he country
wouid know this. A second approach, which'may-be pursued.in tandem,
is for local prime sponsors to develop specialized skili ce?tificates

for those employers who are witling to hire graduates and to spend the

time In clarifying their particutar needs and suggestiﬁg areas and methods

of training. The disadvaitage of this option, however, and the reason
why it should not be used exclusively, is that other employers will be
unable to assess the quality or relevance of a specially-designed program

and certificate and will discount its value in their hiring decisions.

Responsiveness to Employers® Skill Requirements

Research on vocational training graduates aro interviews for this
study suggest that ~mployers look for three competencizs in job applicants:
good work habité; basic skills; and specialized skiils. When the certi-~
ficate indicates training only in specialized skitls, employers commoniy
call pla?emcnt offices and instructors in search of information on atten-

dance records and work habits. They also are beginning to develop their




administered to job applicants..
}

The need for basic skil's and good working habits ig partic&lar]y
acute fer CETA enrollees. .n 1968, Doeringer wrote: °

s

Unreliability on the Job tends to be a more serious cause of
ghetto unemployment than jevel ‘of education and training and an
important czuse of unattractiveness to emp loyers .8
In the 1979 survey of Boston-area firms, one employer felt that CETA
training as now constituted was "“a disservice to the individual to shuf-.
fle him/her into programs without first prov1ding basic reading apnd writing
skills. | | |
Finally, the Chamber of Commerce squey asked employers what would
be usefui programs for disadvantaoed youth Their responses, in rank

order, were: 10

General orlentataonICQunse]llng on
work dnscrpllne, attendance 72%

Basic literacy, arithmetic skills 68%

Skills training in the classroom 60%
J
j
A variety of programs must be de#eloped and tested to deal wjth

these problems and each prime sponsortmay approach them in a different
way. In particular, cpecialized skil{ training wil? contlnue to be
impbrtant when direct links are made whth an employer and a program is

designed to meet hjs/her speci fic needs', . Hovever, the CETA system should
\
also be responsive to the development anq certification of generic

compe;enc:es and work habits, the skills w?lch are broadly transferable
froq ‘one firm to another, Here, placement ffforts should be directed

at t?ose large firms with low-~skill entry*léyel jobs and potential for
) \
internal promotion and at small firms which often provide the Ybridge"
1 *
for youth ipnto larger firms.

]
1
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Distinguishing Levels of Performance

Host of the certlficates examlned in this study Indicated completion
of a program or passage of a test and nothing more. Because the documents
carried-no gradations of accomplishment--like grades or the actual stan-
dardized tes{ scores—-the student is at the mercy of the employer's
geaeral impression of the school. The bslow average graduate of a high-
quality school benefits from this blanket treatment, but the above
average student of a schoo! with 'a poor reputation--as in the case of
CETA;-loses. Ho matter how well he or she can perform individually, the
program's stigma stands in the way of good employment.

However, soms of the new efforts at detailed documentation of com-
petency mentioned in Section A can distinguish the superior student from
the mean and ;hould'be examined as models for CETA certification: They
can expiain several dimensions of an individual’s performence. For example,
if a student's manual dexterity is superior to 413 cognitivae ability,
this distinction can be made by inciuding both written and performance
test scores. Samples of records now being deviloped can be obtained
from the Center for the Study of Professicns, the National institute of

Drug Abuse, the Child Development Associate Consortium. Inc., the Medix

School in Baltimore and the Springfield, Massachusetts prime sponsor.

Geographic Mobility

National certificates were cited frequently in our survey as pariicularly
useful to employers. Their visibility gives them @ stature seldom found
In a Iocaliy developed, locally used certificate. The trust and famili-
arity engendered enhances the geographic mobility of tho;e who the hold

the certificates. Clearly, CETA certification can go either way--for




national-;ertiﬁicates‘or for local prime sponsor certificates. While the

local certificate may be developed and made known to a few employers in the
local labor market, there'is no question that netional certification can
contribute to greater mobility of the labor force.

Non=Biscrimination

1f a certificate, or any test underlying it. shows one group to have
superior performance for reasons other than actual job competence, the
certificate is discriminatory. Section A showed cases of such discrimination
against minorities, partiéularly in written tests. Several s.eps can minimize
future bias. First, tests and certification documents should be tested and
retested for their ability to fairly and accurately predict job performance:
This argues for national test and certification development because such
research is mnst efficiently done in one or a few places. Second, the
certificate should include several measures so that discriminatory measures
as yet undetected may be.offset tv e number of other tests.

Political and Technical Feasibillgx

There are several areas of political and tecunical sensitivity in
developing a certification process: one, the resistance of local prime sponsors
to more and more costly federal! mandates and requirements; two, reststaoce to
national, government-funded tests in any segment of the decentralized
educational system; three, the skepticism of minority communities about the
developme?t of tests used in hiring; and four, the enormous costs of developing
and perfecting tests and certificates.

Local prime sponsors are currently over-burdened with the tasks assigned
to them in CETA legislation and would resist and resent furthar program

requirements or test development requirements from the federal goverrment.

-
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The system as a whole would benefit from the development of skill records and a
tests and from more attention to basic skills and work habits. However,

requirements on local prime sponsors to develop their own tests would plice

demands for expertise and resources tnat could not be met without considerable

strain. The costs of devcloping onz occupational skill test start at $20,000.

In that context, nationally-developed tests would be seen as facilitating

and assisting prime sponsors in adopting standards, rather th;n burdening

them with tasks they cannot easily perform themselves.

Secondly, there is a widespread desire for CETA programs to do a better
job at teaching disadvantaged youth both basic skills and good work habits.
The development of tests and measurés.of these skills and attitudes, and
the: requirement that they be given to enrollees is a less intrusive and

possibly more effective means to encouragz change than the establishment of

new program requirements. The Department of Labor cou.d mandate primes to
aevelop a sequence of programs of prescribed length, content ana tnstructional
methcd from basic skills and attendance records to specialized programs. These
requirements wouid be contrary to the.widespread support in‘the ficld for
decentralization of program devélopment. if programs vere impliemented based
. on such a natinnal model, they might not work and local ini;lative and

creativity would be thwarted.

Test results, however, would provide an obvi;us measure of the

performance of the prime sponsor in training students. As Ssuch, they would be

Yproduct"” $tandards rather than "program" standards for CETA. If continued
funding were based on improveme?t in scores, primes would have the incentive
to change their programs in the desired directions, but the flexibility to-
do 50 in their own fashion. The political and programmatic advantages of ,

decentralization would be preserved, but the incentives for performance would



be increased.

The development of new certification tests or impierentation of
existing tests in the CETA system would obviously be thé subjéct of | some
concern and discussion to minority groups who are pushiqg hard for ynbiased
testi;g procedures. However, the argument can be made that good competency
tests which_clearly measure Job-relevant characteristics will hglg
disadvantaged youth get jobs to the extent that they repiace the bianket

poor impressions' employers now have of minority youth.

The fears of these groups that the competency/ tests wji! simply replace

one discriminatory screen with another will be-aifayed if they are inveived in

the process of certification and test development at the national level. 1If
focal primes were left thé.ﬁob of finding and developing their own battery of
tests and skill records, the potential is great that they would use the
biased tests of the ﬁast or unwittingly develop tests or records with all the
probiems which are now being recog;ized by researchers. The pelitical
sensitivity of these issues at the focal level would be enormous.

For these reasons, the federal government should take the 'ead in
developing the unbiased predictors of job competence and skills. Substantial
research projects couid be supported to build upon recent efforts in these
ared? and minority concerns could be easily and effectively incorporated in
such programs and studies. Specialized skili tests can be gatheted from the
Educaticnal Testing Service, the Center for Appiieh Perqunance Testing, and the
National Oc‘upational Competency Testing Institute for starters. There arc

aflso collections of tests entitted Tests in Print and Mental Measurement
(a'S

Yearbook. Tests of work habits will be more difficult to find, but work

is being done as described in Section A.




Recommendations

iIf ski1) certification is to be a part of a scheme to tighten standards

~

in the CETA system, we recommend that it include the following:

1. Develop graduate skill records. These can be one-page documents that
summarize a variety of student accomplishments in the trzining and
the methods of instruction offered in the program.

a. Include measures of competency in basic skills, work habits and
speciat i¥ed skills. .

b. Keep the record simple. (Avoid ciuttering it with many esoteric
measures or extensive descriptions of programs.

Avoid the more subjective measures which leave much discretion
to the tester/evaluator.

d. Require local prime sponsors to use national mcdel skill
records unless 'they have acceptable substitutes. )

2. Explore the use of mational competency tests.

R

a. Develop an inventory of specialized skill tests that can he- -
used by prime sponsors as measures for the skill record. This
inventory can begin with a collection of the numerous tests
already in use for specialized skills.

Develop tests or measures of work habits and basic or generic
skills that can then be used in the skill record as well.

Develop a range of scores in the tests to aliow levels of
performance to be distinguished.

Set minimum national standards for passage of the tests and
allow the prime sponsor to set higher standards for its students.

3. Do _extensive marketing of the CETA standards and CETA gruduates.

a. Establish a full~time placement office with each prime sponsor to
market both the certificates and the graduates to employers.

.b. Externally market the standards and tests underlying the CETA
certificate to employers on a nationwide basis. .

Require the placement office or instructors to discuss the
standards and certificates with trainees so as to clarify goals
and performance reguirements for them.
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APPENDIX A
_ METHODOLOGY

A

The Department of Labor requeated research on the effectiveness of .

-

proprietary schools in preparihg youth for work.. The purpose of the study

£

would be to aseiat thé Department in consideration of a proposal for an

entitlecent for certification of ‘competencies for youth. fhe following

questions were asked a%~ liex oytset: " -

-~What prot.letary school certificates have value in the
lahor market?

--What competencies appear to be asgociated with each of these,
e.g., discipline and work habits, basic skills, srecialized
skills?

" =-What do employers say about the value and contributions
of a propri}etary school ‘education?

~-What is the quality of the competency tests of proprietary
schools? What are the problems associated with such tests?
Are they culture-biased? Do tests exist for discipline and
work habits? Would new ;eéﬂc\have to. be developed for the:
Dol program? .

_As the research evolved, the scope of the study was_broadened to examine

- H

»

different types of occupational certification.

f
These questiona were explored with auvariety of experts. Discussions

were held with other researchers and developers in vocational education,

certification and testing. The questions were also discussed with vocarional

school association presidents, school directors and employers. The ?
/'//’ ’
—¢€mployers* were large firms, often with their own trailuing or humar resource

development division. A complete.list of interviewees is included in

Appendix B. . .7

The broader quesrions outlined above were asked of each group and these
X
were accompanied by apecific queations appropriate for the particular group:

-
.

.
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Where appropriate, certifylog agencies and schools were asked what standards

are used for passage and how these standards are developed. They were also
. T
asked to provide coples of the tests and certification requiremehts. Researchers

-

and employers were asked what the strengths and wezknesses are in current
certification schemes and what a model certification program would look like.

A thorough literature search was conducted as well. The recent literature
.on the labor market experiences of postsecondary vocational school graduates
was reviewed. Literature op occﬁpaCional testing, employer‘aftitudes,

employment potential, employment qualifications and lilﬁ;;ing, and

4

certification practices were all explored.

In many. instances, the results of the search or the response of
interv}ewees ware disappointing.' An employer may not have thought concretely
about the'role a certificate plays in hiring. The certifier may not have any

means to test the value of his certificffiffﬂfﬂf.épnﬁnl?”trﬁiﬁEE#EEEREr in

the occupatioéiﬂfszgggﬂgas&erﬁfﬁfgzzgg} information about failings in

cq;tif&ﬁﬁfi;;’tﬁan to get a direct sense of what a strong certificate should
look 1like. Within these constraints, we analyzed the information we collected
and extrapolated answers to our initial questions, always realizing that

this data may not take us as far as we would like to go.




APPENDIX B

. INTERVIEWEES

Andrew Bayes, Defense Activities for Non-Traditional Education Support.
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