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UNLEASHING THE POTENTIAL -
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Good counselors lack no clients.

Shakespeare
Measure for Measure
Act |, Scene 2
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COUNSELING YOUTH FOR EMPLOYABILITY:
UNLEASHING THE POTENTIAL

Prologue

Nations throughout the world are embarked on efforts designed to enhance
youth employability. Such approaches vary in“emphasis and in the elements which
comprise them. |n some nations the major concern is how to make the content and.
process of education more career relevant for all students. Other nations are
occupied with the creation of transition services desngned to help young people move
from school to work. Many nations have made major commitments to developing
training programs in "mdustry or in other postsecondary school settings which will
provide general or specnfnc employobnllty -skills to porhculor groups of youngsters.
Still other nations have created complex economic schemes to provide subminimum
wages to -youths, tax incentives to employers who employ and train them, and related
mechanisms to spur work experience, opprenﬁceships, ‘and additional fovrm“s of work
entry.

Underglrdmg virtually every opprooch to employability for- youth is ‘a
comprehensive program of career counselmg and guidance offered in schools, in
wOrkploces, or in the community. Career counseling and guidance are seen by mdny
observers as pivo'tol "switching mechanisms" to bring individuals and opportunities
together. Counseling and guidance processes are instruments:to help individuals see
new work vistas and m}okev new interpretations of their needs, values, aptitudes and
skills. Career counseling and gQidohce afford the information, the encouragement,
". the support and t_he skill building to empower youths to actively forge a career, to
participate in the personal development of their attitudes and resources as they
implemenf skills of job access and work adjustment,

Counseling for youth employability is a complex process. It is no longer seen as
a simple matter of test 'em and tell 'em. Rather, the terms "career counseling and
guidonce" emb‘r‘ace a large repertoire of techniques and skillbuilding processes by
which young people are educated. to choose and to plan, are taught job search

strategies and interview behavior, and are made sensitive to the requirements.of the



workplace and the expectations which underlie work adjustment, job satisfaction and
worker satisfactoriness. ’

This monograph is intended to provide the reader with a comprehensive view of
the work context, emerging occupations, anu the general and the specific
employability skills which youths will need to understand, interact with, and possess
if they are to attain employability. In addition, this monograph will summarize
reporis of programs and techniques which have been found to be, or give promise of
being, impo;tont mechanisms in facilitating youth emp‘loyobilivty. As such they
~ represent the state of the art in career counseling and guidance.

Edwin L. Herr
Thomas E. Long

The Pennsylvania State University




Chapter |
. THE CONTEXT FOR EMPLOYABILITY COUNSELING

The United States, as is true of other industrialized nations throughcut the
world, is in the throes of a major transformation in its occupational structure and,
therefore, in its context for employability for youths as well.as for adults.
Sometimes disqguised in economic terms, this transition in the occ;:po}ionol structure
is essentially the playing out of the implications for work which occur when a society
moves from an industrial to a post-industrial base for its economy.

Since the late 1950's, various observars have characterized the United States
and some other nations as post-industrial societies. They have argued that massive
joblesshess was about to occur as a result of automation and mechanization of the
workplace. For most of these 20 or more years, massive, and particularly prolonged,
. unemployment did not occur. Therefore, the periodic recessions and fempordry rises
in unemployment were attrituted to economic factors, rather than to the evolution
of the deep structural changes in the manufacturing processes and occupoﬁ;nol
characteristics of the United States and other industrialized nations as they settled
into the full reality of post-industrial status.

St Dur?ng the last 25 years a variety of names have been used to capture the
industrial and occupational transitions underway. Space age, information age,
identity society, electronic era, global village, technetronic age, superindustrial age,
age of flechnology are but a few of the names which have come and gone in the
popu lar préss. One of the more enduring terms to emerge in the past several years is
the Third Wave. In providing this term, Toffler (1980) has suggested that the
mogniﬁ)de of upheaval and transformation which will accompany the trensition to a
post-industrial society is so great that it represents the third major transition in
" society since the beginning of history. lts importance parallels the first two changes
which have shaped the world's history: one, the agricultural revolution which
changed social organizations from that of nomadic hunting and fishing groups to
more stable settlements allowing for-diversification of occupations; and two, the
industrial civilization which for the past 150 years has dramatically defined work

patterns, manufacturing processes, relationships between people and machines,




raanagement and governmeht structures, the use of resources, and supply-demand
cycles. The next stage of civilization, the Third Wave, according to Toffler, will be
éhorocterized by high technelogy, anti-industrialism and onti-bureaucracy.

Whether we term what the nation will be undergoing in the immediate future as
- a Thir¢ Wave, as does Toffler, or the Next.American Frontier, as does Reich (1983),
' it seems clear that the occupational structure of the future will not be what has
prevailed in the past. The environment in which work takes place and the
possibilities for work will differ. The context for employability will change.:® And,
the impact of those changes will vary from one group of youlﬂ.\s and adults to
another.

At the heart of the occupational transitions now occurring is the.application,
indeed the exploitation, of advanced scientific technology in gooas.producﬁon,
transportation, comimunication, retqiling and the provisioh of services. Some
observers sugéest tiat this application of technology is an accelerated and more -
sobhisﬁcdfed mechanization of work (Ginzberg, 1982). At the heart of such shifts in
'the nature of work are computer technology, microprocessors and microcomputers,
industrial robots, telecommunications, and electronic data handling.

The Noﬁonol" Science  Foundation suggested in 1982 that major emerging
technologies include computer science, biological engineering, electronics, electro-
optics, energy, materials, and miscellaneous (see Exhibit 1). The opplicqﬁbr; of these
technologies is expected to occur in such areas as electronics, corﬁrriunicoﬂ?ns,
agriculture, chemicals, health care, mineral extraction, transportation, development
of enérgy sources, construction, defense, and education as weil as consumer goods
and services. , A _

The effects of these emerging technologies, however. exotic they appear, are
obviously not benign. They are changing our economy from one rooted in the so-
called smoke stack industries to one characterized by the sunrise industries. The
 first is comprised of the high volumé, standardized production of durcble goods (e.g.,
automobiles, steel, rubber, furniture, etc.). They are large, centralized, capital and
labor intensive industries. The'second, the so-called sunrise industries, are those
which deal much more with information generation and services and the opplicoﬁon
of advanced technology to goods production. The latter will be chq{'ocferizéd by

machines operating machines (e.g. computer~controlled machine tools, robotics),
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bioengineering (e.g., the development of biological organisms to achieve industrial
processes-—devouring pollution, creating new medicines, efc.), and the wedding of
Lomputers or laser ophcs to commumcohons. These in turn will change how hanking,
'_ retailing, wqrehousmg and inventory control, transportation, agriculture, and
production will be achieved.

Machines - are likely to replace many of the low skilled and semi-skilled
production jobs now occupied by poorly educoted or untrained workers, At the least,
they will alter the mix of jobs available. For example, the current labor force is
comprnsed of only 3 percent engaged in agriculture, 32 percent engaged in the
‘production - of goods (mostly manufacturing) and 65 percent engaged in service
. occupohons (defined in the broadest sense to include all enterprises not engoged in
the produchon of goods--mining, manufacturing, and construction--or ogrnculture)
Perhaps even more dramatic is the statistic that ‘all of the new jobs added to the
economy from 1969 to 1976, 90 percent were in services (Ginzberg, 1982). This
reduction in manufacturing jobs and increase in service jobs wiil likely continue for
the foresdeable future.

One of the problems with the current fronsiﬁons in the occupqﬁonol structure
is understanding the timing of the changes in work which are likely to occur and the )
occupations likely to emerge, decrease or vanish. Current perSpechves on these
matters as they appear in the popular press tend not to ogree with avmlable reseorch
studies on the matter. While the onslaught and the effects of advanced technology in
the future are likely to be dramatic. in many ways, _counselbrs and other guidance
'specialists have an obligoﬁon to help their counselees keep such matters in
- perspective. | '

' For exomble, Hur{t and Hunt (1983) have recently spoken of the massive
exaggeration about the effects of the robot population, ‘robotics employment, and
potential unemploymenf due to robotics. They sfafe that "futurists and others
compete for media attention "with wild projections of the impacts of robotics—-
800,000 people making robots, .5 mallaon technicians maintaining robots, and
millions of workers displaced--with little or no consideration of the practical issues
involved" (p.42). In short, Hunt and Hunt remind us that "there are physical,
financial, and human consfromts on the rate of change in manufacturing process

technology as it is actually opplled" (p.m) In contrast to the views of many

(2]




futurists, their research suggests that until 1990 there wilsl be a growth rate of about
30 to 40 percent in robotics usage or roughly 50,000 ;gto 100,000 units in 1990,
eliminating over that period of time 100,000 to 200,000 ’Sjobs and creating 32,000 to
64,000 new jobs. These views are reinforced by recent Bureau of Labor statistics
which show that in the United States, high technology occupations as a group will
. account for only 7 percent of all new jobs between 1980 and 1990. Of the 20
occupations expected to add the most jobs in the economy during this period, not one

is related to high technology. Indeed, the five occupations expected to produce the

" most new jobs are all in low skill areas: janitors, nurses aides, sales clerks, coshners :

and waiters (Levin & Rumberger, 1983).

Another important perspective is offered by .ne Bureau of Lobor Statistics in’

how "high technology" is defined and its impact on the labor force is foreseen.
According to the Bureau of Labor Statistics, "high technology" is used to refer to
industries where technology is being rapidly exploited or the state of the art in
product development is rapidly changing because of scientific or technological
breakthroughs. For example, industries utilizing electronics or biochemistry ofn{n
are characterized as "high tech." Actually, there are two categories of mdu;tnes
dealing with technology. those which are by the nature of their processes and
purposes truly "high technology" and those which are "technology intensive." T}Je
differences are defined in part by (I) research and development expendnures as a
percent of gross product originated and (2) employment of scnenhsts, engineers, and
technicians as a percent.of total employment. Said another way, high technology
industries are those which see their major business to be the creation of high
technology; feéhnology intensive industries are those which significantly employ high
technology products éven if 1he; do not themselves create such products.
High technology industries tyf)icolly includet
f)rugs and meditines
Office, computing, and accounting equipment
——ETectrical and electronic equipment
Aircraft and missiles '
Instruments and related products

15
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Technology intensive industries include:
All other chemicals 7
All other machinery ’ : )

-/
y
.In addition to industries which are more or less oriented in terms of "high-

All other transportation equipment

technology," there are also technological occupations in which an lndepth knowledge -
of technology is essential. The Bureau of Labor Statistics defines technological
occupations as engineers, life and physical scientists, mathematicians, science and
engineering téchnicians, and computer specialists. Most jobs in other occupoﬁbns,
even those located in high technology industries, génerolly do not require an indepth -
knowledge of technology. Clearly, technological occupations are <also found in
industries other than the high technology ones.

The point of significance here, however, is that high technology industries
accounted for only 4.6 percent of total wage and salary workers employed in |1980.
This percent 'is >projecfed to be the same in 1990 with total employment and

employment in high technology industries both growing by |8.4 percent. Including
the broader industry definition (1echnology intensive industrieus), the proportions of
total wage and salary warker employment in these industries was 9.0 perceni in 1980;
-this proportion is projected to remain at almost the same level in 1990 (U.S.
Department of Labor, 1982). ' - ' -

Technological occupohons, when counting those employed in. any industry
regardless of its state of technology, accounted for 3.4 percent of total wage and
salary workers employed in 1980.. This proportion is expected to increase to 3.7
percent of the total in l990. One further way to look at these figures is that
technological occupations comprised 15.8 percent of total employmént in hlgh.
technology industries in 1980. This proportion is expected to increase to 17.9
percent in 1990,

Since high technology industries comprlse a relatively smoll proportion of total
employment and are not expected to grow significantly faster in employment than
the rest of the economy, it is not likely that high technology industries on a national
basis will absorb large numbers of unemployed and displaced workers. Moreover, at
least for the “tec.hnologicol occupations within these industries, pre-employment
education and/or training requirements would preclude easy entry by displaced
workers. /

/‘
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The Ripple Effects of Advanced Technulogy

~ Technological applications to work throw a long shadow. Although we have
space here to provide only a few glimpses of the ripple effects which are associated
with such transitions, their impacts upon all facets of society are broad and deep.

One example of the long shadow of technology is the unemployment rate.
While we frequently attribute employment and unemployment rates to changes in the
economic fortunes of the nation--recessions, depressions, booms—they are
increasingly a function of occupational transitions. . For example, we see this in
communities with only one major industry when a plant closing or relocation causes
unemployment rates of 25 percent and more of the labor force. But, it is also
evident in reduced work wéeks, underutilized industrial capacity, and fising fixed
costs, which result in frequent corporate or personal bankruptcies. Accompanying
such effects are rising demands upon unemployment compensation and other social
benefits to displaced workers which place the financial integrity of such support
systems in jeopardy, as vast amounts of dollars go to recipients and taxes from still
employed workers drop proportionately. Rises in the unemployment rate are also
accompanied by large amounts of mental illness, child abuse, suvicide, substance
abuse and spouse abuse (Liem & Rayman, 1982). In many instances, the integrity of
family units becomes vulnerable to the variety of stresses which accompany the
~ uncertainty of unemployment, .

Perhaps the most obvious effects of technological changes in-work have to do
with where work is done and who does it. As any trip _6cross the United States will
illustrate fo _the perceptive viewer, many types Sf wbrk are being decentralized.
Factories and workplaces are becomning smaller in size and moving into "industrial
parks" or other locations away from the center of cities and into suburban locations
or rural areas. To be sure, work possibilities still remain in the urban area, but the
character is changing from manufacturing to retailing, investment, entertainment °
and other service industries. These changes in where _wbrk is done and the kind of
work available affect such things as the need for transportation to work, the
requirements to get wourk, and the availablility of full time or part time work.



These conditions obviously have major effects upon youth. While adult
unemployment rates have vacillated from 8 to 12 percent over the past five years,
- youth unemployment rates have been consistently twice that high, and for minority
youths in inner cities they have tended to be consistently 50 percent and more.

Youth unemployment rates are complex matters. In some cases, they reflect
what kind of work is available where the youths live or their ability to get to where
the work is loct:ted. ,In other cases, the issue is one of whether they have the skills
or the "teachability" to do the jobs available. At the heart of these matters is the
problem of youth employability.

Employability Defined

In a society where the occupational structure is in a major state of flux, the
employability of the population becomes a major social concern. The employability,
as well as the employment status of different population groups, has much to do with
whether the occupational changes underWoy can be achieved successfully and what
effects will occur in mental health, individual security, family characteristics and
~ other important matters.

Employability "is not o new roncern to American professionals interasted in
coun. :ling and career development. It is, however, one -which is capturing
considerable attention because of its importance and complexity. |t is increasingly
acknowledged that unemployment is not simply an individual misfortune. Its social,
psychological, and economic significance is a matter of concern to the community
and to the nation at large. ' |

Employability refers to a composite set of traits and skills which permit the
individual to meet the demands of the workplace (Herr, in press). A decade ago,
Dunn (1974) noted that employability is of two types--general and specific. “General
employobility" includes such variables as work behaviors, social development,
physical endurance, and basic academic skillls.' General employability skills apply to
many work environments and jobs. General employability skills can be thought of as

those which relate to one's accommodation to and integration into thé workplace.
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The term “specific ‘employability skills" refers to one's ability to complete the
specific tasks required on a particular job. Specific employability skills relate ‘o
one's ability to be a producer on a specific job and, perhaps, in a specific setting.

Since employability can be broken into its general and specific éomponents,
knowledge of these elements can provide the structure for evaluating one's readiness
as well as one's preparation for work. Such evaluations permit educators to plan and
deliver programs which will address both the general and specific employability
needs of new American workers.

The Ing)redients of Employability

General and specific employability have different content. General
employability is the knowledge, attitudes, and behaviors which permit ¢ o pian
for, access, and adjust to work in any setting. Specific employability consists of the
work performance skills required in a specific job or occupation.

General Employability Skills. The importance of general employublhty skills
for youth is apparent in a number of studies whlgh have examined the transition from
school to work. One of the major studies in this area is that of Haccoun and

Campbell (1972), who found that work entry problems-of -youth clustered. into_two. .

broad classes. First, those which had to do with performance on the job itself:
responsibility, maturity, attitudes and values, work habits, adustment to peers and
supervisor's,\ communication, taking on new values, se}f-image,‘ coping with
automation and new technology. Second, those which hadﬁo.do with getting access
to work and planning for or managing a career: job seeking, interview and test
taking, geographic mobility, family and personal situational adjustment, job layoffs
. and rejection,. prejddice and discrimination, occupational aspiration and job

) ' expectations, career planning and management. Collectively, these two classes of

- work entry problems constitute a diagnostic profile and topics which can be used to
.develop skill building ‘experiences for youths who are contemplating work entry or
"hovmg difficulty with adjusting to work.

The flndmgs of Haccoun and Campbell (1972) are congruent wnth many of the
ms:ghts obtained from the research of Kazanas (1978). |n an effort to address what
he has described as "affective work competencies," Re has identified a variety of
behaviors important to 'job adjustment and stability. Again, these tend to be those



primarily concernéd'with work values, habits and attitudes rather than specific job
performance skills. . In his view, specific job performance skills tend to become
obsolete more quickly than affective work competencies, what we have earlier called
general employability skills, because of the major transitions in occupational content
which we described as happening in the mechanization of work and the resulting
changes in the mix of jobs available in the agricultural, manufacturing and servnces
industries. As a result, general employability skills are more enduring and serve as
" the mediators or stimulators of one's willingness to learn new work roles, accept
supervision, adapt to work routines and time requirements, and engage in cooperative
relationships with co-workers. Kazanas has isolated some 63 affective work
competencies which in different work settings are related to one's job odjustment” ‘
and continuation in a job without difficulty., These affective work competencies -
include among others: punctuality, honesty, cooperohveness, dependability,
emotional stability, loyalty, and judgment. ' L

There are several other terms which capture aspects of general employability
in ways which reinforce the research findings of Hdccoun and Campbell or Kazanas.
For exomple, some European nations describe the needs of youths for "industrial
will ‘help students to acquire behovnors ossumed undéf' mdustrml discipline rather
than to learn job performance skills. In Europe and in some other parts of the world,
the teochmg of job performance skills is thought to be the responsibility of
‘vemployers or postsecondary training schemes rather than a part of secondary
schooling. Thus, schools would be expected to be concerned with general
employability skills, not specific employability skills. - '

Industrial discipline is frequently exbected to include the knowledge and
'cmnudes which underlie willingness to follow work rules, regular and punctual
aﬁendance at work, pride in work quality, follow through and self-discipline, obnlny
to understand the rules, values and expectations which govern life in ‘an
organization. Herr (1982) has described these as work context skills.

Another way of conceiving some of the major general employability skills’is to
think of them in terms of self-management skills (Herr, in press). Typlcolly, self-
management skills would include those used to forge a career: decision mokmg, job

search strategies, ability to identify and use exploratory resources appropriately,
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creating an efféctive balance between work and leisure as well as the integration of:
fomnly, work, and community roles. These skills are those by which one can be
purposeful, plan a career, narrow ond value alternatives, and translate desired
choices into actualities. '

Specific Employability Skills. General employability skills are extremely
nmportont to gaining and to maintaining employment. However, they are necessary
but not sufficient to maintain employment. Every job or occupation has its own set
of technical skills which are required to perform the work involved. These technical
skills may be as basic as the ability to read, write, or do arithmetic, or they may
include the most sophisticated of psychomotor, cognitive, or affective skills.
Specific employability skills may be those required in a particular occupation (e.g.,
accounting, éorpenty_y) or those required in a specific firm or work setting, In the
latter circumstances one is likely to need both the skills of an occupation and the
skills applied to a particular machine, process or procedure found only\ in that"
porﬁculor‘sétﬁng.

Employability and Employments Synonymous?

”L»EﬂrﬁB\IB}'EBili’t‘i‘re‘lofeyto—ohe's potential for adjusting to and being productive in
 the workplace, on a job. To be emplquble means fhof one is conceptually,
psychologically, and.occupationally prepared to perform in the workplace. On the
other hand, to be employed means that one holds a job. Employability skills,
therefore, are ‘Utilized and demonstrcted fully only when one is employed; until that
time they are matters of potential, not achievement.

Employability says one is capable of being in the workploce; employmem says
one is in the workplace. Employubnlnty is learned and demonstrated. Employment ns
experienced. Only after one fulfills employability potentials .and finds a job is
employment status achieved. Employubl[lty relates to capability. Employment
relates to placeability. t

It seemns clear then that employability and employment are not synonymous '
" terms. Yet, to the American worker, both are vitally irﬁ;J/ortont. The individual

citizen's employability is related to the nature of one's‘personal skill gap--the
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difference between skills possessed and the skills needed to enter and survive in the
workploce. The smaller the gap, the greater the employublllty. The greater the
employability, the greater the  chance, for employment. Tne person's possibility for
employment is also related to the environmental job gap with which he is linked. The
job gap is the difference between the number of workers available and the number of
- positions available to be filled. ‘In generdl, the smaller the gap, the greater the
chance of employment, although it is possible for workers to be advantaged when a
large gap occurs. For example, in instances when there are too few workers for the
positions available, the basic argument here would not prevail as portrayed: Under
current economic circumstances, that is less likely than the other possibilities
discussed.

. For some individuals, the employment issue reduces to a "not yet" scenario.’
That is, the potential worker needs to develop more general or specific employability
skills to be employed in the jobs available. One notes that insuch a case, a skill gap
deficiency exists. For others, employment relates to a "not now" scenario, one
characterized by no jobs being available or the individual being unavailable for work,
due, for example, to service in the military, waiting for release from a correctional
facility, or recuperating from illness or injury. These are examples of job gap
 employment issues.. Sadly, for some people considering present occupational .
conditions, a "never" employment scenario looms. Those falling in -this category
" might suffer from permanent and incapacitating disability, inadequate rnotivation,
functional illiteracy or permanent institutionalization. Su5[1 examples reflect skill
gap/j jOb gap problems associated with both employabilty and employment. - i

Figure | illustrates skill gap/job gap relationships. The upper half of the circle
attends to one's employability problems related to personal ‘'skill levels. The lower
half of the circle concerns env:ronmental employment 0pporfumfy. The upper left
"arc of the circle represents the skills possessed by the individual job seeker. The
upper right arc represents the skills required by the job sought. The smaller the skill
gap between skills possessed and skills required, the better the employability.

~ The lower portion of the circle illustrates, the\employment opportunity issue.

The lower left arc represents the number of job seekers and the lower right arc
represents the number of positions available to be filled. In general, the smaller the
-job gap, the better the opportunity for work. '
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The job gap/skill gop' theme further oﬂeétsto the complexity of and difference
between employability and employment. Respectively, the terms relate to one's
preparation for work and finding a job, to individual development and economic ebb
and flow, and to readiness and opportunity. They are ‘neither interchangeable nor
synonymous, but they both relate to one's motivation, preparation, and capability for
work and one's opportunity tc work. '

Youth Employment Conditions—The Concern
Employment conditions, 0p§or'tunities and concerns for young people vary with
the times. A major concern for youth employment occurred in the turbulent |960's.
At tha: time, the baby boom "youth bulge".&ms in college, in early work stages, or in
the military. The Vietnam War affected the distribution of persons among those
options. Those who were trying to secure work and establish or prepare for careers
were experiencing the first economic and occupational spasms related to the arrival
of the post-industrial society. Blacks ar: »men were moving into and competing in
the labor force in greater numbers. T = 00, the economic, political, and moral
sensitivities of youth were assaulted by the war with its wasteful expenditures, both
human and monetary. Many youths felt that hostiliﬁés should cease and that the
expenditures of war should be diverted to domestic social and economic needs. For a
variety of reasons, large numbers of young people felt disenfranchised from
participation in the political, economic, and occupational spheres of society. They
became militant. Society responded to what some describe as the tantrums of the
. 60's with inc:r"eosing concern for youths' participation in the society, including their
employment, and to their adaptation to social and economic conditions related to the
growing effects of the computer, the lgser, and the rest of high technology. '
Youths and their advocates sensed with new urgency that their work needs and
investments depended on both individual and societal conditions. Those concerns
“have been reflected in legislative, social, economic, and educationa! responses to the
unmet needs of youths. For example, the Comprehensive Employment and Training
Act, the various amendments of the Vocational Educational Act, the Career
E£ducation Incentive Act, and the Job-Training Partnership Act were put in place to
assist various groups of youthsin understanding and planning for the world of work or
“- training for specific jobs. These pieces of legislaﬁon- vary in whether they emphosze
general employability skills, specific employability skills, or both.



- Youth Employment Conditions—The Current Situation

y

In his discussion of conditions in the youth labor market, Passmore (1980) noted
that youth unemployment will continue to be determined by the uncertainty of
p;aducts and resources. He noted, too, that the effects of social influence on
lifestyle, legislation, and health of the economy will have their effect on youth
opportunity, as will such issues as sex participation rates, ethnic discrimination, the
changing nature of work and work-leisure patterns.

A favorable factor for the future is the demographic shift in the youth
populohon. Bowman (1977) concluded that the I985-I990 growth rate for the labor
force will be about two-fifths that of the 1975 rate. He also noted that the number
and proportion of youths in the labor force will decrease markedly in the late
1980's. Flaim and Fullerton (1978) and Easterlin, Wachter, and Wachter (1978) have
made predictions similar to those of Bowman. In a similar vein, Dietrich (1983),
speaking on issues of educational reform at the June 1983 MEGA (Making Education
Grow with America) conference, stated that the year 1990 will see 25 percent fewer
high school graduates than recent years. Such a fact will increase the value of these
graduates to employers. Basically, a supply-demand situation in favor of young
people is emerging. As colleges, busineés, industry, commerce, and the armed forces
compete for their decreasing numbers, it is likely that for the next decade, until the

children of the current mini-baby boom come to adolescence, youth unemployment =

rates will decrease.

Factors other than the size of the youth population which are related to fhe
Jﬂ'o:'sslbnhty of and conditions for youth employment are those associated with
education, experience, social interventions and opportunity. lp a “joint report
published by Youthwork, Inc. (1982), and the Institute for Educational Léodership, the
following were described as conditions (causes) that affecf youth employmenf°

l.  Deficiencies in basic skills development.

2. Lack of work experience, job seeking and keeping skills.

3.  Shortage of job opportunities. « |

4. Racial discrimination.

5. Age discrimination, )

6. Technological revolutions in the wdrkplace.



7. Jobs and youths gemg in different geogrophncol locations.
8. The increasing number of young workers and disadvantaged youths as' a
percentage of all young people.

v

9. Lack of+jobs paying well and providing opportunity for mobility. ~
10.  Restrictions of protective labor laws. |
. Breakdown of social institutions, including the family.

|2,  Attractiveness of street life and the subterranean labor market..-.

The Vice President's Task Force on- Youth Employment - (|980), ofter
interviewing youths, reviewing programs and conferrmg with ndtional ond commumty
leaders, reported that: . .

. Youth employment problems and opportunities are unevenly distributed.
2.  Many youths lack the basic academic skills needed to get a 1ob.
3 Most youths have no resumes or work expenence whnch are used to sort
" out applicants for hirmg. . A
4,  Federal employmenf and frommg programs "must be made snmpler qnd,
more flexible, with less red tape. - .
5. Young people need rehable information about Jobs “and support from
community assistance groups during the school to work transition. -
6.  Community-based and voluntary organizations are well suited’ for working
with youths who have serious employment problems.
7. A partnership of business, schools, labor unions, community-based
_organjzations and government is needed to serve young people. :
Further perspectives on current labor conditions are provnded by Christensen
(1982) who listed the following as causes of youth employment trends: labor force
compeMnon, literacy problems, school enrollment problems, minimum wage
coverage, change in wage differentials between youths and aduits, social and ethnic
“discrimination and shifts in occupational and geographic demand structures. ¢
Regardless of how one classifies factors affecting youth employment or
unemployment,. it is obvious that some of these factors lie outside of young peOpIe's
~ control and result from economic cycles and supply-demand phenomena. Some
" factors lie in the nature of adolescence and young adulthood itself, and others lie
within the individuals. For example, Godwin (1976) -has reported ‘that youths are

- particularly affected by eyclical down turns in the economy. In such a cirCUmstqnce, :
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if employers have a choice they are more prone to pay minimum wages, for example,
to experienced workers who need work than to youths who do not yet have a work
hlstory. This is a condition beyond the young workers' control.

But in addition, the years of many youths are years in which to "shop around,"
to ‘explore, not to view a particular jOb as a permonent commitment. Osterman
(1978), as a funchon of interviews with young people and with corporate executives,
has vwndly descrlbed the youth labor market. He noteéd primarily that when
individuals enter the labor market after leaving high school, they generally are not in
a state of mind to be stoble, reliable full time employees. For many, sex, advanture,
and peer activities are more important, and jobs are viewed only as "being.

‘mstrumentol to gemng money for 1hose other- activities. He used the term

"moratorium stage" to describe this perlod where weak labor force attachments

" permit ‘some youths to change jobs and move in and out of the labor force
frequently. The moratorium stage concerns the degree of investment in being in the

labor™ force for many teenayers. Redching the. late teen years or the early twenties
causes a moratorium remission. - Incremenfolly higher wages, maturation, Iower

unemployment. rates, morriage and peer pressure contribute to fhe declme of the

moratorium sfoge. Elwood's research (1979) among a group of young ‘male employees

suggests considerable evidence of weak labor force attachment in ways similar. to
. that characterized by Ostermann.

Obvnously, in many cases, youth employment problems dre exacerbated by
omtudmoI, knowledge, or skill deficits experienced by particular individuals. A
number of studies attest to the presence of such deficiencies in the lives of young
werkers (Hoyt, Evans, Mackin & Mangum, |974; Richqrds,.|980)."

Employment C&ndlﬂons Differ by Youth Groups’ |
Godwin (1976) suggests that labor market conditions vary for'differeml groups

of young people. For example, sfudies'Show that rural youths suffer from a lack of
. job opportunities and information about jobs and they have fewer 9gencies 10 serve

them. Because of relocation of jobs from the inner cities to other areas, many

~‘econom|colly disadvantaged Inner city ‘youths experience growing job scorcify.

Youths who are in school or live at horme have mobnlify restrictions not common t~

"older age groups. Godwin also noted that discrimination of all types--racial, sexua:




affects young people and that data projections indicate that youth unemployment is -
increasingly becoming a problem of race. ' ' _

Not achieving academically in school is a major issue related to subsequent
youth unemployment (U.S. General Accounting Office, ]982). When poor academic
achievement is combined with early school leaving and minority status, the
probabilities of unemployment rise dramatically. ! N | .
Quarles «nd Hannenberg (1982) have described the causes of high youth

unemployment as follows: .

A substantial proportion of youths are disadvantaged, facing barriers'in )
finding employment. These barriers include inadequate training and -
marginal basic skills. Moreover, many are lacking the attitudinal and.
job-seeking skills necessary to gain and maintain jobs. For the most

part, the jobs available to teenagers are at the bottom of the scale.
Predictably, many of these jobs have few incentives for both the
employer ‘and the employee to develop long-term relationships. Dead-

end jobs tend to produce high turnover and high unemployment even

when overall unemployment is low. Fundamentally, the problem of
youth unemployment is the same as that of the adult population—not
enough _jobs to go around. The rate of youth unemployment mirrors and
magnifies the larger problem of the economy. However, unemployment

hits young ‘people from poverty-level and working-class families
hardest. (p. 63)

For many economically disadvantaged and minority youths, employment ond
unemployment are multi-dimensional matters. For exqmple,‘Mil_ler and O(;tﬁ'ﬁg7
(1977) surveyed over 400 disadvantaged youths and adults and 'developed a.list of 37,
barriers to their employment in || categories. These\borriers included child c_q?Jré,
health, transportation, social and intéfpersonal conflicts, financial problems, ='l'é\gol
problems, emotional-personal problems, drug and alcohol dbuse problems, job
qualifications, discrimination, l;nguoge and communication problems. Such research
serves to alert the counselor that dealing only with choosing an. occupation or even
preparing for it is not likely to be sufficient unless other personal and situational
problems are dealt with as well. While only a superficial treatment of some of the

aspects of emplsy\menf’condiﬁpns for youths, these perspectives lay a base for
understanding the different categories of their employment and urnemploymen‘t'. '



Classes of Employment and Unemployment

Counselors and  lay persons alike frequently treat emplbyment and
unemployment as though they 4were each singular terms having only one meaning.
Employment and unemployment are broad categories which, in reality, include a
number of classes of behavior. We will discuss these classes of behavior in a few
paragraphs. Beforehand, however, it is useful to acknowledge that employment and
Unemployment are what government definitions and statistics say they are. |If
- definitions or procedures used to calculate employment and unemployment change,

so do the meanings of the terms. Let's look at such calculations and definitions
briefly.

Employment Data—The Measures ;

The report, Er@;loymenf and Earnings, each month describes the monthly
vsurveyslof the American population conducted by the Bureau of the Census for the
- Bureau of Labor Statistics. These Current Population Surveys (CPS) collect data
about the employed, the unemployed, and persons not in the labor force concerning
their occupational, personal, and other characteristics.

A scientifically selected sample of civilian non-insmuhonalized respondents is
interviewed to obtain information about the employment status of each member of
the household |6 'years of age and older. About 60,000 household units are visited
‘each month. Part of the sample is changed each month. The rotation plan provides
for three-fourths of the sample to be common from month to month, and one-half to
be common with the same month a year earlier. Inmates of insmuﬁons md persons
‘under |4 are not included in the regular CPS monthly enumerations. -

The following' definitions have been used since 1967.

Employed persons are (a) all civilians who, during the survey week, did

any -work at all as pald employees, in their own business, profession, or

‘on their own farm, or who worked |5 hours or more .as unpaid workers

in an enterprise operated by a member of the family; and (b) all those -
who were not working but who had jobs or businesses from which they

were temporarily absent because of illness, bad weather, vacation,

labor-management disputes, or personal reasons, whether they were

paid for the time off or were seeking other jobs. Members of the

Armed Forces stationed in fhe United States are also included in the.
employed total.
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Each employed person is counted only once. Those who held more than
one job are counfed in the job at which they worked the greatest
number of hours during the survey week. '

Included in the total are employed citizens of foreign countries who are
temporarily in the United States but not living on the premises of an
embassy. Excluded are persons whose only activity consisted of work
around the house (painting, repairing, or own home housework) or
volunteer work for religious, charitable, and similar organizations,

Unemployed persons are all civilians who had no employment during the
survey week, were available for work, except for temporary illness, and
(a) had made specific efforts to find employment sometime during the
prior 4 weeks, or (b) were waiting to be recalled to a job from which
they had been laid off, or (c) were waiting to report to a new job within
30 days. (U.S. Department of Labor, 1983, p. 143) ’

In employrﬁén? data and _ﬁ‘fek_roture, statistics, while informative; arerelatively -
sterile pieces of information. They only represent.one fact--the number of persons.
who fit into different clqsse:c. of employment or unemployment. Roderick and Kohen
(1973) observed that one's:_ employment status is an interaction between the
characteristics of the labor market and a variety of individual characteristics. While
data provide numbers, the conditions of employ;nent, . Unemployment, and
underembloyment have meanings which’ are economic, sociological, psychological,
. even spiritual to some. Numbers and oggregqted data do not necessarily stimulate
thought about the frustration, alienation, the reduéed sense of self-worth, dashed
hopes and plans, the foiled full integration -into society for those individuals who
~ experience the absence of income and other soﬁsfoéf\ions derived from work.

In 1980, the Vice President's Task Force on Yoi)t\h Employment estimated that
four million youngsters, ages [4-2l, would face Qerious problems in getting
~ employed. Then, too, Quarles and Mannenberg (1982) §1\ate}d that one-half of the
unemployed persons seeking work are young people 16-24 years old. These estimates
both document unemployed youths' need for wérk. The uriérnployed label suggests
that they are looking for work. What about those not counted hecause they are not

" looking? What do those statistics say about individuals counted? \Do they want full

time or part fime work? Would they be satisfied with ofter school, summer, or
~Christmas season employment? At what would they prefer.to work? What would
constitute underemployment in terms of each person's ambitions? Let\us consider
the broad span of these issues. v ) ' .

. . ) ) : \



Youths in Full Time Employment

As has been suggested elsewhere in this chapter, according to many writers
" youths are considered to be in the marginal or perlpherol labor force. Their labor
force involvement is generally casual, intermittent, and part time (Bowers, 1979;
Osterman, 1978). School dropouts and persons in their late teens and early twenties
are those most likely to seek full time work. But dropouts have trouble finding full
employment. Camp, Gibbs and Monagan (1980) observed that the very reasons which
prompt many students to leave school, namely failure, differentness, and fow incecme
family membership, make them poor candidates for successful employmenf.
Moreover, for a variety of reasons, some already discus$ed, youths enter, leave, and
re-enter the labor force until they find and are ready to commit themselves to a
perr}mnent full time job. For most, a process of compromise emerges over time
which structures the young worker's attitudes, self-esteem, und commitment to
available opportunities. '

Other barriers exist to prevent young people from working full time. These
include time spent in schooling, lack of motivation, lack of‘experience, age, the fact
that some employers do not consider youths for full time positions--some employers
want only part time youth employees who can be pmd off-the-record. Then, too, full
time employment may not be permanent employment. It may be temporary and even
very short-lived. V J | ' | '

The trend, however, is for youths to spend more time working when work is
available. Steinberg, Greenberger, Garduque, and McAuliffe (1982) stated that
relatively more teenagers work now ﬁmn 40 years ago. Also, those working now
work more hours than did their predecessors.” They cite the fact that in 1960 only 44
percent of 16-year-old in-school males worked more than |4 hours a week. In 1970,
56 percent did so. The corresponding rise for females-was from 34 to 46 percent.
Young people who look for full time positions go into competition for jobs with their
more mature, more experienced, and available farnily members and friends. In times
of economic distress they seem more destined fo lose the contest. |
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Youths in Part Time Employrnent

Most teenagers go to school full time and work part {ime when they can. Since
school is considered by some to be a holding tank for youths in times of a crowded
labor market (Passmore, l982), part time work may be a wnse choice. Levin (1980)
noted that the mdlvnduol who obtains more schooling is llkely to displace one with
less schooling in the job line. Part time work for many youths may be a leisure-
"filling activity to earn "pin money," while for others having a job is an economic
necessnry and their wages contribute significantly to family income. For the former, '
the part time work selected can relate to mdwnduol choice. For the latter, the need
to work for economic reasons overarches the prlorlty of individual choice and the
issue becomes more problematic.

In any case, school attendance is a large factor in youth smployment patterns
where even_the fact of enrollment might be a response to one's percelved prospects
for a jOb and the economic or social conditions extant in the socnety (Bowers, 1979).
.If youths do not think they can get a job or believe that they can improve their job
'prospects with additional education, remaining in or returning to school is a
legitimate alternative to work. and a "safe haven" until work condmons improve.

Youths who wish or need to work but cannot, however, pay a penalty. Elwood
(1979) observed that the effects of a period without work can continue when work is
found. He noted that teenagers who spend time out of work will probably work less
time in the following year than they would have had they worked the entire
precedmg year. Also, he felt that the major persistent effect of unemployment
would be the lost work experience on future wages. Other writers feel that part
- time v .tk and sporadic employment may demonstrate or imply weak labor force
affiliation and commitment to prospective employers.. /

Much literature, in fact, contests the effects of youth joblessness whlch
.accounts for some considerable portion of part time work patterns. For example,
studies have been done on the temporary and permonent effects of youth
unemployment on subsequent wages and the amount of work experienced in later
years. The findings are equivocal and uncertain. Many writers conclude that there
are consequential and lasfmg impacts of early unemployment; others conclude that -

there are only minimal effects.
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The effects of joblessness should be different for youths who are in school full
time and who cannot work part time, and for youths who are out of school and desire
any work, whether full or nart time. The evidence suggests that out of school youths
who are dropouts are not likely to be employed even port time, and that older out of
school youths and, in porﬁculor, graduates, have a better chance of employment.

If the part time work patterns of young pecple relate *o the voluntary
abstension from full time work commitments, no problem exists. If, however, they
relate to the unavailability of work opportunity, the counselor would have to deal
with sets of problems associated with either employability or placement. Only
discussions with individual clients can discern the nature and extent of the probllem if
one exists. ' ' j '

Unemployment

Unemployment, as Herr (in press) noted, is not monolithic in its structure.
" There are many types of unemployment and each affects different groups in
~ different wdys. Kroll (1976) identified four types of unemployment: structural,
seasonal, cyclical, and frictional. -

Structural unemployment is that type of unemployment in which potential
workers are not qualified for the jobs that exist. Structural unemployment is
| precnpnoted by changes in mdustrml technology, the lack of appropriate training
programs for citizens, new employment conditions, and plont relocations. The
unskilled, the mentally deficient, the neurotic and the emotionally disturbed are all
frequently classified as being structurally unemployed. Structural unemployment
tends to be of long duration.

Seasonal unemployment relates to joblessness associated with .chonges in
weather or markets (Christmas vacation, harvest time). The major industries
affected by seasonality are agriculture, construchon, and recreation. Seasonal
unemployment trends and. effects can be anhcnpoted. Seasonal employment and
unemployment are generally of short duration. .

Cyclical unemployment relates to the peaks and valleys of economic ochvny.
Peaks are associated with high employment; valleys with unemployment. Monetory
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policiés, inflation controls, population demographics affecting demands for certain
types/ of goods production, tox structures, and credit availability, among others,
offect consumer demand and service markets. Each contributes in its own way to
the nature and duration of cyclical unemployment,

Frictional unemployment is the type of unemployment associated with moves
from school to the first job, or the transitory idleness of persons moving from job to
job. It is generally of short duration.

Over the ages, absence from work-was considered to be voluntary. The views -
of the early American Puritan toward work were such that labor was needed from
everyone for sprvivol and for salvation. That work ethic wHich outlined the need to
work and the penalty for avoidance of work was dominant until the Great
Depression. Until the. 1930's the absence of work was not much of an issue at all. f
individuais did not work for whatever reason, societal perspectives were that this
was an individual problem, not one for broad government intervention. The
Depression helped the citizen and the bureaucrat to recognize unemployment for |
what it was--a social problem ‘which militated for governmenfol attention.
Unemployment was no longer viewed as bemg a personol problem which simply could
be ollevmted by the individual deciding to go, to work.

Economists, legislators and other pollcy makers today are increasingly sensmve
to the fact that the jobless rate has significant effects on the entire social order.
Regordmg the sccial costs of unemploymenl Keyserling (1979) noted that from 1953
to 1979 the oscillations in the American economy were responsnble for the loss of
over seven ftrillion dollars of GNP, and nearly two billion dollars of public revenue. |
D. G. Johnson (1981) cites the fact that an increase of one pércent in the
unemployment rate boosts Federal expenses by 64 percent. Such outlays include lhegf
following transfer paymentst aid to families with dependent children, unemployment '
compensation,: food stamps, and Social Security supplements. That same one percent

" increase in the jobless rate would add about one million persons to the jobless rolls

and,” barring temporary offsets, would reduce real GNP by nearly three percen‘l
(Pierson, 1980). Depending upon what one includes in the calculations of the lost
revenue and costs of social services to the unemployed, the current esnmotes
suggest a 20-30 billion dollar loss for eoch percentage pomt of jobless lncreose.

j.
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Unemployment also exacts personol costs to youthful citizens beyond those
olreody mentioned: lost wages, work experience, and successful mtegrohon into the
Iobor force. Research shows the following must also be included: stress, shame, -
dlssohsfochon with other QSpects of life, internalization of quilt, olcohollsm, sexuol

: «lmpotence, depression, mental illness, suicide, involvement in criminal ochvny, and
/ family pathologies exemplified in child and spouse abuse. Unemployment, through
‘ " the ripple effect, touches not only the unemployed, but all family structures with
/" which they are associated. : /'
The counselor interested in the mental health issues related to’ unemployment
/ is referred to the work of Dumont (1977), which discusses the negohve mental health =?
/ aspects of the American economic system, the stress, mental iliness and family
problems associated with unemployment. Also of interest here is the work of Levine
(1979) who described-the psychological gnd social effects of unemployment on young *
people. Levine describes three progressive stages of reaction:t (l) optimism /
(2) ambiguity and (3) despair with their associated feelings of boredom, identity
diffusion, quilt and shame, onmety and fear, anger and depression. Levine dlso

discusses action strategies to serve unemployed youths.

Who is Affected by Unemployment?

If unemployment is composed of different types and caused by different
factors, it is reasonable to assume tha* population groups: will not experience
unemployment equally. In the United States, the current unemnloyment picture is
described in the following information. The overall unemplcyiment rate as of
October, 1983, was 8.8 percent. The following'Apercentoqes reflect the -rate of
unemployment for various sub-groups in the populoﬁons:

Adult Men . ’ 8.2%
( Adult Women 7.4%
Whites | 7.5%
, Blacks - : i8.0%
: Hiquﬁics ) ' 12.3% : _
o _ White Teenagers ™ =~ 185% . .
Black Teenagers 48.3% ) ; ' ‘

("Uremployment's Steady Slide," 1983)




Ten million people in the United States are still out of Wbrk, but the jobless rate is
falling. A cursory look at the data sugges's that black teenayers, white teenagers,
and blacks in general have significant employment problems. This is no surprise=it
_has been the employment picture for the bettey part of the last 30 years.

Differences Among Youths in Unemployment o y .
While current unemployment rates‘are serious and frustrating for all the groups

affected, the rates are staggering for minorities and youths. Unemployrﬁgnt rates
for teenagers and young adults have been persistently higher than those: f\pr adults
(Passmore, 1982). In addition, unemployment tends to fall most heavily on 1§j\|ose who
have little education, few skills, and low incomes (Pierson, |980). Furthér, it is
known that blue collar workers with lower levels of education are more li“kely to
experience periodic layoffs than are their white collar and better educated peers.

Mare and Winship (1982) state that racial differences have grown ih the
proportion of the youth population that is employed and the proport.i'on of the youth
labor force that is unemployed. The black-white unemploxn‘:énf rates for | 8-/24 year
olds showed a difference of 5.8 percentage points in 1954, In 1960 that difference
grew to 8.7 percentage points. It was 12.0 in 1970 and 14.5 in 1980. /

Godwin (1976) states that the unemployment rate for teenagers has not been
less than 10 percent since 1953. Moreover, he asserts:

Between 1957 and 1962, the unemployment rate for workers between
16 and |9 was three times higher than that for the labor force as a
* whole. Between 1962 and 1968, it was more than five fimes higher; and
between 1968 dand the present, when the national rate increased
steadily from 3.6 to 8 percent, the teenage rate rose from (3 to 2|

. s
percent. ] \.,.

Unemployment in the next older group (i€ - 20-24) has .been

consistently lower than that for teenagers but also consistently higher
than that for workers between 25 and 65. (p. |46) '

Clearly, one's age, even when young, is a factor related to unemployment.
Levin (1980) states that the probability of unemployment falls rapidly as individuals
approach the mid-twenties. While such a notion may be accurate in general, it
obscures the different effects of thct phenomenon. ' '
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Adams” and Mangum (1978), as a result of several studies of youth
unemployment, have shown that beyond a predictable period of trial and
experimentation, joblessness among teenage youths who have left school carries with
- it a "honébver effect." Problems of unemployment as teenagers leave school and
enter the labor force do not simply "age out" for all individuals. For some, such
early problems of job access and continuity are predictive of later labor market
" problems in early adulthood and beyond. Periods of unemploymentre@resent loss of
work experience, credibility as a worker, information and skills which may place the
person at a competitive disadvantage for available jobs and also cause an injurious
effect on attitudes toward work. Jégged early labor market experiences, then,
potentially result in a permanently underemployed if not unemployed cadre of
persons who never 'catch up" with their more advantaged contemporaries whose
“smoother fi‘opsiﬁon to the work force gives them a competitive edge throughut their
wof‘k life. |

Ginzberg (1980) has observed, from data over selected non-recession years, -
that young white women aged 18-24 experienced a significant rise in their
unemployment rate. Over the same time span, the data indicate thot for young
blacks, male and female, the unemployment rate almost doubled and in some cases
almost tripled. .

Passmore (1981), in reviewing the literature on unemployment frends, cites the
following findings: .

~ |, The labor force participation rate for women has increased dramatically
| over the last 30 years. That period has shown a slight decline in labor
force participation for men (Bednarzik & Klein, 1977).
2.  The porﬁcipofion rates for 16-17 year olds have been lower than those of
|8-19 year olds (Bednorznk & Klem, 1977). | o
3. In the 16-19 age group, white youths have participated at hlgher rotes thon
blacks (U.S. Department of Labor, 1979).
4. After recessionary periods, blacks do nof recover employment prospects as
successfully as whites (Newman, 1979).

5. B;th’r;oméd males under 20 and pnme age males have strong attachments
to the labor force. Sihgle males and females under 20, however, have
relatively low participation rates, and ‘married females under 20 have
increased their labor fpi'ce participation (Bowen & Finegan, 1969)..
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6. Regional and rural/urban unemployment rate differences exist (Browne,
1978; Westcott, 1976).
7. School enrollment status is related to youth employment status (Young,
1979).
8. The unemployment rates for white, black, and Hispanic youth dropouts
were more than double those of hngh school graduates and three times that
of college graduates (Young, 1979).
9.  Unemployment rates were highest among youths whose families had annual
~“ -incomes of less than $10,000 (Young, 1979). ‘
These findings bear out Levin's (1980) notion that the probability of youth
unemp_IOyment is hardly a-random event that affects all social groups equally.

Individunl and Social Consequences: A Surnmary

The. literature is replete with monographs and “articles attesting to the
destabilizing consequences of unemployment to both self and society. Some of the
alleged outcomes or after-effects of unemployment are primarily the perceptual
musings of various professional observers (economists, socnolognsts, psychnotrlsts)
Other observations are buttressed with research data which have been subjectéd to
complex analysis. Nevertheless, most postulated effects are mired in controversy.
The literdture related to the consequences of unemployment is anything but unlfed.
A sampling-of this literature follows.

Costs to Society. Some observations consider the effects of youth employment
on the social order. These are costs which are distributed among all citizens. They
affect the Gross National Product of the nation. The main effect of unemployment
on society is considered to be lost production and its ‘effect on economic output. A
second major expense is the actual monetary outlay to the unemployed. This
expenditure includes all transfer payments to support the unemployed during their
period of joblessness. In an earlier section the magmitude of this sociol expenditure
was discussed.

Costs to Self. A Iorge portion of the literature is devo#ed to the consequences
. of unemployment for the indlvidual, the prnvate costs borne by the unemployed
themselves. These include lost earnings, depreciated richness and reward for
subsequent Iobor force participation, and.loss of credibility as a worker. Included in
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the latter category are reduced opportunities for subsequent employment and
reduced future earnings due to the loss of developmentol increments of promotion,
seniority, skill acquisitions, and knowledge of the work system. -

“Also to be considered as private costs are those previously dlscussed whlch
relate to mental health, stress, alienation, despair, family pathology and suicide.
Other personal costs are those associated with the use of one's time when one is not
invested in work, schooling not included. Included here are peer-influenced drug and
alcohol abuse, with their own invidious problems, and those activities irivolyed with
mischief, vandalism and crime. Hoyt (1977) cautioned, "Youth with nothing to do,
seldom do nothing." ' '

In the literature, much of the relationship between social and private costs and
vnemployment is shown to be merely thot-—correlohonol. Causality is rarely shown
though widely imputed. Youth advocates in many professions are calling for robust
longitudinal studies which will plumb the concern Ql:id prove the facts.

Underemployment

Underemployment is an issue which receives a periodic surge of attention.
- Unemployment statistics are judged to be inadequate in indicating the true extent of
employment problems.” Some of the attention directed toward the underemployment
issue might enable labor statisticians to ameliorate the current harsh unemployment -
statistics by redefinihg and explaining some of it away. Then, too, better definitions
and specifications would enable the concept to be better studied. ‘ .

International labor statisticians in 1966 defined underemployment as a -
condition where a person's employment is inadequate in relation to specified norms
or alternative employment (lnternational Labor Office, 1976). They also identified
two types of underemployment: visible and invisible.

Visible underemployment reflects a condition where an inadequate amount of
work exists. That is, the individuol works fewer than normal or desired hours and’:
would accept additional work. Invisible underemnployment relates to conditions .
associated with low income, low produchvnty, and underuse of personol skills.
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Underemployment is referred to by O'Toole (1977) as working at less thon one's
full productive copocny. ‘He notes that in many jobs all that a person is thot is not

useful will be excluded; ollenohon and strongement from one's interests, needs and

The President's Committee /to Appraise Employment and Unemployment
Statistics (l962) cons:dere}d}?remployment 'to be employment of persons at jobs

copocmes occur. As there is an uyloyed person there is also an uriemployed self. :

ccllmg for less than their est level of skill at wages that are less than those they

would’ receive if their! sknlls were  fully utilized. Bjorkquist (1970) defined

-
/

underemployment as thot céndition where individuals have ambitions and. aptitudes
exceedmg those required op the job.

Lauterbach (1977)
underemployment, offered a possible definition for the problem. It is "a condition

under which people are engaged in some amount of (directly .or indirectly)

in writing about visible, invisible, and p'oteﬁtiol

remunerated work which, however, is not sufficient in ns regularity, productivity and .
institutional setting/to yield an economic reward above a level of bare subsistence at

best" (p. 294).

In the literature,_synonyms for underemployment are found.. These mclude

. occupational ml/smotch, overeducation, and skill underutilization. These relate

respechvely to' placement, training, and jOb expectation issues. Adequufe responses
to underemp /oyment in the work/trammg area will need the aggregated thought and
action of many diverse professaonol groups. '

Who is Affected by Underemployment? ' ‘

Underemployment is a condition which can be experienced only by the
employed. However, the relationship between employment, underemployment and
unemployment is not purely an elihei/aF isiisr, For axample, lack of employment
may encourage staying in school to avoid being unemployed. Although little dcta are
available on this subject, avonding unemployment may indirectly lead to being

wovereducated" for the jobs that exist upon completing school. A serious problem
~today for many college graduates, whatever their motives were H for going to school,
is their inability to find jobs in the caureer fields for which they have ‘trained, with

the result that they accept employment in jobs requmng less skill or creativity than
they are capable of. Moreover, for them ‘as well as other undaremployed workers,
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the personal and social distress associated with underutilization of talent and skills
- creates frustration and morale problems which can be a form of "social dynamite" in
its negative effects upon work settings or the larger society. At the least, people

who feel that they deserve a better job than they hold suffer from status conflict =

(O'Toole, 1977). O'Toole noted, too, that highly qualified workers often bump shghtly ;
less qualified workers from their job. Since the jobs do not require the higher skill
levels brought by the beﬂer‘edu_‘coted workers, productivity drops. The higher level:.-"':

skills and capabilities are unused and the more highly qualified person is more Iikelly’;
to l;e dissoﬁsﬁeg with the jdb. In such instance, they have great potential ﬁér
occupational and social pathology. {

leferences Among Youths in Underermloyment ' - ’,""'

* The poor, minorities, women and youths--those somehmes clossnfned as bemg in
the perlpheral or marginal labor force-—mlght have their labor force parﬂcnpot!on.
better characterized by use of the term underemployment rather than unemployment )
(Gordon, 1972; Harrison, 1972). O'Toole (1977) notes that the labor rhorkef' has failed
to meet 1he underemployment problems of such groups as women, the d(sodvantoged
and subprofessaonols. According to him, "The effects of underemployment are, thus
distributed differentidlly across the spectrum of workers, hitting hgrdest those with

personal characteristics that have 'low market.value.! That is, b/l/a’éyks, women, those

with little schooling, old people, young people, and even ugly people. These people '

do not have a share of good jobs proportionate to their .sh/’q,re/ of human resources (in’
terms of folem, skills, intelligeﬁce, willingnéss to work},/éi"\d‘ so forth)" (p. 13).
Individuul md Soclal Cmsequemesz A Summury

The literature, reflects the lmportance of work to the creatnon of one's lifestyle
and to one's sefise of self. “Jocques (1961) states, “a man's work does not sohsfy his
material needs alone. lq d very deep sense, it gives hlm a measure of his samty"
(p. 25). o LT g ‘

Work, therefore, is caqule of lendmg its own véried sense of fulfillment, self-
efficacy, ahd satisfaction to life. When that sense of psychologlcol satisfaction is
diminished, of‘ten, accompanied by dgflcient income, apathy,’ and cynicism, the
| - individual is*bésieged with feelings of disillusionment and aberration that are similar
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to those discussed as a consequence <;f unemployment. Undererhployment is related
to jobs that are "too small for one's spirit" (Terkel, l97l&; p. xxiv). O'Toole (1977)
cites one of the problems of 'snderemployment as employment of the body with
uhemployment of the personality. | ' ;

Since investment in work is valuable and since early work experience is
described by some as having great influence on one's future work investments,
underémployment, the partial disenfranchisement of young people from full blown
work experience, is pdtenﬁdlly;troublesome to both the individual and the society.
Motivation is as important for youths as for others. It is likely that motivation is
shaped to sorhe degree by opportunity. Non-existent, limited or reduced opportunity
thus hg_s'devostqﬁng implications for young potential workers.

Furthermore, underutilization of 'the nation's human resource pool emanates
directly from dysfunctions in the i'mpor‘tonyt and complex relationship between
institutions of education and work (O'Toole, 1977). That relationship must be better
studied, under(stood, and improved for the benefit of youths and all citizens in the
society. Counselors in schools and community settings must recogriize that youth
unerﬁploymenf and underemployment are far from benign in their effects updn the
iindividual or the society. Major emphases in guidance and counseling must b; :
directed to helping young people become employable in an age of shifting
‘ opportunity.’ :
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. Chapter 2
THE SCHOOL TO- WORK TRANSITION

Chapter | encompassed many of the elements of the current context for
employability counseling.  Chapter 2 will discuss more specifically the mechonis"ms’

involved in the school to work transition.

Differences Among Youths in the Meaning of and Purpose for Work

Work in America (O'Toole, 1972), the report of the Special Task Force
reporting to the Secretary. of Health, Education, and Welfare, noted that youths
subscribe to the work ethic and are as committed to the institution of work as their
elders have ever been, The task force further noted, though, that many youths are
not looking for meaningless work in authoritarian settings that offer only extrinsic
rewards. Over the past few decades, as the general levels of education have risen,
youths have changed their job expectations. The general trend has been from a
.search for job security and dependence to a desire for work that is felt to be
important to the individual, interesting, challenging, and which offers more personal
decision making and autonomy (Yonkelovicﬁ,'l%l). :

Related to these shifting job expectations are other issues that counselors
should consider. Of paramount importance is the issue of job need. There are
differences in various groups of youth in why they work and what they expect of
work. While it is well documented that many young people vacillate between
working or looking for work and not working or looking, there are other pieces of
evidence related to youth work patterns. Minority 'youths, for example, work for
different reasons than white youths. Minority youths are likely to work or want to
work for reasons more closely related to economic security and survival. Though
there are exceptions, white youths are less likely to work to satisfy "survival"
needs. They work most often for the "extras" or supplements to a lifestyle that is
basically not impoverished. For the bulk of these two groups work has a different
utility. Beyond necessity, the work of each group extracts a different meaning,
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purpose, investment, and tolerance. The ;i'\eed for work for most minority and
disadvantaged young people is more insistent. Because of the intensity of their
economic needs and the limits on opportunity, almost any job will do, even a bad job
‘will do. It has been noted that many minority youths view jobs that offer intrinsic
rewards greater than the basic income needs as absolute luxuries (O'Toole, 1972).

Another group difference in work patterns is seen between youths in the teen
years and older youths. Teenagers are mage likely to be in school and. looking mainly
for part time jobs. They move from job to.job and into and out of the labor force
quite Sften. Their needs are more related to obtaining money for recreation and
other interests than to the intrinsic satisfaction of work. Older youths, 20 24, are
willing to change in their commitment to work. Their needs, and consequently their
work behaviors and investments, change in relation to their motivation, their
- disassociation with schooling, and emerging peer and marital responsibilities.

The meaning of work is also related to gender. It has been estimated that nine
out of ten women will work outside the home at some time in their lives. In recent
years, .womens' consciousness raising through the educational efforts of women's
groups and other advocates, and the effects of anti-discrimination lows have helped
many women upgrade their career aspirations. Many now look for work outside the

traditional female work roles of secretary, teacher, nurse, waitress or clerk.
Moreover, the status of women workers is improving with their increasing presence
in diverse occupohonol roles. The facts are clear—more women work as work roles
change and opportunmes for work blossom (Long, 1978).

The stereotype of the woman homemaker is decreasing as homemaker work for}
many women is supplanted or shared with work in the labor force. Young women who
marry face the paid work/homemaker role dilemma. For those who concenve and
bear children and wish to remom in the labor force, child cqre problems loom. These
young mothers, however, after a short absence from the labor force, are finding it
easier to return to the labor force with the development of nursery and day care
centers in many communities.

Young married women who work outside the home do so for various reosons.”
Some pursue career plans, others work primarily to supplement the income of their
husbands to enable a lifestyle that one income alone could not provide. Frequently,
teenage wives work to enable their husbands to complete their education. before



childbearing begins. In some coses, due to the high mcndence of teenoge pregnancy
and early divorce, some teenoge mothers are single parents who have responsibilities
as head of the household. They work for economic survival. v
_ In sum, work holds different meanings for different groups of youth. Available
‘information indicates that most youths want to work but what they want from work
varies, depending upon whether they are still in school or out of school. In general,
youths, like adults, seek work which is interesting and meaningful to. them, but
economic necessity will cause them to compromise between the kind of work they
prefer and the kind of work available. ' '

Decision Making Strategies

However central or peripheral work's meaning is, to an individual, that meaning
is ultimately conveyed through the decisions one makes. Thus, decision making is the
central mechanism by which one translates knowledge and attitudes toward self ‘and
knowledge and attitudes toward work into a plan of action. Obviously, this plan.of
action can reflect. inaccurate or limited information about self or about |
opportunities, and dlfference from one time to another in the meaning that work has
for an individual. Nevertheless, decision making is the way one: translates one's
knowledge and attitudes into-a set of goals or, less systemohcolly, into the choice or
the avoidance of a particular oppgrtumty.

There are many models of how decisions are octuolly mode. Bergland (1974)
-has summarized a consensus view of the decision making process, He contends thof
such a process would include a sequence of the following events: defining the
problem, generating alternatives; gathering infofmoﬁon, pro§:essing information,
making plans and selecting gools, and implementing and evaluating them. '

, Gelatt (1962), in discussing decision making, noted the importance of the
‘ amount and accuracy of information available to :he decider. It is oxnomohc that

information helps to delineate realistic opportunities as well as the rnsk system thof

the decider would encounter in choosing various alternative courses of action. Risk «

taking postures differ with individuals. They range from the tentative and cautious
to the bold and adventuresome. They may be associated with whimsy and caprice.



v 7
Youths should be counseled to cope with these extreme and potentially troublesome

behaviors when they occur in relation to occupational and career decision making;
they also should be helped to view decision making as a pfoéess‘ which can be learned
and which can be fueled by accurate information.

Beyond the need for information, planning, and risk monégement in' decision
making activities, Herr and Cramer (1979) note that the current state of the art in
relation to decision theory suggests that the individual needs a predictior: and valuing
system. The former serves to clarify the odds of different oppoﬂunitiéS‘ being
available and accessible; the latter, to clarify the value or priority of different
alternatives to the person. These systems enable decisions to be made using both
préferences and expectancies related to the chosen course of ocﬁo'n.:

Although it has become increasingly evident that decision making is an
important mechanism by which one chooses, plans, and adjusts to work, youths vary

_substantially in their knowledge of the decision making process and how they use it
Jepsen (1974) studied youth decision making patterns and identified some |2 strategy
types. The moj.'or factor used in classifying strategy type was the extent to which
youths organized information about themselves and their career possibilities and used
that information in planning. Thus, the |2 strategy types differ in the investrﬁenfs in
planning which distinguish their decision making, Examples of three of the strategy
types will illustrate Jepsen's view of individual differences in decision making.

Strategy Type 3. Sought little career information and viewed current actions
as relevant to planning. Considered only a few occupational alternatives and few
reasons for considering either occupations or post-high school .actions. Few
outcomes were anticipated for preferred post-high school activity.

Strategy Type 6. Named many alternative occupations and post-high school
activities and reasons for each. Many possible outcomes were anticipated, many
intrinsic and self-appraised reasons were given, Planning activity was very high!

Strategy Type 9. Very few actions were taken on plans and little information
was sought. Vaguely stated and low level occupot}onol alternatives were reported,
and a single class of reasons was given fof considering them, '

The research of Jepsen on the planning investments made in decisions about
work attests to the need for counselors and other youth career workers to recoghize
each youth's individual style of dealing with information and his/her depth of
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planning in relation to that information. In many instances, this will require the
teaching of a dec‘ision making process to youths as well as giving assistance with
values clarification; self-assessment, and other matters discussed in subsequent
chapters. Of particular concern in dealing with decision making is the nature of a
particular youth's decision about work. For example, is the decision related to an
attempt to find a job, long or short term, full or part time, primarily to earn personal
income? Or, ‘does the decision reflect concern for preparation for work:
ambivalence about choice of a curriculum, a type of proprietary school, a college
major? Does the decision focus on clarifying and acting upon an intermediate step
toward long range aspiration? Is the work under consideration being chosen for
reasons-broader than income alone? . :
Counselors working with youths on early decision making, job search, and
placement activities should help them coﬁsider the personal meaning of work and its
‘utility to them. Counselors must also help them recognize that one creates r=ality
by the decisions one makes or avoids. Therefore, it is important to consider the
interaction of knowledge about personal characteristics and how they may be met in
the training and work opportunities available as well as how adept one can be in
applying the decision moking process itself. '

Resources Used ‘

Knowledge of the work-a-day world is related to one's success in entering,
adjusting to, and surviving in the workplace. For those in school, work world
knowledge promctes better course and curriculum choice:=which in the_long run also
affects the transition from school to work. Employability counseling rests upon the
.use of information which is accurate and relevant ‘to the decisions in which a
particular youth is engaged. - ‘ . .

Related to the decision strategy types identified by Jepsen (1974), as described
in the previous section, is the research of Pitz and Harren ('l980)11hot suggests a
person will seek information only if -the perceiv;éd payoff is greater than the cost of
the information. They cite the example of the impulsive decision maker who wants
to terminate the decision process as quicklv as possible and who makes a decision
with minimum information. An agonizing decision maker, on the other hand, "may

continually seek information to avoid the act of commitment to a particular choice
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and its attendant course of action" (p. 325). Other research suggests that
occupational information influences occupational perCephons and that the same
" information can produce varied percephons on the ‘basis of the percelver's age and
occupohonol status (Remenyi & Fraser, 1977). Drler (1980) has made the important
observation that career information is not slmply career facts or job data. Career
information results, he momtoms, when -a user attaches personal meaning to
information. _ o

Borow (1980) has discussed two other essentials of occupohonol information, at
least as used on the secondary school level. He argues that it should be presented SO
as to broaden the range of ophons ‘and stimulate explomhon rather than to narrow
choices and hurry decisions. He further urges that occupational information give
major attention to the psychosoclol chorocterlshcs of work, such as the interpersonal
factors and peculiar.values ldennfned with various types of work.

The facts seem to be, however, that many youths apparently suffer from a lack
of information which would ease their transition from school to work. Many also
suffer from a lack of' assistance in consndermg such information when it is
available. In their nohonol study of career development, Prediger, Roth, and Noeth
(1973) found that half of 1he eleventh grade students they studied had received lmle

or no assistance with career planning, even though it was the guidance service most
frequently checked as needed by the students. ‘

Counseling programs must be structured to better assist youths with unmet
career needs, ond counselors should be instrumental in helping them clarify their
career need structurea. However, this appears not to be the case. When |7-year-old
youths were asked whom they consulted and discussed career plans with, parents
‘were cited by 62 percent, followed by peers 38 percent, school counselors 35 percent,
feachers |4 percent, and other adults 14 percent (Katz, Miller-Tiedeman, Osipow, &
Tiedeman, 1977). o |

Another mOJor national study, conducted by the Educational Teshng Servnce,
(Chapman & Katz, 1981), provides conciderable evidence that the resources students
use most, although not excluswely, are not those provided by the school. Students
seem to use informal resources more than formal ones. Parents or relatives, friends
and employed workers rank one, two and three as persons students had talked with
about occupations. Counselors and teachers lagged far behind. Parents or relatives
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‘and someone in the proposed line of work were named as frequently as formal
publications, and considerably more frequently than counselors and teachers, as the
source of information about an occupation the student was considering. The desired
information concerned education and training requirements for entry, earnings, job
sacurity, the 0pportun|ty to help others, and the activities the work entailed. Such
aata suages ..at the resources of the school guidance program, namely those of the
counselor, are underutilized in serving your:; people's career information, decision
making, and assistance needs. | v |

That parents have a prime role in mfluencmg their children's educohonol and
career development is indisputable. The fact is amply documented in' the
literature. That parental assistance is always positive and developmental, however,
is quite disputable. It seems axiomatic that parents who are largely uninformed
" about work and career issues, or who are traumatized by their work or their poor
placement and investment in it, if working at all, would be at best poor resources for
youngsters interested in resourceful career information and assistance. With regard
to assistance from other family members, Rees and Gray (1979) state that the
employment probabilities of youths are significantly improved if they have siblings
who are in the labor market. ' ’

Since available evidence suggests that mformohon about work, jobs and the
labor market is dispensed most often by young people's social milieu--parents,
family, neighbors and peers—this group's low level of accurate and comprehensive
information may restrict labor market participation: of one generation and
perpetuofe itself in subsequent generations (Johnson-,wl979). Becker (1979) stated
that one reason for the black/white difference in youth unemployment is the
difference in access to information and job leads when using one's personal assistance:
networks. Becker also noted that many studies show that ‘recruitment of new
workers by current employees is found to be a heavily- used prué‘ﬁce. That practice
would have detrimental effects on those whose family, neighbor, and peer referents
are themselves poor porhcnponts in the labor force. '

Osterman (1978) interviewed youths concerning work and unemployment
issues. He found that white youths landed jobs through the intervention of friends
who informed them of jobs where they worked, or they found jobs through porenfs,
relatives, or neighbors who knew someone who could make a job ovmloble. Other
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methods included employment agencies, want ads, and multiple applications in door-
to-door plant visits, The informal.networks, however, dominated all other sources of

~ jobs for white youths.

Consider that many minority childre~ come from poverty level homes where
the father is absent, where the mother works infrequehtly or not at all, and few.
neighborhood occupational role models - 'st. Their personal resource network is
minimal at best, and they most urgent =d high order advocacy, assistance, and
career directions.

The U.S. Deportment of Labor reported the following job search methods to be
most used by wage and salary workers who sought work in 19722

'METHODS USED TO SEEK AND FIND WORK

(1972)
Job Search Job Finding
Method Number Percent Number Percent
- Total (thousands) 10,437 100.0% 10,437 100.0%
Applievd directly to employer : 66.0 . 34.9
Asked friends: _ | *
About jobs where they work 50.8 12.4
"About jobs elsewhere 41.8 5.5
Asked relatives: | _ )
About jobs where they work 28.4 6.1
About jobs elsewhere 27.3 2.2
Answered newspaper ads:
Local - . . 45,9 12.2
Nonlocal 1.7 1.3
Private employment agency 21.0 » 5.6
State employment agency - 33.5 | 5.1
School placement office . 125 3.0
Civil service test 15.3 ) , 2.1
Asked teacher or professor 10.4 ' | |4
Went to place where employers V
come to pick up people 4 . 0.1
40
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Placed ads in newspaper o .
Local ‘ l.6 0.2

. Nonlocal ] 0.5 (a)
A;\swered ads in professioﬁol . - .
or trade journals 4.9 0.4
Union hiring halls 60 LS
Contact local organizations ' 5.6 _ 0.8

Placed ads in professional
or trade journals , 0.6 (@)

~ Other 1.8 5.2

(a)Less than 0.05 percent

‘Source: U.S. Department of Labor, Bureau of Labor Statistics, Jobseeking Methods
. Government

Used by American Workers, Bulletin 1886 (Washington, D.C.t
pn’r_\ﬁng Office, 1975), pp. 4 and 7.

A recent study of Pennsylvania high school graduates of a decade ago reports
the resources used by those young adults when they looked for work. Herr, Weitz,
- Good, McCloskey and Long (|981) conducted an 8-10 year follow-up of former high_,f
school students who are involved in The Pennsylvania State University's longitudinal
Vocational Development Study. The students involved had been part of the
longitudinal project since they were junior high school students. Data were collected

from the ‘957 respondents about a number of career variables including occupaiional
"stotus, career maturity, full and part time jobs held, salary, occupationai plans, and
perceived career obstacles, among others. One piece of information coiiected
related to non-family/peer resources used by respondents when looking for work
since leaving high school. | o

The study reports the number and percentage of respondents by sex and by
curriculum (academic, general, vocational education, business, home economics) who
used the resources reported below in their job search activities. The following list
shows the aggregate rank order of resources used by-respondents.
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Newspaper Classified Ads 66%

United States Employment Service _ 43%
College Career Development & Placem=nt Agencies 22%
Pr ate Employment Agency 18%
Professi- -~ Pu=licat’ 12%
e Cec =2lc Te .cher . 9% L
«wofessional Grganize s 8%
CETA ' 8%
Veterans Administration 4% -
Labor Union Publications : 4%
Bureau of Vocational Rehabilitation : 1%

Considering the foregoing data from various sources, “school counselor
interventions in youth work transitions seem to be minimal. They would remain
minimal even if all school placement and teacher efforts aimed at direct assistance
to youths in the transition to worlk could be claimed by guidance workers.

Exploration and Induction Mechanisms :

Many professionals feel that positive developmental understandings about and
appreciations of work come from work experience. Work experience helps youth
bridge the change from learning to producings it provides a transition between the
preparatory and the entry stages of a career (Long, 1983).

Some persons have argued for using work .ds an instrument of behavioral -
modification. In essence, this notion suggests using :vfork itself as a motivational or
mediational force by which other guidance outcomes can be achieved. For example,
if we want young people to understand the interdependence of the occupational
structure, to learn how fo manage or organize time, to learn how to develop realistic
self-appraisals of strengths and weaknesses, we typically use such mechanisms as
discussions, films, gaming, tests which are removed in time and format from that to
which they are related. With the possible exception of some segment of youth
'engdged in vocational education or Federal projects such as the "Job Corps," we have
" rarely expiored the use of work experience as a guidance mechanism for a whole
.range of adolescents. )

7
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An expansion of cooperative education at the secondary school level or in
postsecond&ry school settings might be more clearly seen as having guidance
implications than is now true. Such programs are essentially processes of behavioral
change for youths through experience. At one level, experience’ comes from
determining immediately how to apply at work what one has learned in a classroom.
At another level, experierce comes from being adult-oriented at the work'stdﬁon
rather than youth-oriented. In this sense, youths have the opportunity to experience
work norms as Iived by adults rather than speculate about such things with their
peers. In addition, work experience programs assist the youth to view his or her
characteristics and how work is done in a holistic, interactive way. Frequently,
classroom study fragments employobility traits, work habits, human relations, and
communications into small increments for purposes of learning. But in the real
world, all of these elements are part of a complete and constantly unfolding fabric
which requires individual judgment and discrimination if work identity and
adjustment are to result.

Work experience viewed in such terms provndes aQ potentlal medium for a youth
to test, with the help of a gundonce specialist, which career development tasks have
been incorporated into his or her behavioral repertoire and which tasks still need
honing. As such, these experiences provide goal direction for further learning and
planning with specific focus on maximizing employability.

. Participation in work experience programs, cooperative education plocements,
volunteerism, part time and summer work all introduce learners and novice workers
to the realities of the Aworkplace.- The many benefits of involvement in-explorgtory,
educational and part time work investments include: socialization to the workplace,
development of occupational and employability behaviors, economic understanding,
reality testing and accreditation of past and related studies (Long, 1983). All‘fdoth'
labor market experiences provide some type of awareness about the workplace. ‘The
best experiences are those that are supervised. Some Such programs have highly
structured educational components associated with them. In some, the novice
worker earns income. Some are inductive, exploratory, and educational experiences
which occur in conjunction with regular schooling. Some are conducted by business
and industry such as the Bloomingdé;le Project (Lorber & Schrank, 1964) which
trained inner city minority youths in deporfm,ent store work, intervieWing, and job
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oppl/mg skills. The project was a joint effort of Bloommgdole's, Moblhzohon for
Youth, Inc., and a local union. The hypothesls that minority youths with trommg and
remforcement can succeed in jobs in middle class seﬂmgs was supported. Three
months after training, |9 of the 29 trainees were employed. Six school dropouts
were trained for jobs that they normally would not have been guohf:ed for, and two
were hired by Bloomingdale's. ) v

When students are exposed to work through such programs, that work has the
power to influence the student's participation and investment in school itself. The
work experience can provide direction to learning in school and to planning for
additiona!l education. T

According o RBaacson (1977) work in relation to education can be
(a) explorafory--promotmg -observation and routine skill development; (b) general--
promohng overall social, emotional, and psychologlcol development in relcmon to
. worksj or (c) vocational preparatory--developing spec:fic vocational skills.

Blackwell (1982) has cited work experience placements as work site learning.
Learning is the major outcome. The work site is only instrumental to the learning.
Most youths who work for pay, particularly teenagers, do so in the lowest of serv:ce
jobs where the future is hmned and the pay is low. At best, these kinds of jobs can
offer little in training except that associated with generol employublll?y skills and
adjustment to the workplace. Nevertheless, those work experiences, even in-jobs
with limited reward and pofenhol, are laden with information and value, attitude,
and behavior influencing exposures. ‘Contacts with the world of work, paid of unpaid,
full or part time, help prepare youths for general employability—that is, for
.investment and adjusfrﬁénf, for eventual successful and per:manenf induction to the
Iobor force as an adult. |

" Redders mterested in a comprehensive review .of programs which have
demonsirated success in improving the transition from school to work are referred to
the report School to Work Transition: Review _and Synthesis of the Literature by
Youthwork, Inc., (1980). The report is comprehensive, including secﬁon on' career
information, guidance, and job seekmg skills; academic credit for work experience;
youth participation; private sector mvolve'nent, efforts with high nsk youths; and -
“schook to work transition for the handicapped.* - '



Job Search Skills

Another mojor aspect of explorohon and mduchon is job finding. Job fmdmg is
"a series of learnable skills (Wegmann, 1979, 1979b) comprised of information
seeking, communication and interviewing techniques. Yet, many youths have
inadequate perceptions of how to find work, what to expect at work, ond what wo;k
-can mean®to them. Lathrop (1979), speaking of job search issues, noted that research -
shows that job applicants who learn the most successful job search methods are hired
two to three times’faster than those who do not learn such skills, By learning job‘
search methods the person can facilitate londing'o job that is soﬁsfying. In the
process, the youth learns to use new skills and the services of those who can be of
'ossns‘lonce in the job hunt. In this vein, Bolles (1979) states that all persons or groups~
giving assistance to job hunters divide into two groups: advocates for the employer.
or advocates for the job hunter. Employmen‘l agencies, job bonks and ofher
recrvitment services tend to be"odvocoles of the employer. They try to get the
person to fit the job. Bolies uroes those neeéding job search assistance to consider
finding someone who takes the client as the oné to be served. s

Adams and Stevenson (1978) have reporled that important dnfferences can be
" found between youths and adults in their methods to seek employment and in the
intensity of ‘their search. For example, teenagers are less ‘likely. than other job
seekers to use a public employment agency in the job search and more likely to apply
directly to employers. To the extent that it reflects intensity of search, the average
~number of methods used by teenagers indicates a less intensive search ‘than that of -
other jOb seekers, -

Research shows tho‘l job’ seekers who join clubs greatly enhance their job search
success when compared wnlh ‘lhose who look for work on their own. Azrin, Flores dnd _
'Koplon (1975) have repér‘led ‘work with o job finding club in lllinois.” Eligible club
members were those who were unemployed, seeking full ti. e work, and not receiving
‘unemploymen‘l compenso_ﬁon. After .counseling, the typical club member started
work in |4 days compared to control group counterparts who averaged 53 days. One
month after club counseling ‘begon, two-thirds of the members had obtained a job.
Only one-third of their non-counseled counterpor‘ls had done so. The cdunseled group
found more 'skilled ond professional jobs and earned more as a s‘larhng salary than

non-club member con‘lrols. Members of the Job Club me‘l daily until a job was -
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found. Club _-member's role-ployéd interviews, learned telephone'gﬁpnmct skills,
prepared resumes and discussed grooming and appearance standards for personal
contacts and interviews. Family members of club porﬁcipdnts were acquainted with
the élu‘b program and job seekers' needs. Their emotional support for the job seeker
was solicited. | ‘

In subsequent ‘work the Job Club was coordmoted wth the WIN program of the -
"Department of Labor to assist welfare clients in finding employment. Five pilot
‘progroms were established. Clients were randomly assigned to a Job Club or to
routine WIN services as a control. Of those clients who did not default from their
program for absence or other reason, 80 percent of the Job Club and 46 percent of
the controls found jobs. The Job Club members typically found jobs faster. See
Wegmann (l979b) for a complete review of the Job Club, WIN and- related programs.
Counselors yvho work with minorities are referred to W. L. Johnson (1981) for a ”

report on special groups that help minorities find jobs. Resources for working with .-

ond assisting Lotm Amerlcons, dropouts, women, Asians, and others are identified.
Job search sknll training programs help learners to break into what is referred
to as fhe "hidden job market." That market is the one that exists and is not
advertised or well known. It is the market that opens through one's personal contacts
~or the referrals of family, friends and neighbors. A '
Wegmann (1979a) notes that job search training works because:
. The job club type search is a full time job. .
2. The progrom'gives family and social support to club members which is
necessary to sustain a continved effort. u
3. /%he program stresses direct approaches to potential employers as its _mojor
~ thrust. ) e
4.  There is intense preporotioh_ for'the employ‘ment interview and all personal
employment contacts. | | '
5. The program is upbeat. It offers continuous reinforcement to members'
confidence and attitude. | R’“*-\
The success of job club and Job search assistance programs is further attested
" to in contempotary socnefy by the many.industries in America whict = their
dismissed employees: professnonol "outplacement" assistance. Such progiums also

attest to the need for job search ossnstonce by workers at-all levels; blue and white ’
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collar. Of |40 major corporations polled in |§83, 24 percent offered outplacement
counseling ("New Growth Industry," 1983).

" Availability of Work For Youths

The Primary Labor Market
As youths leave school and enter the labor force they approach jobs that hold
different degrees of desirability for them. The most desirable but least accessible -

- jobs fall in what is referred to as the primary labor market (Doeringer & Piore, 19713

Osterman, 1978). That labor market is characterized as having the most stability. It
offers workers stable employment. ~ It pays well, and provides career ladders and
promotability with inservice training. In short, it offers Opporthi‘r_y and benefits
other than wages. A '
. A problem associated wnhWhe primary jabor market is that young people with
poor labor force oﬂachments ond unstable employment patterns are not the kind of
workers desired by primary flrms. Youfhs entrenched m the moratorium stage with

its tenuous ‘work commitments ond sporadic work experlence patterns are most likely

not to be considered hlghly for primary labor force opportumtges. Just as youths

T

‘have differing preferences for types of work,:the primary labor market. hos

preferences regarding the type of worker it seeks. In most instances, youths who
offer less occupational stability, less than a high school diploma, and poor job search

skills are not considered for most positions in the primary labor force.

The Secondary Labor Market _ ,
Jobs in the secondory labor tarket, as compored with the primary labor

¢

market, are Ilkely to be unskilled or semiskilled jobs. They pay minimum or close to

minimum wages: In many instances, only general employability skills are needed to

hold them. Littie training, if any, is given. The jobs are typically viewed by workers
as short term, coswol jobs to which they have no long term commitment. The jobs of
fast food workers, poclfgrs, loaders and stock clerks characterize the secondary labor
rpcrkét.' ‘The _secondary labor market is characterized by persons with weak labor
forca attachments and limited experience, the traits which also characterize young
workers.
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Osterman (1978) notes that stable primary firms tend to close off employrrieht

opportunities for youths, thereby limiting many of them to unstoble secondary
firms. He believes that=this hiring pattern is the underlymg structurol cause of
‘unemployment for out of school teenagers.

'Employers that youths approach for jobs are likely to be primarily involved in /
either the primary or the secondary labor market. However, regardless of the major
labor market approached, most employers have ot least a few jobs which reflect the
characteristics of the other lcbor market.

~ . , .
Self-Employment " | .
"Within the next year more thon 2.5 million businesses will change owners'wnp,v
Nond countless thousands will open their doors for the first time" (Goldstein, 1983,

p. ix). This prediction suggests that youth opportunities for self-employment are

‘

greot-—for example, neighborhood work, pernpherol\ service to business and mdustry,
home care, animal care and jobs in the craft industry, among many others,

Youths are limited only by their imagination and resourcefulness in promoting
'self-employment. Some investments m self-employment have turned into full time
business ventures for the young adult. It is not uncommon to see three or four young
people form a corporation designed to develop software for microcomputers, or to
create a janitorial service, or a musical group which flourishes ond becomes a major
enterprise. : .

“Youths with knowledge and skills, discipline, business sense, and hard work can
meet. their needs in self-employment. The needs that might be satisfied by youths in
self-employment can be as diverse as bdlancing full time study with part time work,
filling seasonal employment demonds, meeting the income needs and expectohons of
teenagers for "pin money," or those needs for stable income at later ages when one's
entrepreneural activities might blossom into fuﬁ/lme work. - \

Copoble youths might -be encouraged to consider entrepreneural and self-
employment schemes to ‘meet their labor force needs. D. Brown (1980) listed the
following as being the intangible talents of the entrepreneur: enthusnosm, endurance,
conclusiveness, leadership, product pride, ‘marketing skills, nerve, and shrewdness.
. These traits are described as being more influential on success thon busmess plons,

product ang market decisions, and financing packages. ' '
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The entrepreneur is often considered a maverick who rejects the forty hour
work week for .a more flexible, enduring, self-controlled investment of personal
labors. Brown states that for the entrepreneur the business serves as the hobby,
vocation and creative force. |

The Armed Forces i -

: Youth career opportunmes of oll types are also avmloble in the Armed Forces
of .the United Stqtes. Not only is the military instrumental in providing work for
many youths, male and female, it also provides them with training for work. The
_United States military offers the largest and most diverse on-the-job training and’
specialty education system of any establishment anywhere. At ohy given time at
least 10 to |5 percent of armed forces personnel are receiving formal school training
prid one million more are enrolled in correspondence courses (Evans & Herr, 1978). -

Most military personnel receive so’me.troihing that would be useful in civilian
life. To be used in the civilian labor market, however, both an honorable discharge
from the military and a successful transition to wark has to be effected. One's
military experience can.be short term, giving travel, job experience and training.
Or, it can fulfill a long term education and work career plan which offers retirement
at its conclusion. Regardless of its duration, a military experience is Most often
followed by a period of work in the civilian labér force. For most veterans, however,
disengagement from the military is accompanied by a period of job search,
unemployment, and trial jobs (Mare & Winship, 1982). That period for veterans is
very similar to that experienced by those entering the labor market after leaving
school. A potential moratorium may exist. * Some remain unemployed. Others
experience high layoffs or job disruption due to low seniority or to employer
dissatisfaction with their performance. Sthe are felt to lack work experience and
on the job ﬁ'oining, and they may be reluctant to tok_e jobs at the -prevoiling wage
rate (Mare & Wmshnp, 1982). - '

a Veterons, neverthe less, who have dlscnplme, training, dnrec‘hon, and job search
. skills have greot potential for employment.  Military service, like extended
sch;Joling, generally increases );oufhs" employment prospects. When engaged in those-
activities, youths acquire assets which make them more desirable in labor market
competition. The accumulated: assets include maturation, age, training, and, for

.. some, work experience.




Be:;iers to the Transition to Work

In~ Chapter One, a number of the causes of youth unemployment were

identified. Ina. mojor sense, these causes of unemployment also reflect barriers to

the transition to wor\k-the thwarting conditions which inhibit, Ilmlt, or discriminate

. against youths as they move through their early encounters with the labor market.
In broad terms, the barners to work include:

2.

4.

The demogrophlc bulge of young people in the labor market in recent years
which has SIgmflcontly mC{eosed the competmon for jobs at a time when
the economy was providing fewer jObS for new labor market entrants.

The reqmrement to pay youths mnmmum wages that employers view as
exceeding the valve of their productmty and thus make youths non-
competitive with adults who are out of work and seeking job opportunities.
The deterioration in education and training m\some parts of the nation and

~ for some groups of youths who, as a result, lack funchonol literacy as well

\

as general emplqubllny skills. ] :

N

Poor economic conditions under which youths\\@ffer from
underemployment relatively more than older cohorts (Levin, 1980).

These four general categories of the barriers to work have been eloboroted by

Passmore's (1982) extensive review of the literature on youth unemployment. He |

documented the barriers to work associated ‘with each of the following themes.

Too many yauths are seeking work for the jobs available.

Youths lack necessary skills. _

Youths are in competition for jobs with other c_lemogroophic groups.
Youths lack serious commitment to work. '

Young workers cost too much. _

Employers discriminate against youths.

Youths do not know how to find jobs waiting for them.

Youths face legal barriers to employment. -

Youths face a mismatch between their residence and the loc - jubs,
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Thwarting Conditions

Implicit in" the observations of Levin and Passmore are problems in the
mechanisms of exploration and inducﬁon, decision making, work experience, use of
resources and job search skills previously identified in this chapter. Problems with
these mechanisms vary from group to group and mleduol to individual. They are
not evenly distributed across all youths. '

_ Indeed, the major problems in the school to work transition are concentrated
among those who are 16 to |9 years of o}e‘ and_school dropoufs or- members of

minority groups. This does not mean that other youths do not have some amount of
difficulty with the.school to work transition, or that they do not need help with some
of the mechanisms of the move from school to work. Ordinarily, they do. But the
resulting problems are typically less serious, less enduring, less multidimensional
than those expernenced by school dropouts and inner city minority youths.

We have earlier indicated that problems with the tronsmon to work carry with
them potential lmplncohons for long term unemployment. ‘In addition to the long
term problems cited earlier, some evidence (Guerney, |980) indicates that high
unemployment among youths tends to result in low self-esteem, a. reducad sense of
usefulness and accomplishment, distrust, cynicism, and a rise in criminal activity.
Such attitudes frequently manifest themselves in problems in job search and
interviewing or in adjustment to supervision, relations with co-workers or openness ‘
to learning when a job is secured. | '

-

Implications

Chapter Two has described the character and the importance of ‘the major
 mechanisms by which the school to work transition occurs, Many of these
" mechanisms are combosed of skills which are learnable. But people are not born with
these skills nor do they emerge full blown as a function of growth from childhood to
young adulthood. Schools must ‘arrange the conditions and school counselors must
take the lead in stimulating the acquisition by all youths of the knowledge, attitudes
and skills which comprise employoblllty, which, in t@n, Iubrlcotes the tronsmon
A from school to work.
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It is especmlly noteworthy to ocknowledge that while youth unemployment and
barriers to work have been given a great deal of vnsnbnlnty in the popular media, this
coVerage has not been as discriminating as it might be about who is most affected by

such problems. As suggested elsewhere in this chapter, the youth population is
comprised of subgroups who differ in the likelihood of being employed or
unemployed. Certainly, those of greatest risk in relation to the school to work
transition and employment are minority and inner city youths.

Because of the intensity of movement in and out of the work force by
teenagers, it is probably ‘fair to suggest that most youths who want to be are
employed in either part time or full time work. That is- not to say that they like
what they are doing or that they will do it for a long time. Rather, it is to say that
they have found a type of work which gives them spending money, i information about
work norms, worker credibility and related advantages. What this does not say is
that high and sustained youth unemployment |s concentrated, and persistently so,
among school dropouts and minority youths. It is for these 'groups, particularly, that

“special and tailored guidance services need to be focused in behalf of employability.



Chapter 3
THE ADJUSTMENT TO WORK

The importance of counseling for employability does not end with developing
employobnhty skills. Also of concern is adjustment to work and counseling about
such mattérs. In order to do so effectively requnres consideration of how the

adjustment to work ensues and some of the dilemmas or tasks inherent in it.

First Job Dilemma

When do individuals first work? Is it when one first works for pay? ls it the
first full time job? Is it the first job after leaving school? Coleman (1976) states
that the point when an individual first warks is conceptually ambiguous.

For discussion purposes the following definiﬁon.is offered: it is the job taken
‘when a person moves from other full time investments to search for a full time job
even if only a temporary part time job is secured. Such a definition sets the
conceptual stage for considering the adjustment dilemmas related to full time
investments in work environments which typically are not as tolerant of individual
“differences in behavior, knowledge, or skills as are schools and some other social
“institutions. '

Persons making the transition to a full time investment in work encounter some
anxiety concerning their ability to make successful adjustments to the workplace.
‘They might be concerned about per..onol competence in handling broad-ranging job
requirements or of being. accepted by co-workers. Concerns can focus on the
"rnghtness" of their cccupational choice and upon worries that the job mnght not live
- up to expectations and needs.

The term "first job dnlemmo" is attributed to Schenn (1968) who used it to
describe problems of college graduates; in particular, those college graduates who go
to the first job with enthusiasm and ambition only to experience serious motivational
deficits during the first year on the job. For those who expernence first job dilemma,
the first year loss of motivation is accompanied by thoughts about qumnng the job,
. reduction in work effort, and apathy.

¥
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It is reasonable to expect that such behaviors are likely also to affect all new
full time worlkers, especially those who make poor preparation for the traasiticn to
work. The first job dilemma is associated with high turnover. High turnover is a
condition associated with all those new to the labor market. It is also likely that the
first job dilemma is most often  associated with poor job search strategies which
result in poor job choice. Other related factors include unrealistic expectations of
and by the worker, boor personal relations with co-workers, and a mismatch of skills
held and competencies required.

Dimensions of the transition to the first job were cast in a decision making
model by Tiedeman (1961). He indicated that in choosing work one is engaged in
"The Period of Anticipation" which includes: four substages: exploration,
crystallization, choice, and specification, However, at the point of actually
implementing a choice which one has anticipated, one moves into "The Period of
Implementation and Adjustment" which includes three substages: induction (person
largely responsive), reformation (person lorgely assertive), and integration (person
obtains satisfaction). Essentially, this model indicates that it is one thing to
~ anticipate a first job, it is another to actually implement it. A constant process of
reciprocity is involved between the person's self-concept and expectations about the '
job and the actual experience of the job when it is begun. If the individual can
accommodate to the role expectations and norms of the job without being stretchad
beyond the limits of personal tolerance, the person will likely stay in the posmon and
integrate the expectations of the work setting into one 's ego identity. However, if
the process of induction demands accommodations beyond one's ability or desires to
adjust, the person will probably reinstitute the period of anticipation and move
through its substages in identifying and exploring an alternative job to which to
move. ' ' ) J

Programs”for youths which are structured, delivered, cnd related fo tronsmon
to work, job search, worker expectations, and.investments in work should be most ‘
qble to reduce the quandaries associated not only with the first job but with all
succeeding ones. They represent a form of psychologlcql and skill capital which can
be used time and again as new choices and work adjustments are required.

S
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Phases in the Adjustment to Work

Using terms introduced by the New York State Education Department (1969)
when investigating school to work transitions, adjustment to "work" can be
considered as a process which partially occurs in settings other than that of work
itself. Counselors could think of work adjustment as being pre-transitional,
transitional, and post-transitional. Each of the three phases relates to a status
change in the learner /worker.

The pre-transitional phase is related to educational decisions concerning

occupation and career, including those related to curricula, course selection, and
postsecondary education. It is in the pre-transitional sfoge where work arenas are
decided upon using interest, opfitude, intelligence, and achievement data. It is also
the stage where the individual's kiowledge about the world of work has its major
effect on education/work related decision making. It is in this phase where it is

important for an individual to consider the meanings of work, what it means to be a

.worker, and how to become a worker. It seems indisputable that such irﬁportont

- activities related to work should be considered as part and parcel of an important

[

pre-transitional work adjustment phase. ' This phase largely overlaps with the first
two steps of the process of anticipation, as earlier attributed to Tiedeman.
The second or transitional phase interfaces with one's eventual actual work

adjustment. It is in this stage where partial or tfotal disengagement from schooling
occurs for most people. Moreover, it is the phase in which the job search,

application process, and interview place the individual in contact with work sites

- determined to have possibility or promise. Choices between alternative jobs may

have to be made. Perplexities related to divergent interests must be resolved.
Compromise and trade-offs might be required. All placement related considerations
and decisions precede actual induction on the job, yet oll, relate very markedly to

subsequent work adjustment in the workplace.

The third or post-transitional stage of adjustment to work relates to one's
actual adjustment to the work done and the work-place entered. Eventually, it will

relate to very personal reflections about the work which challenge or corroborate the
decisions made in both the pre-transitional and transitional stages. The effects or
implications of the decision making done earlier finally become tofally clear. One

335



must then cope with the present situation by continuous adjusting or by beginning the
process of transitioning to a job that would be more satisfying. A move toward a
new job would actually reinject the worker into the pre-transitional phase of
adjustment. The better these transitional and adjustive phases are negotiated, the
more empowered one would be to find, choose, adjust, and eventually experience
satisfaction in one's work. | |

Another perspective on the adjustment to work is found in the research of
Ashley, Cellini, Faddis, Pearsol, Wiant, and Wright (1980) who studied in depth the
adaptation to work of 68 persons, 38 males and 30 females, from |7 to 30 years of
age. The results of this study suggested that the successful adjustment to work
included a sequence of adjustments in five areas. They are described below.

Performance aspects. Learning what was expected and how to do the new job
tasks, doing unusual job tasks (often not in the job description), or learning new ways
to do old ones. Coping with idle time or sporadic work schedules on the job, physical
or mental fatigue. Dealing with production quotas and standards. I

Organizational aspects. Learning how to deal with both the official and
unofficial rules of the job, the work procedures, employee and power hierarchies.
Learning about the work 6rgoni20ﬁon, the company, its functions and ocﬁviﬁes, and
how workers fit into the organization. ©

Interpersonal aspects. The need to adapt to co-workers and to obtain their
assistance in achieving adequate performance. Becoming able to adjust to
supervisory styles that conflict with the worker's own attitudes, values, or work
styles. Dealing with requirements of teamwork, disagreeable co-workers, etc.

Respansibility aspects. Proving yourself, making use of training opportunities,
getting ahead, getting raises and related tasks.

Affective aspects. Maintaining a good work attitude, a willingness to work
hard regardless of how good or bad the particular job was seen to be. Having self-
awareness, good feelings about one's self and one's job performance.

. In a study of four national respondent groups designed to establish the priority
of competencies important to occupational adaptability (Selz, Jones & Ashley, 1 980),
50 percent or more of all of the samples (employees, teachers, general ‘adults, high
school seniors) believed that unless one possessed at least the following competencies
one would have a great deal of difficulty in a job:

56
Gu



l. Using reading, writing and math skills the job calls for.

2.  Using tools and equipment the job calls for. '

3.  Getting along with others.

4, Dealing with pressures to get the job done.

5. Following rules and policies.

6. Having a good work attitude.

Although the latter is not so much a series of phoses as are the models of Ashley
et al. (1980) or the perspectives promulgated by the New York State Education
Department (1969), each affords the school counselor with a 'potenﬁol diagnostic
profile of where a young worker experiencing a first job dilemma may be having
difficulty. Once such information is clarified, the counselor can employ relevant
techniques de5cribed in the next chapter.

Personal Adjustment to Work: EcmomiclSuciallPsyehologicul

For each worker, full empowerment in adjusting to work and the work site
requires that various personal selves or beings be satisfied or reconciled. To
illustrate, the economic self must be contented. Contentment with salary, fringe
benefits, and other extrinsic rewards is most important and desirable, yet
contentment is all that can be reasonably expected, as the economic self in each of
us is rarely “sahsfled." In terms of economic reward, a bit more is always 'sought.
. Thus, the economic self, while never sated is comfortable when it is content with the
salary and benefits accruing to it for work done. On the other hand, thg scciala being
in each of us searches for satisfaction in social interactions, identifications, and
human relationships which can promote self-efficacy and personal dignity. Conflict
with, abusiveness from, and domination by others in the workplace reduce the
worker's sense of social well being and belongingness. Then, too, opportunity and
possibly one's obligation to practice certain behaviors or attend certain work related
functions either enhance or delimit one's social satisfaction. Moreover, all are
“ related to lifestyle preferences. Related factors entering the social presence
equation include one's heritage, family background and circumstances; educational
level; soclal and ethnic class; and personality. All need attention by those evaluating
one's actual or potehtiol social adjustment to work. '
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The individual's psychological self might truly be the tabernacle or nest in
whlch all other personal selves abide: After all, it is o:person's broad-ranging -
personality, or psychologlcol presence, that must determine saﬁsfocﬁon or
dissatisfaction with the activities, salary, benefits, peers, supervisors and the social
harness associated with one's work. Moreover, it is the psychological self which
copes and odjusts to 'stress in the workploce. It determines how one handles
frustration, confllct, and pressure emancting from the work, its rewards, or co-
workers.

These, lssues, of course, relate to one's self-concept and self-acceptance. It is
this. psychologlcol self, this governing presence, which guides the multi-faceted "self""
enterprises of self-awareness, self-confidence, self-determination, self-direction,
self-esteem, self-identity, self-image toward self-actualization and fulfillment. It is
“ the self-concept which serves as a filter or initiator of possibilities for action or for
choice. |t mediates these mechanisms as it processes information about self and the
environment available to it. As knowledge about this process has become’cled:rer, _

more theorists and researchers are contending that the focus of employability =

_counseling or of career guidance should not be confined to what might be chosen, but

., rather of equal importance is the self-concept’ of the chooser and the values, -

preferences, needs, commitmerits, skills whlch the individual- uses as the basis of
choice and adjustment.

Consider the contemporary emergence of employee assistance programs in the
workploces of America. In those activities it is most often the psychological self of
the worker that needs assistance, clarlflcohon, succorance, or reinforcement to cope
with the problems that lie in familial, spimual, occupational and social adentmes.
These are the mediators of whethér the worker will be reliable, dependable and
teachable in relcmon to the work skill requnrements ‘of the particular job.

/
’
/

Trial and-Floundering

/- '
As note/d'—in the earlier sections of this chapter, youths, like other groups of
workers, are’ involved in multiple transitions in the labor force until such time as
they find stable employment to their liking or they stop looking. Until such a period

/
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of stobnllty or equilibrium is ochleved the time becomes for some youths a time of

" floundering and for others a time of trial.

Super (1957) dddressed the floundering or trial process and roted that some

. youths have a succession of many. short-lived jobs.that have no rohonol sequem:e or. .

progression associated wnh them. None drows on the experience of the former or
leads to the next. For others this pernod of frequent job change is related to trial
and exploration in which one tries out various occupational (lelds. Their expernence
is more . logical and developmental.  For some in_ this stage of career the

"flounciéring" is random and purboseless in terms of career staging. For others, it is; *

‘systemoﬁc and purposeful.” Regardless of their effects on career decision making,

trial and floundering are both important and they are served by the values associatéd
with one's work affiliations. For the employed "flounderer," one lnkely to be fully
invested -in the moratorium stage, the stuge of weak labor forcq.;.gﬂochment and
movement into -and out of jobs as well as the labor force itselfj the person is

experiencing work, earning, and maturing. Some unstructured suggestions for further .

"action come, from one's satisfaction or dissatisfaction with the multiple types of

"~ work experienced. For the "investigator,” the one putting various occupations and

work settings to the test, work experience, income, and maturation accrue which are

‘augfnented with information ‘related to rational decision making. The need for

systgmot'ic; exploration is served, and career decision making is improved.

Trial and floundering are related to problems of moving tooorid finding one's
place in the world of work, ddjusting to work reqpirements,'dnd adjusting to the way
of life associated with work (Super, 1957). As sbggested before, workers trying to

. fmd their place in the world of work foce the following problems.

.Job selection and plocemen‘t ' . Socml odjusfment
Self-understondmg ‘ e T Adjustment to authority
Lcck of occupohonol mformohon ’ Adjustment to co-workers
Lack of opportunmes or resources Family and home demands

- Social expectations . Community adjustments -

These problems, all associated with work selection, adjustment to fellow

"employees and family issues, are those which can be addressed in pre-transitional

individual and group gundonce ‘and eounselmg sessions. These very issues comprise
the grist of career educohon programs related to preparation for and entry into

‘work. ,They relate to one's employability and one's prospec;s for employment. ,

3
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Problems concerning adjustment to work requirements include the following:

Technical competence ' Work attitudes and values

The routine and témpo of work . Security \

The work load - Time on the job before
odvoncemeot

These problems are associated with one's personal expectohons of oneself as a
worker and their relationship to the occupohonol demands of the job. They are, in '
turn, related to-the accuracy of the information one has, previous experiences, one's
self-concept, peer influences and related matters. ‘ ‘

In transitional career education and counseling expernences, young people can
be made aware of problems and be prepored to cope with work adjustment demands. -
Such was the case in Project PIT a summer industrial work experience and
occupational gundonce prograr: (Wayne State University, 1967). The project exposed
inner cny youths to mdu.,trnol work in a simulated work sefting. Youths §Jctuolly
monufoctured materials for non-profn orgomzohons in the community. They also
recenved work experience and occupational oundonce to prepare them for eventual
entry ‘into the labor force.. Lastly, floundering and trial are related to -problems
mtegrol to the worker's way of life. These include: one's role and status in the
community, cne's pace of life and |Ifé_ schedule reloted to the Job, and community
adjustments. - e ‘

These problems are post-tronsmonol problems which can be ameliorated by the
young worker's change of attitudes and expectations regordmg non-work activities.
This is .often occompllshed through maturation and the adjustmenf of personal
 desires, Moreover, promotion, change in one's responsibility, transfer, and other
status 'nodnfncohons can offect the young worker's ability and ‘motivation to cope
with life issues related to one's work. Of overarching importance to, such
odjustments may be the constructive use of leisure. -

- Individuals search for meanings ‘in their psychologncol adjustments to the world . _.
of work, in their physical adjustments to the work done, as well as in their status
odjustments in families, peer groups, and 1he com ity at large. The basic
_ psychologlcol needs for belonging, occeptonce, recognition, and securny seek
satisfaction in oll. Counselors must help’ clnents uhderstand that work which is

capriciously chosen has.only the chance of fate or luck to sohsfy those needs. Work
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which is wisely considered, chosen, and pursued offers better odds for delivering
satisfaction and need fulfillment. Developmental and adjustive passage through the
trial or floundering stobg of wofk'. entry can be osgisted by couriselors and other youth
advocates who are willing to do so. E

Peer Group Support at Work
Youths making status chonges from schoo! to work or “from unemployment to
employment generally do so alone. ' Tiedeman and O'Hara (1963) stated that "the
_;wor Id of werk is a new world of meanings. Generally, family does not enter here, nor
. do peers" {p. 49). . )
In. youths' engagement with the world of wor}(, peer and fomnly group members

~ore generaily not present in numbers suffncnent to elicit or reinforce -standards -

dlfferent_ frqm those expected in the workplace. The major press on young workers

comes from older workers already on the job. In meeting those presses the }'outh _

v

stands clone. - .

' In most igstances, youths going to work enter a world where. non-family adults
predommote, and they learn the work values and work norms of adults mainly from
these adulis and not from youthful co-workers. Enther they learn and.incorporate
adult standards regordmg ‘'work and work site behavior, or they “fail in their
occupational odjustment regardless of occupohonol skill levels. The evidence is
clear: Peopie fail at work not because they lock ou:upohonol skills, but because
they lack interpersonal and adjustment skills.

When youths go to work, new affiliations are formed. School, nenghborhood and
family allegiances are weakened as work demands and ossocmhons take increasing- A
precedence and fival those of family. and peers. The demand for. attention to
occupoﬁonol ihvéstment is reinforced by the need or desire for increased salary and
promohon-the status rewards of workers. Interactions with fomnly, school friends,

and other non-work peers connot sohsfy the new and important income and |
promotion desires, thus the mfluence of non-work associates weakens. Because of
their lack of influence in the workplace and because of the new worker's growmg
investment in the .world of work, family and non-work peer bonds are weakened.
Other bonds are being forged, however, as work associatés attempt to mtroduce and
“initiate the newcomer to the workplace. If the new worker passes, the test and is

/
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accepted by co-wmkers, he/she is infused into a new peer group which centers in the

workplace and contributes to his/her vocationalization. Relationships wnth family
members and recreational associates outside of work are maintained, but their

influence, assistance, and power in terms of the new worker's occupational future are
 minimal at best. |

Need for Employability Skills -
Whatever else operates in the transition to work by youths, the need for

employability skills is paramount fcr those trying to enter the labor ‘market. They

are important for young people porhculorly because, as new workers, having no work .

experience, they must compete for positions in the labor force. Employobnlny skills
are the skills of the wogkploce. As described in. Chapter |, they include affective
work competencies, occupation and firm specific skills, industrigl discipline, and
career management skills. When such skills_are combined with the opportunity to
wdfk, individuals are- better able to establish and rnaintain themselves in the
" workplace. .
Various pools of educational, economic and labor literature are replete with
attestations regarding the need for employability skills, -For example, Richards
- (1980) found that employers find personal-social competencies as being more
‘voluoble to workers than prior work experience. Other writers hove addressed
employability in terms of basic skill competence, p roduchve work habits, technical
skills, work values, occupational competence, work behovnors, survival skills, and
adaptability Skllls, among others. , '
The employobllny skill arena is extensive and lmportont to all employees and
employers, yet research data concerning employability skill need are limited.
Conjecture, Oplhlon, and experiential data are important, but the need exists for
‘robust research inquiries into the multi-faceted employoblllty skills area. °
It is agreed, though, that employability training would help new workers adjust

to work more readily. Young workers in porhculor would be he]oed. Freeman and

Wise (1979) reported that about one-fqurth of young workers |8 to 24 years of age

change jobs in a year, whereas less than one-tenth of adult men aged 35 to 54 do so.
Undoubtedly, some- of those younger workers move from job to job because of

'employobllﬂy deficiencies. Forfunotely, however, employoblln?y skill needs are now
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being served in most career education progﬁ:ms. 'Before the advent of ihe"(areer
education movemént, employability skill issues were ‘likely to be addressed only in
vocational programs, if at all. Career education programs are making employability
troining“ available tc greater numbers of youths. Also, by being part of the school
curriculum related to career development for all, career education is likely to be
instrumental in effecting long term structural and developmental employability
capabilities of youths. On the other hand, short term-employability and survival skill
training, while being informative, cannot be eipected to offset employability skill
deficiencies stemming from impoverished school curricula.

Some counselors wére on record early in recommending courses at the
secondary level which would address vocational 4gUidonCe and pre:vqgotionbl
employability skills. The United/States Office of Education (Eggeman, Campbell, &
Garbin, 1969) sponsored a survey of 763 youth opportunityi counse lors across the
nation to determine the major problems faced by"youths as they make school to work
transitions. Youths were found to have a bewildering variety of problémé which
affect their ability to adjust to job and work. :

Responses to the survey were grouped in nine raajor and 50 subcategories. The

kY

major categories included:

Job preparation 4 Family bac_kgt;'ound

. . Personality variables | Commt;nity factors
“ ‘Vocétionol behaviors Factors inherent in the job

School programs » - Military obligations

Discriminatory practices
The study was done in 1969. While the military obligation issue is now
eliminated, problems in the other categories remain. Many relate to employability
issues facing today's young people. '
-Counselors are cautioned by Sartin (1977) that factors other than personal
employability deficiencies can inhibit employment success. Erratic attendance
) pdﬂerns and poor investment in one's work, for example, can be due to such factors
as economic or>fomily distress, or being‘ responsible for a dependent parent or child.
Sorﬁln observed that when- such a condition exists, relief-is essential to permit youths
-to focus on employment,
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Transitions to work are never very easy. When transition problems are related
to employability skill deficiencies, however, 4they can-be remedied in work related or
in adult education settings. While such programs can serve out of school youths,
short term ireatments are not ideal. Secondary schools must prepare in-school
youngsters for  work ond careers by fully addressing employability skills in the
curriculum. Where such skills are lacking, counselors can institute systematic
methods of obtaining the knowledge or competencies which underlie such skills. To
be wi’ do so, however, requires ihat the counselor accept the notion that
employ. . skills are learned. One is not born knowing how to search for a job or
how to engage in interest assessment or values clarification. These behaviors are not
"fixed effects" growing from some genetic mix. They are, insteod, learned ond(
modnfmble behaviors which represent the rationale for employability counselmg and

: the content to which different types of counseling intervention are dnrected.

Implications

In this chapter, we have examined a humber of elements which contribute .to
the odjustment to work. It has been noted in particular that some persons never
really adjust to work, never acquire a recognizable career pattern, and simply
flounder from. one job to another without purpose or system. In contrast, other
»ersons go through aQ perloc_i of t-~ “ich is characterized by exploration and reality

testing. At first glance, such a process may. look llke floundering, although the

* mechanisms employed by the individual are-more likely to be-devoted o sorting out

work' olternohves, screening work settings, testing adult work norms as one moves
through increasing crystallization and specificity about the kind of work to which one
wants to make a long term commitment. A period of trial encounters with work is
not unusualj to fixate in a floundermg process can be a very sernous matter.

As the chorocternshcs of the first job dilemma, phases in adustment to work
and personal adjustments_to work are considered, the need for employobllny skills
becomes obvious. What also becomes apparent are the msnghts and themes which
such research provides as the content for employability counseling. Employobllny
und the adjustment to work are comprised of many behaviors which people fearn or
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do not learn. These behaviors are not genetically determined, but rather emanate
from the person's prior experiences in the family, community and at school. They
are not, then, immutable fixed effects, but rather modifiable through systematic

career guidance or career education programs and other counseling interventions.

—o-
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Chapter 4
COUNSELING FOR EMPLOYABILITY

In implicit acknowledgment that counselors have roles to play both in the
onﬁc'ipoﬁon, choosing and planning for work, and in the implementation and
adjustment to work, there are a number of different statements directed to the
specificéﬁon of counselor competencies required in career guidance or in
employability counseling. Some of \these statements emanate from individual
observers; others emerge from professional associations. In either case, they carry
implicdﬁons for how counselors sheuld be trained in their presegvice program.of
education or what kinds of renewal experiences they are likely to need as a result of
inservice, continuing education programs. Finally, the statements available tend to
define what types of 1echniques' counselors are likely to employ as they engage in
employability counseling.

Counselor Role deomgetencies in Employability

Career guidance and counseling for employability have taken on new
prommence in the past decode. The ‘stimuli for such emerging emphases include new
|ns|ghts into the characteristics of career development, rising concerns about youth
unemployment, and the emergence of career education as a major educational
focus. Each of these factors tends to suggest additional ways to view counselor roles
in relation "to facilitating the career development of youths or their employobnlny.
As a result, counselor role stotements have evolved through the years.

One of the first major -and influential statements describing the role of
counselors and other guidance specialists in-career guidance occurred in 1973. A
joint position poperv,,v"'ofh the American Vocational Association and the National
Vocational Guidance Association \_'recommended that" counselors and ‘guidance
specialists be responsible for the following:

v
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Program Leadership and Coordination

l.
2.

3.
‘4. -.
5.
6.
7.

8.

N

Coordina. ~ program.

- Provide stati wiili .ne unaerstanding necessary to assist each student

obtain a full competency-based learning experience..

Coordinate the acquisition and use of obpmpriote occupational,
educational, and labor market information. :

Help -staff understand the process of human growth and development and
assess needs of individuals.

Help staff plan for sequential student learning experiences in career
development.

Coordinate the development and use of a comprehensive cumulative pupil
data system that can be readily used by all students.
, oy .

Identify and coordinate the usé of school and community resources needed
to facilitate career guidance. :

Coordinate the evaluation of student learning experiences and use the

resulting datd in counseling with students, in consulting with the -

instructional staff and parents, and in modifying the curriculum.

Coordinate a job placement program for the school and provide for job
adjustment counseling. ' . ‘

Provide individual and group counseling and guidance so that students will

be stimulated to continually and systematically interrelate and expand
th ~n~~s, knowledge, understanding, skills, and appreciations as
they ... ... uevelop throughout life. (National Vocational Guidance
Association/American Vocational Association, 1973, pp. 13-14)

Following the passoge of the 'Education Amendments of 1974 which made

career education a national educational priority, the American Personnel and

Guidance

functions

Association (1975) adopted a statement ‘delineating a series of roles and

which counseling and other personnel practitioners needed to perform in

career education. These included recommendations that counselors provige

leadership in the following tasks:

2.

dentif .4 individual career development tasks and implementing
programs to accomplish them. '

|dentifying and clossifying educational and eccupational information.

«
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3.. Assimilating and applying career decision making methods and materials.
4, Elimina*'ng the restrictions that racism and sexism place on opportunity.

5. Expanding the variei, ana appropriateness <. as.c.. rent devic - and
procedures necessary for sound personal, educational, and occupai. .nal
decision making.

6. Emphasizing the lmportonce of career counseling ond of achieving its
goals. (pp. -4)

. These six functions are considered to be inseparable leadership duties for
. counselors in career education. The APGA statement also considers it essential for

counselors to actively participate in the coreer education process in seven additional -
ways:

. By serving as liaison between educational and community resource groups.

2. By conducting assessment surveys of career guidonce needs among
students.

3. By organizing and operating part time and full time educational,
occupational, and placement programs. :

1)

4. By conducting job adjustment activities.
5. By contributing to revisions of the curriculum.
6. ¢ By helﬁing involve the family in career education.

7. By porhcupohng in efforts to monitor and assess activities and
communicating the results of those activities to other practitioners ond
clientele. (p. 5)

A year loter; the Association for Counselor Education and Supervision (1.976)
defined a series of competencies which counselors need, regardless of‘setﬁng, to
porﬁéipote effectively in career gui‘donce. It was assumed that cour{selor education
programs would orient the content and experiences of their programs to facilitate

the dcquisiﬁon of these competencies by counselors in training. These include:

l. Career and human development theory and research and the skills
necessary to translate this knowledge into developmental career guidance
and career education programs.
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2.

3.
4,

5.

s

7.

8.

9.

10,

13,

14,

Career information resources and the necessary skills to assist teachers,
administrators, community agency personnel, paraprofessionals, and peers
to integrate this type of information into the teaching-counseling process.

Career assessment strategies and the skills necessary to assist individuals

1o use these data in the decision making process.

Individual anu group ¢ a - ~tices and the skills necessary to assist
individuals in career planning v... = it sproa: =s.

Career decision Enoking processes and the skills necessary fo implement
programs designed to facilitate career decision making for clientele in
educational and community agency settings. ' §

Job placement services and the skills necessary to assist their clientele to
seek, acquire, and maintain employment.

Knowledge of the unique career development needs of . special clientele
groups (women, minorities, handicapped, disadvantaged, adults, etc.), and )

‘the skills necessary to ussist them in their development.

Awareness of sexism and racism and the necessary skills to reduce
institutional discrimination in order to broaden the career opportunities
available for all persons.

Awareness of the roles that lifestyle and leisure play in career
. development and the skills necessary to assist clientele to select and

prepare for occupations which coincide with various preferences.

Consultation strategies and the skills necessary to assist others (teachers,
parents, peers, etc.) to'deliver indirect career guidance services.

Synthesizing strategies and the skills necessary to assist individuals to

understand the interrelatedness of their career decisions and life roles.

Program development and curricular infusion strategies and the skills .
necessary to design and implement career awareness, self-development,
career exploration, and job placement programs within educational and
community agency settings. '

.Organizational development and change processes and the skills necessary

to facilitate change in educators' attitudes toward career education.

Program evaluation techniques and the skills necessary to acquire evidence
of the effectiveness of career guidance and career education
programming. _ : .

o

ﬂEducoﬁonol trends and state and federal legislation which may influence

the development and implementation of career guidance- programs.
(pp. 10-11) '
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In the interim from 1976 to the present, there were several other prominent

competency statements. One of the most prominent was that developed as a result
of a national study of the role of the school counselor in career education (Burtnett,.
1980). A matrix resulted from this study which identified schoo! counselor
competencies in relation to career guidance program components: planning/design,
implementation, evaluation. It then suggested that in each of these compohents,
there were counselor competencies required in four areas: leadership, management,
direct service and indirect service.

The most recent, comprehensive statement of counselor competencies is that
adop d by the National Vocational Guidance iAssociation in 1981. The statement,

entitled Competencies for Career Counseling, identified needed counselor knowledge
and skills in the following areas: '

General counseling C Management/administration
Information . Implementation
Individual/group assessment Consultation

Collectively, these statements of c0unselorv role in career guidance, career
education, and career counseling map out the conceptual terrain which overlaps with
counseling for employability. The statements indicate that counselors are expected
to be knowledgeable about and able to integrate career development 'theor);,
guidance techn‘i‘ques and occupational information. Beyond these broad emphases,
however, counselors need awareness of the very themes about which this monograph
is concerned: unemployment, underempldyment, employability, information about
technological innovations and their likely effects on the workplace, '"high"
technology, the computerization of work proéesses, and the nature of the so-called
"sunrise industri_es." All of these phenomena will have their effect on the economy,
social change, and. the lifestyles of American workers. Their effects and their
possibilities will become the éontept of employability counseling.

Preservice Programs _

To train counselors who are on the cutting "edge of professional awareness
requires that preservice counselor education programs be dynamic in the content and
supervised practicum experiences they offer counselor trainees. Competing forces
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bargain for attention din all educational programs, counselor education included.
Professional issues, developments and innovations, strategies, and research compete
for the counselor's attention. Information available _:ih’ disciplines related to
counseling - ~ich might be considered important for counselors to know could swamp
: o

even the most ambitious ad comprehensive training programs. Counselor educators
must know of relevant developments in allied disciplines and their application to the
needs of the diverse settings wher? graduates of counselor education programs are
employed. With such knowledge they must make wise and disciplined counselor
education curricular decisions and odiﬁcjoﬁons.

Counselors, for some time, have been taught guidance skills, occupoﬁanol

information, testing, placement and follow-up techniques, and even computer skills.

Many, however, have not been exposed to youth and work issues, job secrch
techniques, work transition prob"‘lems, relationships between work and social,
familial, and psychological structures, among others.

Consequently, counselors . ofe des;ribed as being poorly prepared by both
training and experience to offer effective career guidance or counseling for
employobility. The reasons for/ that indictment through the years have included
inadequate or misdirected counselor preparation curricula, the poor ‘mix between
academic, therapeutic, and occupational issues, and the demands of college bound
youths and their parents. / '

In discussing needed octﬁon related to contemporary career guidance, Ginzberg
(1972) stated that the profession shoulds,

ls Abandon the.psychotheropw/fic focus and coricentrate on educational and
career guidance. |

2.  Link counseling with other g:lient support systems, i.e., remedial programs,
job training, job finding.

3.  Reform counselor education. This includes the neec to emphasize the |
world of work and pathways into it and the mobilization and use of all

available’community resources in helping clients.

4.  Change the reguléﬁon that only teachers can become certified school
counselors, thereby widening the. funnel through which recruits to
counseling must pass. '

5. Expand guidance services to both young and mature adul*s. (p. 6)

‘ “/
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The Ginzberg suggestions would help reemphasize, possibly reintroduce, the work and
career focus in those counselor education and counseling delivery systems where it is
now lacking.

In writing ab:..:t counselor education changes needed in relation to non-college
‘bound clientele, Cochran (l974) stated that cnunselor education programs are the key
to developing a new career awareness ‘throughout the counseling profession. He
urged as follows: '

o~

.  Make work outside of educohon an integral part of all counselor education
programs. /

2. Incorporate career / development and career education in counselor
preporohon programs.

3. Upgrode inservice counselors in vocohonol knowledge ond career guidance

skills. 3
4, Integrate occupational information courses into all counselor education:
progroms. [ : -

5. Encouroge prospective counselors to take courses outside of education that
will expand their career perceptions. (p. 584)

!

The professionalization of counselor programs through emphasizing
psychological theory and therapy is described by some as poorly preparing counselors
to meet the needs of most counseling clients ‘today. They do not need therapy; they
want and need career assistance. Therapeutic programs ore thoUght to neglect deep
investments in the universally important and foundational concepts related to work, L
vocohonol education, occupohonol choice, career development and career education,
In;ierviee Prégmrns

" While preservice counselor education programs' are relatively brief and
intensnve exposures to provndmg students with the foundation knowledge necessory to
becommg a professional counselor, inservice programs typically occur over extended
~ time spans and are likely to be more directly tailored to the requirernents of the
counselor's day to doy Work. Attesting to the issue at hand, that is, the demand for -
more counselor mvestment in career guidance activity, are informol observohons'
that school counselors' inservice workshops most often deal with the broad range of
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work, training, and career issues. Other related professional issues addressed are
testing and occupational information sy$tems. A third level of interest would include
computers, ethical issues, drug abuse, ond college admissions. ~ A study of
considerable depth into the desires .of lowa elementary and secondary school
.counselors for insegvice training suggested that such needs were comparable to those
of counselors in other states. By order of preference the following topics were
identified by counselors: group “brocess skills, counseling, vocational and career
development, consultation skills, drug and alcohol abuse, clinical information,
assessment, policy and program information, program monagemént (Engen, 1977).
Counselor inservice education permits program needs to be addressed. When
counselors identify their needs they tend to find a practical utility emonohng from

inservice investments. The issues addressed typically have pertinence to day to doy

work.

As inservice sessions are typically informal, .non-credit, less intense,
distributed over time, and pertinent to daily needs, they have a great potential for
influencing counselor behavior ond capability in serving students and young adults.
With high potenhol for sonsfymg ‘Counselor information and skill needs, school and
counselor administrators, parent groups, and others might urge that counselor and
teacher inservice programs reflect periodic attention to work and career assistance
issues.

Inservice coUnSélor educofion programs have the potential to condition the

novice, credentialed counselor to the job regardless of setting. In foct to maintain
the theme of this monogroph they accommodate the counselor's post-tronsmonol
‘adjustment to his or her, world of work., This should improve. the counselor's

effectiveness and satisfaction.

Counselor Techniques

When all is smd and done about expected counselor competencies and models of

_ cou'wselor education or inservice training in employoblllgy counseling or coreer

guidance, there remains the matter of technlques. What can-the counselor do to help .
the student or young adult deal wnh the content which under lies lndlwduol needs for
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employability counseling? There Qre traditional and emerging techniques which
counselors employ for these purposes. Whatever technique is used, however, the

ability of the counselor to listen to and clarify counselees' concerns and dilemmas is

a fundamental element of the counseling process,

e

< ‘

n Ltstenmg and Clnrlfymg

In counseiing youths and adults the bes‘I counseling skills must be brought to

bear on the problem. When dealing with the occupational affairs of individuals,

 knowledge of the values, circumstances and ambitions of the individual is crucial.

The counselor must strive to learn about and understand these and other facts about
the person so thot maximum ossestonce can be rendered.

The wise counselor workmg ‘with: youths helps the counselee explore

_occupational ambitions, prevnous work experlences, feelings, values, perceived

opportunhes and concerns. Within this context of understundlng, the counselor can

. help with the individual's career issues regardless of the dilemma, distress or )

disillusionment involved. In doing so, the counselor listens non-selectively; that is,
all cues emitted by the client are attended to and the counselor is sensitive to what
is and not just to what should be (Egan, 1970, p. 249). .

To engage @ client as totally as Egan suggests, the counselor must piece
together the mformohon provided by the client through expressions of both content
ond feeling, and help the client integrate them into a plan of action. The counselor
will restate and reflect feelmgs and, paraphrase what is discussed to assure that
accurate understondmg is achieved.

The counselor and client often differ in age, education, sex, race, perspective,
social - mnheu and even in commitment to tasks at hand. Counselors and young clients
often funchon on dlfferent wave Iengths, so to speak. Efforts must be made to
reduce the static in the communications between them. Clear and non-defensive
communication is desired and must be achieved if counseling is to be useful. To do
so, the counselor must respond with empathy not only to the exemplars of
circumstance and ospnrohon but also to affective valuings. The counselor should help
the client develop openness in expressions of behavior or problems. .The counselor
needs to help the individual achieve self-understondmg so that eventually the
counselor and .gther school | and fqrnily odvocotes can understand the client's
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situation. The person who fails to perceive feeling ond@volue as well as the content
of what is discussed in client statements often misses the message. Listening
“involves not only hearing, but inferpreting and evaluating the informotj‘ion heard and
then responding. The total message in each statement be,corhes the grist for
subsequent discussion and action. Subtle nuances of value, feeling, emotion and.
meaning in counselees' statements are exceedingly |mportont 1o how the.counselor
shapes his or her behavior. Apprmsol clqr|fncatlon,"'Verlflcohon and summorlzohon
are often needed to improve the quality of communications.

There are four basic types of verbal communication. The first is phatic
commumcotlon which involves getting to know someone and bunldmg interpersonal
relationships, The second is cathartic communication which allows release of
emotion and tension to caring ears. Third is informative communication in which
dqtq, information and ideas are shored Last is persuasive communication where
attitudes are challenged or relnforced and actions -are. planned (Speery, no date).
These types of verbal comrﬁumcohon are used by counselors to establish mpport to
listen and respond, to share information and to assist in client plannings.

Egan (I975b),. in writing about the skilled helper, noted the elements of
attending and listening and discussed the need for the counselor to attend to non-
- verbal behaviors and to listen to him/herself. In o-.com'ponion workbook, Egan-(1975q)
provided exercises to help counselors develop better competence .in attending,
empathy, self-confrontation, active and possivegdiscrirn‘inoﬂ_,on of&”feeling, and other
skills.' - ; ‘ v

When clients are encountered who are so lacking in |nterpersonol skills that
_ their occupotlonol “success might be qffected, counselors’ might refer them to

Johnson's (1978) Human Relations and Your ‘Career-—-A Guide to Interpersonol Skills.

This self-help book provides exercises related to cooperating, leading,
commumcotmg-—ond mony other job survival skills. o

A similar resource for counSeIors is found in Ivey's (1983) book on interviewing
and counseling which provndes practice and self-ossessment exercises for microskills .
associated with atl elements of the interview. Included, among others, are exercises
~aimed at developing skills in porophrosmg, encouraging, reflection of feeling .and _
eliciting, all of which have, utlllty in vocononol ond career planning counselmg

sessions.

<
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",:1 Kemp (1970) wrote about the counselor's use of elucidative skills in working ’
with groups and listed those skills as including: listening, Clorify;ing, ‘reflecﬁng,
interpreting, Iinking—ré-loﬁng one's comments to others—and summarizing. Such
skills are equally valuable when counseling individuals who are ottem;;ﬁng to come to
grips Witn such diverse and momen‘t&us issues as occupational choice, career plans,
. tronsmon to work or work adjustment. When the counselee's interests, bockgrounds,
values, and ambitions are amorphous or unknown, and when the client's clarity of .
statement and openness ‘are questionable, use of such skills takes on paramount
impot:tonce. The counselor who will engage the client in discussion, cttend to what
the client says, help the person eloboroté and clarify meanings, and assist in the
’ weighing of actions ond possibilities ns most likely to help the client reach a
successful conclusion to the counselmg relationship. Such an approach is in basic
opposition to pre-;udglng, cotegorlzmg, misunderstanding, and possibly mlsdlrechng ’
the individual due to sexual or racial bias or dispensing irrelevant or inaccurate .
information. : o '
In sum, listening and cldrifying techniques create an environment in which
other counselor techniques can be used to facilitate the counselee's understanding of
seIf or environmental characteristics and how such information mgy be used in
decision making. One such. 1echn|que which mqy be employed by the counselor is
testing and ossessment. '
Testing and Assessment , ¢
Through assessment and testing proceddres individuals learn about tnemselves, .
their capabilties and their limits. The more: an individual kfows about personal
characteristics and desires, the more thdt information can be used in life's decisions -
and adjustments. The only_woy "free choice" is valid is if it is "informed free
- choice." - S
Individuals’ differ in their abilities, skills, aptitudes, mterests and-values.
Occupoﬂons and, mdeed, school curricula . or college majors -differ in theur
requ1rements related to the same traits. These individual and oc¢upational variables
combine toidetermune the individual's access to jobs, work.odjustment, performance,
satisfaction and satisfactoriness.on the job. h |
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Counselors, over the history of the guidonce.mo—vement, have used assessment

techniques to assist clients of all ages in making decisions about appropriate work

pseﬂings. Such assessment is important in employobility counseling. Although the

historically presumed dccuracy and precision of matching people to jobs as a result

.of testing has been, rejected, the need for measurement of -human traits and
capabilities remains important. ]

The traditional meéxsurément aciivities in g]uidonce have embraced assessment

;)f client interests, achievement, intelligence, aptitude and personality. —Most
recently these assessment arecs have been ‘augmented with the addition of measures
of values and career maturity. -Value inVentqries umeosu're either work values, such as
security and prestige, or values related to other life issues, such as independence,
achievement, politics. Coreer"m‘pturity scales measure the individool's_ ability to
choose, indépendence from ' others, possession of information, planfuiness,
commitment to mokin‘g choices and living with the consequences. Scales d:esignea to
measure career development or career ‘maturity tend to gssess how a person is
developing in Lenf\s of the process of choice: the readiness ‘and capability to
choose. More traditional aptitude and interest measures tend to assess the person in-
relqﬁon to the’content of:éh_oice: Can they perform the work available? Are they

( more irterested in one.type of available job than qnothér’? Information provided by.. .
these different assessment creas has added significantly to the types of information '
available from other §ources, e.g., books, films, interviews.

Zunker (1981) describes the vdlue of various types .of assessment tools in

meeting career ccunseling needs in the following manner:

3

" N L . J -
‘ |.  Standardized tests and assessment inventories have been.closely associated -
~ with career counseling. Skills, aptitudes, interests, values, achievements,
~ personality characteristics, and vocational maturity are among-assessment

objectives of career counseling.

2. The use of standardized assessment procedures in career counseling
provides the counselee- with increased options and alternatiyes,
subsequently encouraging greater individual involvement in: the career =%
decision process. In career counseling programs, assessment scores are
information to be used with other materials to stimulate and, enhance
career exploration.

3.  Aptitude tests primarily measure specific skills, pcroficiencies, or the
ability to acquire a certain proficiency. Measured aptitudes provide a
a good frarne of reference for evaluating potential careers.
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4,  Achievement tests primariiy assess present levels of developed abilities.

The basic academic skills such as arithmetic, reading, and language usage

' ,are relevant informatior to be jncluded in planning for educational and/or
training programs. - ) _

5. Interest inventories’ are relevant counseling tools because individuals
having interest patterns similar to those of people in certain occupations
will more than likely find satisfaction in ihat occupation. Interest
inventories can effectively stimulate career-exploration.

6. Personality development is a major factor in career development since the
_individuality of each counse'ee must be considered. Personality patterns
.are integral in identifying and clarifying the needs of each individual. )

7. Assessment and. clarification of beliefs and values are important
components of ccreer counseling. Two types of values inventories are

(1) inventories which primarily measure work values and (2)'inventories
which gheasure dimensions of values associated wth brocder aspects of
lifestyles. '

J

8. Career maturity inventories measure the dirhensions from which one is
"~ judged to be vocationally mature. Super identifies dimensions of career
maturity as orientation toward work, planning, consistency of vecational
preferences, and wisdom of vocaticnal preferences. Career maturity
inventories have twc basic purposes: (!) to measure an individual's career
. development, and (2) to evaluate the effectiveness of career education

programs. (p. 131-32) ‘

A limitation associated with measures in most of the above areas is that most
tests and inventories are of the pencil and paper type. Many studerts and adults do

not respond well to such measures, Some lack reading skills and other abilities

‘ _necessary to adequately respond to the questions. Others lack enthusiasm for paper

and : pencil "school type" exercises ‘or suffer from physicali, emotional, or cther

handicaps which interfere with their perfbrrﬁonce. These problems, however, are

being _increosi‘ngly addressed by recent innovations in measurement technology,

.primarily through ‘orhe/usé/of' work samples or assessment centers. Pruitt (1970)

stated that WO!,kiSfi'F;PlES are of three types: fhe simulated work sample, @ mack-up
or simulation of an actual work activity; the actual work sample, a srnall part of an
&ctuol' job such as so-!deriﬁg a part to a lat;ge component; and the isolated work
sample which me05ure;§ a specific trait performance such as sorting, categorizing, or

tallying'which is common to different jobs.
j L .
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Skill evaluation centers using work sample techniques are springing up in

secondary vocational-technical schools, rehabilitation centers, and employment

assessment agencies. Skill evaluations can also be done on the job. Regardless of

where the skill assessment is done, the skills are measured in coniext; that is, one's
aptitudes, attitudes, inerests, and task manipulations are assessed in relation to

actually completing specific work tasks rather than in some abstract, intellectual

‘exercise. In doing so, all motor and sensory competencies--spatial, ternporal,

auditory, visual, tactile and manipulative--can be measured in a combined and
realistic fashion. Moreover, skill assessment measures accommodate a variety of
speci'ol human conditions and needs, including those of the brain damaged, the non-
native English speaking, the left-handed, and the disabied.

There are many work sample skills assessment systems available.- Readers
desiring more information about those on the market are referred to the comparative
study of selected systems by the Materials Development Center (1976, 1977) at Stout

Vocational Rehabilitation Institute and to a Counselor's Guide to Vocational -

Guidance lnstruments, published by the National Vocational Guidance Association

(Kapes & Mastie, 1982). ‘Work sample assessment is a valuable addition to the range
of tools available for use in vocational evaluation and work adjustment by counselors.
Examples of Counselors Usmg Career Assessment

Case One. A counselee approaches the counselor expressing an |nterest in
studying computer repair at a local proprietary school. The counselee has good
ochemlc achievement and average intelligence. She wants to know if she could be
successful at electro-mecharnical maintenance and repair work. .

The counselor might refer the client to a skill evaluation center where skill
evaluations could be done using instruments such as the Singer Vocational Evaluation

System or the Jewish Employment and Vocational Servjce System (JEVS). Such

evaluation would use work ‘samples to measure aptitude and interest in areas .’

including, among others; electronics assembly, bench assembly, basic tool use and

monipuloﬁon. The result of such assessment would be the-basis for counseling and

" decision making on thepart of the client.

Case Two. A 43-y eor-old displaced hom<maker returns to a ‘women's outreach

center fo learn how to reenter the inbor fcre ofter an. absence of 17 years sp=nt
' B ‘ «f
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rFaising her children. She is a capable handy-woman. - She handles most household
repairs and likes those activities. She thinks, however, that she would like to enter
an associate degree program in marketing m a local commumty college. She is not
sure she can meet the entrance requnrements. The counselor might review her high
school record with her and arrange for interest assessment. Individual assessment of
academic aptitude and achievement level should also be considered. Depending upon
the assessment outcome and the clarity and focus of client interest,aehe might be
urged to ofronge for computer remediation of math and verbal deficiencies. She
_ might also be encouraged to use computer or print resources to prepare for admission
tests to the associate degree program of study.

Case Three. An inner city minority youth has some experience at part time
work. He would like a white collar job. He is interested in business as a career field
and thinks he; might like accounting. His academic achievement is good. He is of
slightly above average intelligence. He knows no accountants, nor even any
managers or entrepreneurs. He has no role models from the business community in
his neighborhood. The counselor might arrange interest and aptitude assessment for
the client. He might also arrange for the client to visit business establishments and
observe accountants dnd others at work, or participate in some work sampling
activities which include typical problems dealt with by accountants. The client couid
also be urged to contact schools in the area for information about ‘accountancy
training. " Assessment information, _percepﬁon of the "shadowing" experience, and
curricular information about occo:untoncy study could be used as a basis for

counse ling and client decision making.

Facilitation Techniques ‘
Students engogmg in career planning and work considerations should be helped
to assess their future life roles as consumers, workers, and users of leisure time. ‘
Wise planning towards such ends involves choosing and eventually succeeding" in
secondary and postsecondary academic or vocational studies, entering the labor
~ market 'through part or full time employment, and orienting’/ and directing one's
personal inclinations towards marriage, mllltory service, and recreohonol and leisure
time pursuits. To better help youths address such career ond employability issues,
counselors can use various strotegles ‘and- techmques. These include clarification of

vocational needs and values, decision making, and job seareh assistance.



Vocational Needs and Values Clarification Techniques

Studies have been done on the development and persistence of youth work -
values from elementary through senior high school (Hales & Fenner, 1972; Kapes &
-Strickler, 1975). Distillation of that literature has led Herr and Cramer (in press) to
conclude that rother than shifting and replacing work values over ﬁrﬁe, youths are
more likely to merely change the intensity of their values and motivation. That is,
strong values grow stronger and weak values weaken. This might be expected as
youths crystallize thelr interests and develop skills in specifying preferences and
choices.

One clornfncohon strategy for use with students might'be to help them to view
their career plonnlng, wnthm a framework of need and value considerations, in term¢
of |mmedmte, intermediate, and long term perspectives. Such attention to career
perspechves would -enable the client to produce better definitions of the self-
mvestments needed to achieve career goals. The counselor can be instrumental in
assisting, ‘the counselee in searches for self-direchon that can be |mplemented by -
short and long range accomplishments.” The counselor's assistance in exploration,
decxslon making, and work and educational placements might also be requnred.

/ Then, too, value and need clarification activities might be instituted for clients
by/ engaging them in the study of more specific personal values, work values, and

need structures. Instruments such as the following might be used as opproprlcte.

Work Environment Preference Scale  Work Values Inventory
Survey of Personal Values Career Development Inventory
Career Maturity Inventory Affective Work Competencies Inventory

When the dynomiés of personal value and occupdﬁonol need are identified or
better specified, the counselee can be ossnsted in studying relationships between
his/her school achievements, aspirations and career goals in terms of the reality of
these needs and values. Youths can also be assisted in evaluating (1) their personal
competence levels in school subject areas which are related to the occupations and
plans being considered; (2) the need for further training; and (3) their short and iong
range plans_ for implementing the choices made. ' |

Ve

-

. 82



In value and need clarification activities, young people address many areas of
concern which can be served by counselors and other advocates. These include:

information needs, sense of personal worth, behavior dilemmas, locus of control,

' reassurance, reality testing experiences, attitude clarification and emotional release

in confidential relationships. . _

Some school programs have been developed which address various combinations
of these and other imperative issues. One example of an activity which helps youths
look at their values and needs is described by D. A. Brown (1980) who developed a
life planning workshop for high school students in small group settings pf one hour
each. Seven meetings are used to address the following topics related to life and
career: '

.  Why people behave as they do.

2. Winners and losers. /

3.  Your fantasy life.

4. Your real life.

5.  Setting life goals.

6.  Short term life planning.

7. Long term life planning.

The sessions help young people to explore the effects of one's personal responsibility,

decision making, fantasy and reality, and goal setting on the achievement of career -

plans.

. In another career development program, Mackin and Hansen (1981) evaluated a "

curriculum designed to () increase self-awareness, (2) increase career awareness,

and (3) increase decision making and planning skills. Value and need issues were

addressed in the self-awareness component. Other issues of concern in the

o

component were self-concept, interest, and abilities. Student activities which .

related to the component included completion of a self-esteem measure, an adjective
check list, an occupational family tree, The Strong Campbell Interest Inventory,
Holland's Self-Directed Search, standard achievement and aptitude measures,
selected readings, values auctions; and a paper dealing with self and society. a
SiF\Cé one's personal values and needs are felt to be career development content

issues ond determinants of carecr cheice, {(Ketz, 1973), they deserve counselor

>
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attention on behalf of clients. Healy (1982) stoteq/thot the argument for career
value clarification depends essentially on logic. He' felt that one's purpose is likely
to be more enhancing and realizable if one has e amined its consequences. Healy
also stated, "both values and needs...are explanatory constructs whose properties are
delireated by the explainer and affirmed by study of the measures that bring the
constructs into operation" (p. 88). This, too, othests to the need for counselors to
assist clients with value and need clarification.

Lastly, we include some classroom activities which can promote value and need
clorlflcohon for youths:

l. Ask each student to write a brief description of the relationship of the
course to some educational and/or occupational goal of the student.
Students could also formulate a list of individual goals pertaining to the
course, that is, skills, knowledge, or attitudes they hope to develop.

2. Have students list the relative advantages and disadvantages of each of
the career alternatives they are considering in terms of their relationship
to expressed lifestyle goals.

3. Have students list at least six factors which they are sneklng in a career
(such as opportunity to travel, meet new people, responsibility, opportunity
for advancement, and so on). Discuss in group sessions.

4, Develop life planning workshops in which life roles and the coping skills
required in them are analyzed and shared. _

5. Have each student list at least six courses or school ‘experiences in which
he/she has been successful and relate these successes to the attainment of
marketable skills currently possessed.

6. Have students differentiate between the major occupations that make up:
the occupations! cluster of their choice in terms of (1) the amount and
type of education nceded for entrance and advancement; (2) the content,
_ tools, settings, products, or services of these occupations; (3) their value
T to society; (4) their probability of providing the type of lifestyle desired;

and (5) their relqhonshnp to personal interests, abilities, and values.
Discuss in group sessions.
7. Uslng appropriate resources, have each student develop a list of entry

levefskllls needed for an occupohonol area of his or her choosing.
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8. Given ninth grade educational plans, have senior high school students
modify the plan to correspond with changing concepts of the self.
Presented with a series of')c_:ose studies illustrating examples of beople
making career dec;isions, some of which were based on careful planning and
some of which were based on little or no planning, have the students
identify those examples which represent poor planning, and indicate what
steps could have been taken that were not.

9.  Have students read books which depict work as a means of self-expression
and discuss what this means for choice (Herr & Cramer, in press).

Decision Making Techniques

Counselor assistance with decision making is aimed primarily at helping the
client to learn decnsmn making skills and processes, to set goals and to make plans
directed toward meeting those goals. Young clients do need to be trained in the
process of making decisions. They also heed assistance in identifying and acquiring
information which is related to the content of the decisions being considered.

Counselors involved in this type of assistance have immeasurable potential for
satisfying client information needs through the use of personal knowledge, .printed
and other media, and referral resources. Counselors should note, however, that the
types and amount of information needed for informed choice somehmes inject
confusion and perplexity into the decision making process for cllents. Counselees
with a surfeit of information related to the content of decision mqkmg face "within
choice" dilemmas. For example, after deciding to pursue further study, the student
may debate, "Should | go here or there; take this or that; begin now or later; attend
full or part time." It is in situations such as this that the counselor can be of prnme
assistance to the client by helping him or her to make wise trade-offs and
compromises. The process of weighing alternatives would be grectly facilitated with
outcome data from the sort of volues/needs clarification discussed earlier. _

“In occupational and career decision making the client is faced with two
dominant issues related to what he or she wants to do. First, as Haugsby and
Schulman (l978) note, "l want to be" stotemer:?rs connote a concept’of self-identity
and social posmon ‘that the individual wishes to achieve. Second, " want to be"Q

prescrlphons tend to dictate, the place in which the profession or occupohon is
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procﬁc!ed. Alsou forged by one's personal decision making are notions of study and
preporc%lﬁon "related to the occupational choice made. Counselors might
odvontogeously use awareness of these position, annronment, preporohon and entry’
issues in decision making dnscussnons with youths. -

‘ S‘hertzer (1981), in dnscussmg career planning, stated that "the best coping
behovnor is vigilance." He felt that "vigilant decision-making occurs when people
belleve that (1) a choice should be mode, (2) they can find a solution, and (3) there is
enoug? time" (p. 284). )

Shertzer also cited the following steps as being helpful to those involved in
_career planning: o
. Study yourself.
2. Write career ideas down.
3. Set up some h);potheses or predictions about yourself'in a career.
4, Become familiar with the pathways for entering occupéﬁons'thot interest
you. ; .
5. Review your plans and progress periodically with another person.

6. If you choose a career that does not fit you, you can start over.
‘ (p. 284-286)
Donalid and Carlisle (1983) developed a listing of "Diverse Decision Makers" for
use with college students in decision making matters. The list includes Hasty Horry,
Rebecca the Rebel, Last Minute Louie, Willy Nilly, and Olive De Above, among |3
others. The authors feel that the “diverse types," as illustrations of some of the
underlying- difficulﬁes in student decision making, serve as springboards. for
discussion and help students see the humor in thelr situations. W
Jew and Tong (1976) produced a career plonnmg guide that helps students deal
with the elements of concern in occupational decision making activities. Eight units
are covered in the guide which address personol and environmental issues related to
the task. The toplcs are work interest, past experience, preferred workmg'
conditions, values, pay, expenses, attitudes, and goal setting. The guide also has
included student mventorles, a teacher's manual, and a brief job guide for youths
with limited edu~ation. ‘
Flum (1966). proposed an interesting mode! for classifying factors capable of
influencing choice. This model, which should have additional utility in helping youths
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*~ make career decisions, grouped influences on choice into the-following categories:

(1) inner directing factors, (2) inner limiting factors, (3) outer directing factors, and

(4) outer limiting factors. Inner directing factors include security and status desires,

preferences, needs, and interests related to becoming someone. iriner limiting

factors relate to one's aptitudes, abilities, skills, motivation, ‘and self-awarenesses

which constrain or enhance one's chances of learning and progressing in a variety of

educational and occupational settings. Quter directing factors include parents, peers

and significant others in one's social class and community who direct, expect, or

reward one's actions. Lastly, outer limiting factors relate to one's opportunities with

their concorhitont edycation and training requirements for entry. These factors

describe the individual counselee's degrees of freedom to choose related to actual

" and perceived conditions. Such conditions are as much a matter of one's perception

of free choice as they are the actual environmental opportunities of the client. To-

be free, choice must be informed and the ‘individual must fe\el able to choose among
alternatives unencumbered by feelings of inferiority and inddequocy. As such, these
matters deserve the counselee's and the counselor's attention: F
We will also include here some classroom strotegie’s which prorhote the decision
making competence of young decision makers. S
l. Have students take specific steps to |mplement a coreer-bosed decision
prior to leaving high school (such as make application, to a porhculor job

and/or post high school training program, engage in job and/or college -

. interview, and so on).

2. ~ After reading a vocational biography, have students describe how a career
decision made by the subject influenced areas of his or her life, such as
choice of friends, family lifé, location of residence, and so on.

3. Have students construct an occupational family tree in which they

research the occupations held by each of their grandparents, parents, and

. . "siblings, Have them exqmine‘gender-spec;ific""reos'ons for choice$ as
appropriate. Apply specific questions fo the tree: Which family member .

am | most like? Why? Vyho‘f do your family members want’ you to
choose? Why? ) ’

4, © After reading a biography in which the Mcareer poﬂern" of a fomous_

individual is described, hrive students identify the decision pq.nts in that

\

\ | "9,

a0

~r



person's life, the various occupational roles played,. and the various stages
of preparation leading to each specific role. Have students use this
information in the preparation of a written assignment describing the
"career pattern” of the subject in question. '

5. Use the decisions and outcomes curriculum prepared for the College
Entrance Examination Board as the basis for a group guidance unit on '
decision making.

6. Have the students write a long range career plon identifying the specific
steps each must take to reach preferred future goals.

7. Have each student develop in writing a plan of access to his or her next

~ step after high school, either educational or occupational, listing possible
alternatives, whom to contact, application dates, capital investment
necessary, and self-characteristics to be included on applications or
resumes. | . ‘

8. Drawing on past experlences in decision mokmg, have students discuss how
n decision was mfluenced by some external factor (fomnly, friends,
geography). II

9. Discuss the kinds of decisions people of varying age groups must make: 5-,
10-, 18-, 21~ 35-, 50-, 65-year-old persons. Relate these to long term
planning concerns. T

10. Present students with o‘ﬁv series of hypothetical situations describing an
individual with a decision making dilemma (an individual who wants to be a
professional athlete -but has not displayed sufficient c‘blllfy) Have
students discuss and consider what compromises exist.

Il.  Given information conderning labor force trends from 1970 to 1990 or
beyond, have the students discuss ways these trends might affect their own
career selections (Herr & Cramer, in press). .

~ Job Search Techniques- :

~ We have already discussed job search activities such as the Job Club and the
concepts used in the WIN program by the Department of Labof. Wegmann (1979b)
also reporfed on a similar program, operated with CETA funds, which has been called
the Job Factory. The Job Foctory was operated by the Combrndge, Massachusetts,
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fO_ffice of Moopowern Affoir/s{/ The proorom was based on research findings that
showed that employment prospects of the unemployed are affected mainly by the
quaiity ‘_ond quantity of.f/,‘f;i‘e unemployed's job seeking efforts. The research also
suggested that the unempioyed lack knowledge of effective job finding methods,
cormmunication skills /necessory to preeent themselve; as desirable job applicants, and
the confidence and 9r|ve to conduct an aggressive job search.

- The Job Foctory, like the Job Club, defined job search as a full time Job, and
panicipants "punrhed in" at 800 a.m. and out at 4:30 p.m. ‘The director of the
program was colled "foreman,” trainees were "workers," and training allowances
were referred to as "wages." The first few days of participation were spent in
classroom sessions. Resumes were prepared and practice interviews were videotaped
and critiqued. By the third day, a job search plan was prepared, prospective
. employers were identified and the 'worker" began phoning for interviews.
Telephoning skills had to be taught as well as skills in completing application forms.
A job interview checklist was provided to applicants to help prepare them for
interviews. Advice included: "get a good night's rest, dress neotly,”moinfoin eye
contact, bring something to read because you may have to wait, don't smoke, sell
your skills, ask queshons about the posmon and the company, never make negative
comments about prevnous employers, address the interviewer by name, and
communicate unequivocoll} that you want to work" (Wegmann, |979b, p. 204).

After training, those still looking for work punched in at 8:00 a.m. and left by
9:00 a.m. to follow up on job leads and interviews for jobs. They returned to the
factory in the late afternoon to review job search techniques and experiences. They,
too, punched out at 4:30 p.m.

‘Wegmann reported that of |59 CETA eligible nersons to go through the Job
Factory between May 1976 and June 1978, 66 percent found employment. Because of
, its success, other Job Factory centers were opened, and a Job Shop was developed.
‘It was .a shorter workshop for job-ready clients who were not paid a stipend. Job
Shop clients worked on their own with a job placement counselor after initial group
sessions. As of June 1979 the Job Shop had placed 79 percent of its clients. A
specnol Job Factory for youth was created. It was found that the first group of
. trainees were twice as likely to find permanent employment as a control group.
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Wegmann, in the same article, reported on the Self-Directed Placement
Corporation, a profit making corporation operating in San Dﬁego which was very
similar to the Job Factory and Job Club in its design. The program was so successful
that similar centers were planned for other American cities. The director of the
program states that there are two things necessary to obtain employment. First, get
an interview with a botenﬁol employer, the easy part. Second, the critical part,
know what to do during the interview. Such prescriptions have implications for
counselors and schools working with youths in job search activities.

he Springfield, DOregon, Public Schools (Cleveland, no date) have brodu‘ced aQ
job placement guide for high ‘school and college age youths to assist them in
interviewing and other job hunt techniques. The guide offers job finding suggestions,
checklists and inventories, resume forms and sample resumes for studenft’s'“:self-
study. It offers exercises related to (1) personal selves inventory--the B?'aysicol,
emotional, intellectual, and social self; (2) job evaluation--conditions, where to find
openings, seven steps to employment, and placement services; (3) interviewing—
getting ready, knowing your work and school records; (4) resume preparation; (5) job
success--thirigs to remember on the job, why people lose jobs.

Powell (1981) produced a career planning guide which addresses career
planning, career organizing, and career control issues. Decision making, resume
preparation, job search, interviewing and employment communications are only some
of the hmony career topics discussed. In a similar manner, Barlow (1981) produced

The Job Seekers' Bible. The book tells readers how to seil themselves in the labor

market through use of .a variety of job hunting and job retention techniques. An

instructor's guide and activity book were also prepared for use with The:Job Seekers'

Kjeldsen (1978), Director of Personnel for Permacel, a Division of Johnson and
Johnson, in writing. about seeking the first job, offers youths the following
suggestions for interviewing:

1)  Always be sure of the exact time and place of the interview. Allow time
for taking care of unexpected emergencies. It's best to plan to arrive |5
minutes early, since the interviewer might be running ahead of schedule.
Late arrival for a job interview is almost never excusable.

2) The applicant should know a little about the company and its products
whenever possible. This will help them to have something to say other
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than only talking about themselves. I'm certain that the school's
placement office or guidance counselors can help in this area.

3) Neatness, cleanliness and proper attire are essential and are self-
explanatory.

Although it is difficult for an applicant to rehearse his or her role for an
employment interview, the best guide is to rely on one's own native courtesy and
good sense. '

There are some basic rules and situations common to most interviews. For
instance:

1)  Nervousness is normal for most people during an interview. It may help

your student to realize that the interviewer has a genuine interest in each
applicant since there is a job to be filled. :

. 2) Your students should be ready for at least one surprise question right at

the start:

a) What can | do for you?
b) Tell me about yourself.
c) Why are you interested in this compony?

If your students think these are easy questions to answer wnthout some
previous thoughf, ask them to try nt. :

3) " Questions should not be answered with jUS.f a yes or no because the
interviewer will not be able to learn enough about the applicant to make a
hiring judgment.

4) It is nmporfonf that the applicant sit up strmght, be olert, and look the
interviewer in the eye to show that he or she is an mtelhgent listener as
well as talker.

5) A few interviewers like to do most of the talking and J‘udge their
applicants by their reactions. Other interviewers hardly speak at all; these
will be the most dnfflcult types of interviews for your sfudents to deal
WIﬂ'Io

In any interview, the best guide is to'rely on one's own native courtesy and
good sense. In the last analysis, our young people must know they will have to
sel|" themselves to the employer.

Remember the two queshons which are uppermost  in any interviewer's

- mind: (1) Why are you interested in the company, and (2) what can you offer.

The type of questions asked by an interviewer are designed to determine
an applicant's personohty, strengths, weaknesses, compatability with other
people, work experience, motivation, and most nmportonﬂy, if the applicant and
job are right for each other.
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162



Examples of the type questions asked:

) What are your future vocational goals?

2) In what school activities have you participated?

3) What do you do in your spare time or what hobbies do you have?

4) What type of prior work experience have you had? Why did you leave?
5) What school courses did you like best and least?

6) Do you prefer working alone or with other people?

7) Do you like routine work? : '

8) What did you think of your previous employer?

As a further example, Clark (1975) recommended that a curricular infusion be

made in schools which would develop the abilities and competencies of young job

seekers to obtain employment. He suggested that in curricula the following

emphases be addressed:

A.

B.

D.

Orientation to Career Entry Skills

1. Need for career strategy '

2. Place of career entry skills in career strotegy‘
3. OCverview of activities in CES unit |
Personal Inventory Taking

|.  Skills, experience, training, education

2. Likes, dislikes, work or job preferences

3. Interests, activities, personal data, references
Resume Production '

l. Importance and functions

2. Format and orgdniz‘oﬁon

‘3. Drafting and revising

4. Final copy and reproduction

The Job Campaign o ; >
. Organized approach .
2. Research: employers and job opportuniﬁes?
3. Search methods: successful and less successful
4. Covering letters

5. The job interview (pp. 127-129)
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Wegmann (1979a), in writing about job assistance programs in schools, nu- «
that "most people find looking for work to be a discouraging, demoralizing, even ego-
destroying process, very difficult to sustain at a high level of effort for any period of
time" (p. 272). Such an observoﬁdn suggests the advocacy, reinforcement, and
support needed by youths as they prepare for job search ‘and entry into the labor
force.

In summary, the following might be said *» be the best advice counselors can

*give to job seék}ng youths: "Keep your knows to the jrindstone."

Know your occupational values and needs. '
Know what you are looking for in a job.
Know what jobs exist in your community.
Know what jobs are available.
Know who can be instrumental for you in finding a job.
Know how to assess your job hunt networks.
Know how to find job leads.
Know how to apply for a job.
Know how to complete job applications.

~ Know how to interview for a job. -
Know how to prepare your reSU}ne.
Know how persistent to be in following up on applications submitted.
Know how to use your personal job search experience to better promote job

search success. | |

Knowing means being informed. The need for such varied types of mformohon.

and skills relative to job search enterprises suggests the importance of the activity. -

The varied nature of the skills required suggests the content of jOb search curricula
and job search counseling sessions.

Agom, we offer classroom strategies to improve youths' job search skills.

le Have students engage in mock job interviews.

2. Have smdents prepare a resume listing: the various skills they possess.
3. 'Devote a section of the school newspaper to profiling the skills and

abilities of -selected graduating seniors, to posting job openings, and to
providing various job tips.
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4.

5.

6.

1

8.

9.

Have students complete a sample job and/or college application, write a
job resume, and successfully roleplay a job and/or college interview.

Create a job finding club for seniors to facilitate the learning of job search
and related procedures. ' :

Establish a placement service to provide (part time, summer or simulated)
job experiences for students to try out job skills.

Have resource persons from the local Bureau of Employment Security
discuss such matters as local employment trends, unemployment rates, and
related. factors. '

Establish a Rent-a-Kid activity program to facilitate the development and
information .about part time jobs in the community.

Cooperate with the local Bureau of Employment Security to establish a
program designed to inform students of information concerning local job
opportunities (Herr & Cramer, in press).




_ : Chapter 5 '
OTHER INTERVENTION STRATEGIES DESIGMED TO ENHANCE EMPLOYABILITY

—

The preporohon for employability extends beyond what an mdwnduol counselor
" can do in one-to-one or group relohowshlps with adolescents or young adults. |t also
encompasses a variety of other opprooches which are directly focused on the
provision of general or specific employability skills, Some of the major approaches
to preparation in this nation and abroad will be summarized in this chapter.

Individual Techniques: Troin‘ing Provided by Legislation’

In addition to secondary and postsecondory vocational-technical programs
which train individuals for jobs, there have been a number of non-school training
programs for youths and adults. Many of these have been initiated and mdintained
through federal legislation. V

Major piéces of federal training legislation related to non-school employability
training have included: the ‘Manpower Development and Training Act (1962); the '
Comprehensive Employment and Training Act (1973) and its Amendments (1978); the
Youth Employment and Demonstration Projects Act (1977); and the Job Training
Partnership Act (1983). A brief description of each follows.

The Manpower Development and Training Act of 1962 (MDTA) was the federol
government's first major move into manpower training for unemployed and
underemployed citizens., The legislative action was taken primarily to cope with an
anticipated rise in unemployment due to the displacement effects of automation.
During the course of ‘the legislation, the rise in uvnemployment resulting from
automation never attained the high level expected (Ci_nzberg, |975). . The act did
serve, however, ‘the seriously aisod?ontoged -of the day and developed their
competitive skills in the labor market. It served dropouts and the hardcore
unemployed. The program was administered by the U.S. Department of Labor which
directed funds to approved 'privotcf and public schools, employers, and neighborhood

groups where training was given. Basic education and skill training were delivered in
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both on the job and classroom settings. Trainees received sﬁpends while in school,
and many also received assistance for a broad range of other needs, including day
‘care for children, transportation, skill training, referral to jobs or‘\dy orientation to
work. A . _ | .
The Comprehensive Employment and Training Act (CETA, 1973) replaced
MDTA and transferred decision making and administration of local programs from
Washington to state and local prime sponsors. A prime.sponsor was a political entity
(e.g., a mayor's office, county commissioners) which served 100,000 or more persons
in a specific geographic area. This revenue sharing program concentrated on
providing unemployed and underemployed persons with work in public employment
programs; established computerized job banks; served the special needs of such
target groups as ex-offenders, youths, persons of limited English proflcnency, and
older workers. The program also continued the Job Corps program which began
under the Economic Opportunity Act of 1964. .

The Youth Employment and Demopstroﬁon Projects Act of 1977 (YEDPA)
authorized four new programs under the 1973 CETA provisions. These included:.
(1) Youth Incentive Entitlement Pilot Projects to help disadvantaged youths complete .
high school by guaranteeing a year-round jobj participants also received career
counseling and tutoring; (2) Youth Community Conservation and lmproverﬁent_
Projects to develop the vocational skills of jobless youths through supervised work on
community projects; (3) Youth Employment and Training programs to enhance the job
prospects and career preparation of low income youths, who received a wage or
training allowance and job information, counseling, and placement; (4) Young Adult
Conservation Corps to give young people occupational skills through work on federal
and non-federol conservation projects. |

The CETA Amendments of 1978 further served the economically
disadvantaged, underemployed and unemployed by providing training, educohon, work
experience, job upgradmg and retraining. It also provided programs for those with
special disadvantages in the labor markei, including Native Americans, migrants, the
handicapped, women, ‘displaced homemakers and public assistance recipients. _ The
1978 Amendments incorporated the youth programs provisions of the 1977 YEDPA as
well as the Job Corps and summer youth programs. Lastly, the act authorized the
Private Sector Initiative Program to demonstrate the involvement of the busmess
community in employment and training activities.
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The Job Training Partnership Act

On October |, 1983, the Job Training Portnershlp Act of 1982 (JTPA), PL97-
300, replaced the last vestiges of the Comprehensive Employment and Training Act
(CETA). The JTPA is designed to Bring together federal, state and local resources to
serve the economically disadvantaged and long term unerﬁployed. The governnrnent
and private sectors will share responsibility for creating federally funded job training
programs to help constituents become productive members of the labor force. The
act will serve youths 16 through 21 and adults 22 years of age and older.

Title | of the act establishes the State Job Training Coordinating Council which
approves state plans. It also provides for special programs for offenders, rural areas,
older individuals, and for energy conservation and solar energy training. Title Il
relates to local Private Industry Councils (PICs) which monitor local programs. It -
. authorizes training programs for the disadvantaged which can include job search
assistance, job counseling, remedial and basic skills education, skill and vocational
training, retraining, school to work transition programs, pre-apprentice training and
customized training, among others. Also provided for under Title Il are summer
progroms for youths related to coun;eling, remedial and skill training, and supportive
services. ) o

Title 1ll concerns dislocated workers. |t provides job 1rommg and retraining,
job search assistance, placement and relocation assistance for victims of mass
< layoffs and natural disasters, persons affected by the relocation of federal facilities
and to residents in high unemployment areas and- designated enterprise zones. .
Title IV establishes funding and requirements for federolly administered programs. )

- The foIIowmg list cutlines the services which can be provided using act funds.
An osternsk (*) indicates that thls acnvny has been prevnously provided under CETA

prov:snon.
Allowable Services
(*) |. Job search assistance. i
(*) - 2. Job counseling.
(*) 3, Remedlol education and bqsm skills troinmg. )

(*) 4, 'lnshtuhonol skill training. _ : L
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™)

(*

™)

*)
*)

*

*)
*)

*

™

*)
*)

5.
6.

7.

8.

9..

10.

|2.

13.
14,
15,
164
17,
i8.
19,

20.

T 21,

22,

23.
24,

On the job trc;ining.
Programs of advanced career training. which provide a formal
combination of on the job and institutional training and internship
assignments which prepare individuals for career employment.

Training programs operated by the private sector, mcludmg those
operated by - labor organizations or by consortia of ‘private sector

‘employers utilizing private sector facilities, equipment, and personnel to

train workers in occupations for which demand exceeds supply.

Outreach to make individuals aware of and to encourage their use of
employment and training services. |
Specialized surveys ngt available through other labor market information
sources. e g . // - ’
Programs to'dev"ielop work habits and other services to individuals to help
fhem obtain and retain employment.

Supportive services necessary to enable individuals to participate in the
program and to assist them in retaining empioyment for no'more than six
(6) months following completion of training.
Upgrading and retraining. -

Education to work transition activities.
Lﬂerocy;ztroihing and bilingual training.

Work experience. '

Vocational exploration.

Attainment of certificates of high school equivalency.
Job development. _ i
Employment generating activities to increase jC‘) opportunities for
eligible individuals in the area.

Pre-apprenticeship programs. :

Disseminating information on program activities to emplqyers.

Use of .advanced learning technology for- education, job preporanon, and

.skills training.

Development of job openings. .
On.site mdustry-specnflc training programs suppor‘hve of mdustrml and

economic development.
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25. Follow-up services with participants placed in unsubsidized-employment.
26, Programs coordinated with other federal activities related to
employment. ) _
(*) 27. Needs-based payments necessary for participation in accordance with
- locally developed formula or procedure. '
28. Customized training conducted with a corﬁmitmént by an employer or
group of employers to employ an individual upon successful completion of
~ that training.

Exemplary Youth Program _
29. ' Pre-employment Skills Training Program for Youth, and individuals aged

. 14 and |5, may provide youths up to 200 hours of instruction and

; activities which may include:

i A. Assessment, testing, and counseling. -

' B. Occupational, career and vocational exploration.
C. Job search ossis?anc‘e..
D. Basic life skills training.
E. Remedial education.

Entry Employment Experience Program \

-30. May be up to 20 hours weekly during the school year or full hme durmg :
the summer and hohdays, for a total for any individual of no more than
500 hours of enfry employmenf experlence that may be one of the
following types:

A. Full time employment opportunities in public and private non-profit
agencies during the summer and on a part time basis in combination
with education and training activities. The jobs shall provide
community  improvement services that complement local
expenditures. '

B. Tryout employment at private for-profit work sites, or at public.and
private non-profit work sites when private for-profit work sites are
not available. C:)m_pensaﬁon in lieu of wages for tryout employment
shall be paid by the grant recipient, but the length of any assignment
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to a tryout ernployment position shall not exceed 250 hours. Tryout
employment' positions shall be ones for which participants would not
usually be hired (because of lock of experience or other barriers to
employment), and vacancies in such positions may not be refilled if
the previous participant completed the tryout employment but was .
not hired by the employer.

C. Cooperative education programs to coordinate educational programs

» with work in the private sector (McLucos,- 1983).

Counselors and other youth workers will readily note the close congruence between

JTPA provisions and the employment and employability issues reloted to youths and
young adults which have been discussed in this monograph.

Economic Schemes

| In o%diﬁon to specific training programs provided by fundi‘ng from federol :
leoisloﬁoﬁ, there have been other specific economic schemes directed to youth
employability. Among them have been approaches which alter the minimum wage or
which propose a sub-minimuri wage for youths and adults. ' '

The Minimum Wage. Legnslohon establishing @ minimum wage - hos existed for
various segments of society since passage of the 1938 Fair Labor Standards Act.
Over the ensuing years minimum wages have been adjusted and coverage has been
extended to almost all individuals. ‘ ' " . ’

The purpose of wage momtenonce progroms is: to protect American workers
from exploitation and poverty. Without doubt, such progroms ‘have improved the
wages of some workers who would have prospered less well in their absence.
However, Carter (1978) noted that elevoﬂons of The minimum- wage reduce
employment and raise unemploymenf; fhey also dnscouroge participation in the labor
force by youths and non-white workers. ‘Carter also notes that fhere is some
evidence that rises in the minimum wage force up other woge rates when unions and
~ other groups demand equivalent pay increases.



]

Kosters and Welch (1972) note. that because of increased minimum wages,
teenagers are able to obtain fewer jobs during periods of normal employment growth
and their jobs are less secure in the face of short term employment changes. Welch
(1974) also found that miﬁimum wage legislation has increased the vulnerability of ,_
teenage employment to business cycles. '

Minimum woges, then, according to some observers, are responSIble for lost
employment and. opportunity for teenagers. Mony youths looking for their first job
and its affiliated work experience are short changed. Moreover, Cotterill and
" Wadycki (l976)'found that minimum wage policy has raised teenagers' share of
' “trqnsnory" employment and decreased their share of "permanent" employment as
adults are hired for lower paying jobs when no higher paying jobs are available.
: Mlmmum woge rates also force youths from full time to part time jObS.

The costs of the minimum wage tend to continue beyond orlglnol entry into the
labor market. Ragan (1978) observed that the effects of a minimum wage are . -
compounded for youths over time. When not hired even at the minimum because
they lack skills, experience, and work discipline, they are not only denied wages, but
also deprived of the very experience and on the jOb training which would enhance
‘their value to subsequent employers.

The Sub-minimum Wage. Given some of the problems of youth employment
stimulated by the minimum wage, the sub-minimum wage or the dual minimum wage
as it is sometimes called, has been suggested as a means to stimulate employment
opportunities for youths. The concept is couched in assumptions that the worst
employment situation is experienced by the least productive new workers. Welch
(1974) felt that these employment effects can ‘be mitigated by a lower minimum
wage for young wérkers. Legislation bimplementing the concept, however, was
rejected by the U.S. Congress in 1971 and again in 1974,  Proposed legislation
regarding the sub-minimum wage never passed the committee stage in 1977, nor even
reached the committee stage in subéequent years.

Levin (1980) states that even the present minimum wage for adults is .
inadequate for providing an acceptable standard of living above the .poverty level.
Many writers feel that a sub-minimum wage structure would shift jobs away from
low wage adults to lower woge"youths and therefore reduce employment among
adults presently working at minimum wages. A prevailing view of the effects of the
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sub-minimum wage is summarized by a Business Week report “("Wouldv the
'tweenwage',”" 1977) in which the AFL-CIO executive council states that "a youth

sub-minimum wage would increase unemployment among household heads" (p. 16).
Ragan (1978) felt that employers are unlikely to respond to a youth wage
differential by replacing mature and experienced adult workers with younger ones.
He did contend, however, that some substitution of inexperienced youths for
inexperienced adults might occur. An event such as the passage of a sub-minimum
wage structure with its attendant potential substitution of one group of workers for
another ‘would force society to decide the value of an unemployed youth vs. an
em‘ploiyed adult.
“2 The sub-minimum wage is an issue that still needs research to answer such
questions as: Under sub-minimum wage structures will adults be replaced by youths
on lower pay scales? What will be the effect on groups such as women, minorities,

and older workers who are likely to be replaced by low wage yguths?'

Employability Programs in Industry

’However valuable legislatively supported training or economic schemes ore‘,
there are industry-based programs which also have been very effechve in focnlltohng
youth employability. Several exomples of these progroms follow.

Cary (1978) spoke of the history of the IBM company in providing industry-
based skill training. In ;1968 in conjunction with the Urban League, IBM _Storte’d a
skill training center in Los Angeles which was soon followed by centers in Atlanta
and Chicago. Thése were developed to improve the er;\ployobility of minority and
disadvantaged youﬂws. To,_further improve minority youths' transition to work, Cdry
argued that the nation's skill training capabilities have to be extended; basic skill
education must be improved; the counselor student ratio must be improved; teachers
and counselors must be oriented to the skill needs of business and industry; and
further research on the youth unemployment problem must be éonducted. ;

Bertotti (1978). described the broad-gauged corporate education program for -
employees of the General Electric Company. In the earliest days of the ‘electrical®
industry all learning was on the job. Today, training provided by GE's corporate

. “ 3
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management occurs throughout the company's 335 domestic and international
plants. That training, of varied types, is provided to help employees accomplish their
work and cope with new and different job requirements. The following types of
training are offered to GE employees. /
. Management training at the Management Training Institute or/;d its 15
regional centers. l
2. Entry level programs in areas such as blueprint reading, drafting, office
~ methods, word processing, and computer operations. Bertotti reported
estimates that at any given time, 50,000 GE employees are involved in a
éelf-development program. .
‘3. Tuition réfund plan to encourage employees to pursue higher education.
| 4, Cooperative education which combjnes classroom theory and production
worky,. | |
Bertotti also reported that the General Electric Company has an external
education effort that offers summer fellowship programs to train counselors to
better inform young people about career issues. Then, too, the company provides
summer programs through the Educators in Industry Plan to enable teachers and
counselors to develop better understanding of the world of work. The company also
produces and distributes career information and pésters to teachers and youths. In
addition, GE offers its Program to Increase Minority Engineering Graduates (PIMEG)

in conjunction with elementary, secondary, and college level institutions.

, ' ~ Community Employability Programs

-Supplementary to employability training in other governmental or-private
sectors are the many employability skills training programs developed across ;he
nation by Community Work-Education Councils. Gold (1979) noted that it was
"legislative frustration, not a mandate from voters" which led to the 1977 marriage
of the Comprehensive Employment and Training Act and the Youth Employment and
Demonstroﬁon Projects Act and the subsequent development of non-legislated
Community Work-Education Councils.
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Councils across the nation involve community leoders, employers from the
private sectorA, and labor and youth service organizations to address young people's
transition from school to work. The Community Work-Education Council theme is
one of collaboration with community leadership, broad community representation,
sharing of responsibility and understanding, and use of available resources.

In discussing the American tradition of cooperation and work-education

~ collaboration, Gold (1979) cited the following examples of wo?‘k-educotion council
activities which represent the 33 communities and states participating in-the
- National Work-Education Consortium. o

o Among the projects of the rural Bethel (Maine) Area
Community Education Work Council are three survey and research
projects designed collaboratively and likely to lead to a variety of
follow-up collaborative activities: ’

- Surveying the transition needs of youth. With assistance
from the sociology department of the University of Maine at
Farmington, the Telstar Student Council and Council staff designed a
survey instrument to determine how young people perceive transition .
problems and assistance. With preparation.in survey techniques, the
students administered the survey to all students in grades 9-12. Data
were computerized and analyzed at the university with final reports
received in July. The survey, in addition to involving students directly
in community discussions of their own affairs, confirmed, clarified or
challenged many of the suppositions which supported those initial
discussions.

. - Surveying present and future demand for labor in the Bethel
area.. In a rural areaq, this type of information is almest non-existent,
yet Is- as necessary there as in more populous dreas as a basis for
informed discussion of realities. A survey was designed by the Council
and endorsed by the Chamber of Commerce. The Council identified
and hired a retired businessperson to conduct the survey among local
employers. As with the youth survey, the data will be used in’
cutriculum planning, careet counseling strategies and career education

_activities generally. : .

- In a third research effort, the Council arranged for two
‘Economic Development Interns to develop basic data profiles of the six
communities in the Bethel area. The interns were supervised by the
Androscoggin Valley Regional Planning Commission and-made their
final report in mid-Jduly. Their work forms a starting point for
comprehensive economic development planning. It also broadens the
perspective of the labor demand survey to include an awareness of
future occupational growth and career potential. -

, o Individual and industry leaders in the energy field and
representatives of business and labor in the Seattle, Washington area
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porhcnpoted olong with leaders of locol youth-serving organizations and
the public in a two-day conference held to explore possible new
business and job opportunities from emerging energy conservation
programs and energy-related technological areas. The conference also
was used to focus on school-to-work transition and youth employment
issues in general and to generate community interest in and
commitment to the Puget Sound Work-Education Council.

o In conjunction with the Education-Work Council of Enfield,
. Connecticug, the Chambers of Commerce of Hartford, Connecticut and
Springfield, Massachusetts cosponsored i regional seminar on human
resources planning " and allocation. The seminar involved
representatives of the business, industry, labor, education, and
. government sectors of the Hartford-Spririgfield region. It was designed
to raise levels of awareness regarding area economic issues; to
encourage human resource planning in business, industry, and local
“planners in the area of human resource needs forecasting; and to
identify various approaches to human resource planning.

o The Education and Work Council of Erie City and County,
Pennsylvomo is of some inferest because data collection and
processing--surveys, inventories, program profiles--have been so
central to the Council's self-definition as an information broker and
_ cofolys?. The Council consciously avoids direct responsibility for client
services delivery projects, concentrating staff and committee energies
on identifying, defining, researching, describing and analyzing relevant
issues and options. Council members use this support structure to then
identify key actors in the community and encourage them to be
responsible for program developments. Studies completed include:

-~ Profiles of Model School-to-Work Efforts
- Study of Local Manpower Needs Surveying

- Inventory of Local Vocational Education Programs
- Frasibility Report on Follow-ups of Recent High School

Graduates

In all cases these studies were identified as necessary for gaining
insight into resources and institutional relohonshlps and practices at
the local level.

In other instances, frequently as a consequence of initial surveys
and fact-finding activities, local councils have focused attention and
action on providing more accurate, timely career information to young
people.

o In the mlxed m’dustrml/agncultural area around East Peoria,
Allinois, the Tri-County lndustry-Educahon-Lobor Council has employed
YETP funds from two CETA prime sponsors (Peoria Consortium and
Tazewell County) to survey several hundred area employers. The
survey is a key element in the development of a localized occupational
file for a CIVIiS-deriyved computerized career information program.
The survey itself greatly extended the Council's contacts with area
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employers, who, with few exceptions, have responded enthusiasticnlly
to personalized requests for data. The computer program is maintained
by lllinois Central College's Career Guidance Center (funded by the
- Illinois Office of Education). The Council and |ICC have initiated
extensive in-service workshops for teachers and guidance counselors in
the tri-country area. Thus, this survey is an integral component of the
ongoing improvement of career information programs in the area.

o The Mid-Michigan Community Action Council (MMCAC) of
rural’ Gratiot County, Michigan, for example, has operated a number of
career information and exploration projects for several years. Building
upon an active program of classroom speakers, career days, and job
. shadowing activities which draw annually on more than 600 volunteers
in central, rural Michigan, the Council is currently involved in several
experimental projects.

- Project TOES (Temporary Odd-Job Employment Service) wus
begun in January, 1978, as an experimental general employment
- referral program for young people, ages 14-19, not eligible for CETA .
youth progsams. This program, deemed especially risky because of *' »
depressed economic climate in Gratiot County, has successiu..,
established solid working relationships with the Michigan Employment
Security Commission Office. The project is staffed by a CETA Title VI
employee of the Council who works on-site at the MESC office and
brokers referrals and information between local schools, MESC, and
employers. The Council initiated contacts with the local 4-H
- organization to link the TOES project with skill training for youths
seeking part-time work. : . ’ '

- Volunteer Media Bank Videotaping: During mid-1978, staff

of MMCAC began taping interviews with local workers such as a truck
driver, farmer, lawyer, and a doctor. Twelve of these videotapes have
_now been produced. They are field tested for classroom impact with.
. middle-school and high=school teachers. Then, in cooperation with the
. Michigan Employment Security Commission, the videctapes are aired
over local cable television along with information on current job
openings, employment counseling segments and live interviews. The
“tape is housed in.the Regional Educational Media Center where it is
available for use by teachers in a three-county area. The media bank
conserves the energy of popular career speakers while making their
unique presentations available as one teaching option. -

. - Job Fair Bust Two years of work went into the development
of this idea to make career exploration materials accessible to all K-8
students in Gratiot County. The FAIR Bus has mobile displays, slide--
tape shows, games, texts, and related curricular. activities. Schools
"book" the bus at no cost and recelve in-service-training from Council
staff. One school system has agreed to provide labor maintenance
service for the bus, while the Council carries materials costs. '

- The annual "Career Days" is a unique County-wide venture
when, for two’days, almost .800 students shadow volunteer aduit
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workers. The logistical arrangements are complex with so many sites
in use and with most volunteers providing transportation for students,
Both schools and employers have emphasized their preference for the
two-day "event" rather than spreading the visits over a wholé year in
small numbers. The special event aspect also gives greater public
visibility and importance to the concepts of career exploration.
Students and volunteers clearly prefer personal shadowing to the
alternative large group, in-school career fair concept.

o In Odkland, California, the Community Careers Council has
developed < clearinghouse of information on all kinds of work
experience, job placement, career counseling and felated resources. .
The Council conducted the first comprehensive survey in the Oakland -
area of orgonizotions prcviding education-work services for young
people. To everyone's amazement, several hundred such organized
programs existed. The Council will not dJduplicate any of these
programs. Rather; the survey and the Clearinghouse developed out of
the survey are the first steps toward systematic information sharing
and planning among these groups. In the process, the Council staff are

also acting as a referral service for mqunrles from ysung people in
Oakland.

o |In Wayne County, Michigan, the Work-Education Council of
Southeastern Michigan played the central organizing, catalytic role in
bringing the Michigan Occupational Information System (a state
developed computerized program) into Wayne County. Because of the
Council, prime sponsors, school districts, libraries, colleges, and youth
service agencies have all worked together--many for the first time.

- That same council has organized career change workshops
for pink-slipped teachers, has established teacher-in-industry in-service
training programs, has involved business persons and labor persons in
school curriculum development, and brought three colleges together
with the Council and Wayne County Office of Manpower to develop a
winning  Youthwork proposal designed to provide intensive career
counseling and work: experiences for in-school youfh. (pp. 7-I0)

Jolly (1983) described a community-based structure which has trained one-half
million-persons who_today earn over four billion dollars a year. That structure is the
Opportunities Industrlohzqtlon Centers of America (OIC) The program begon in
‘Philadelphia in |964 and 1odoy\hos 120 progroms operonng m the United States and
Africa. ‘1-

OIC programs serve dropouts, the drug-addicted, ex-offenders and others with

social dlsodvonfoges in urban and rural settings. The progroms have community roots -

~and are tied to the business community's openmgs and,/ ‘needs.  The OIC program.
oddresses attitudinal and behavioral changes (generol employablllty skills) needed by

]
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clients to make successful transitions to both skill training and work settings.
Program assistance is delivered through counseling, training, job development, job
plecement and follow-up activities. Training in OIC programs includes exposure to
employability skills, the value of work, and appreciation of the free enterprise
system. The OIC program builds bridges‘between the OIC, schools, agencies, and
other institutions -in the community. Of particular note is the OIC linkage to
vocational education programs and its interest in collabcrative endeovors' and
comprehensive planning to serve the disadvantaged. V

Other community activities are agency efforts to address the employability
needs of youths and adults. For example, Mallory and Holder (1978) reported on a
program which used instructional modules to train youths aged 14 to 2l. ~ The
v'progrom was a CETA sponsored youth project which addressed self-awareness,
vocational awareness, coping skills, and Job and employability skillS development.
The project produced significant improvement in youths' decision making and career
planning activities following computerized instruction and career classes. A 75
percent increase was demonstrated in youths' coping skills in both school and wbrk
settings. They also made equal goms in skills pertinent to Iocohng job opportunmes,
- developing resumes, and lntervnewmg for jobs. _ .

ln a similar vein, Sprengel and Tomey (l97lm, 1974b) reported on- a
Neighborhood Youth Corps program for m-school potential drOpou‘Is. Project youths
received intensive ‘counseling and were given jobs in the private sector to encouroge~ ‘
schooling and to promote their -employability upon graduation. . ;Youn'g people
involved in the program improved significantly in school achieverient, lowered their
rate of absence from school, and achieved higher employment rates after graduation
than students in control groups.

In another industrial and private sector program, a Jobs for Youth, Inc. project
setved out-of-school, out-of-work youths in New York City (Hittleman, 1979). The ‘
project provided youths with sknlls needed to make a successful transition to work.
Academic skills and work skills were correloted, and counseling and job placernent
were provided. The holdmg power of the project's Right-to-Read Reodmg Academy
was lmproved with the use of stipends and job placements.

Macy (|978) described a program created to respond to adults who were no
longer in school or college--the educational brokering servnce of the Reglonol
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Learning Service of Central New York State. This brokering service promoted:
collaboration among colleges, secondary schools, and business and labor, and selected
and trained counselors in career counseling. Services to clients were provided in all

areas of educational need, including guidance, «ounseling, information, and

workshops. While some adults used the service to plun secondary school, college and -

graduate pfogroms of study, it was found that most sought help with career planning
and occupational concerns.

School-based Employability Programs

ln‘oddiﬁon to the\vocoﬁonol‘ and work preparation programs offered in varied
community settings, many schools prdvide' general employability programs to address
needs other than those served in occupational skills development programs. As early
as 1966, Anderson reported on a program developed by the aneopolls Public
Schools to serve low income graduates and dropouts. Participants in the project
received vocational guidance and job placement ossismnce and were also encouraged
to return to school. Curricular modlflcohons to serve them included a special
summer program for the dropouts. :

Inner city youths of Detroit were served in a project which provided industrial
experience (Wayne State University, 1967). Youths received guidance services and
oecupoﬁonol information which helped them learn about local job sources and
types. Using the facilities of a local vocational high school, they ‘vere exposed to
industrial techniques and- processes. Over the summer they manufactured useful
items. for locdl nonprofit organizations. ltems manufactured included: - game boards,
plaques, sewmg boxes for home economics classes, file boxes, and music stands. )
Work on the project exposed youths to industrial work techmques and sknlls, and their
attitudes and aspirations improved as a result of experience in the pfogram.

Karnes (1978) studied the effects -of youths' exposure to cooperative
educohonol programs (Jomt educational efforts using, school and work settings for
mstruchon) in South Central Mississippi. Issues in the study concerned the amount
and type of part time work, the reactions of youths and their parents, and the
relationship of part-time work to youths' schooling and career plans. Also studied
were the barriers to part time youth employment.
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Cooperative education and part time work experience were found to improve
students' and parents' attitudes toward work and student preparation for it.
Cooperative education was judged as being instrumental in enharicing both school and
work experiences of employed youths. ‘

Finally, youth counselors who are interested in transition to work and
employability issues will find Youthwork's (1980) review and synthesis report a rich
resource. Described in the report are school, agency, and industrial programs of
employability training that have been evaluated as successful. Another useful
resource is Mongum's (1978) report which identifies program strategies that seem to
be effective, and those that are ineffective, in promoting employability and
' sucéessful school to work transitions. 3
s

&

Need for. Collaboraticn in Employability Training

This chapter has demonstrated that employability training is delivered in many
ways in many settings. It is not rgosonoble, however, to believé that any one public
or private agency or institution alone, or a few of therﬁ tc'og"ether,‘con remedy youth
problems related to general or specific employability skills, Efforts which attend,
for example, only to vocational skills development or job awareness skills would have
little nffect if jobs do not exist, or if placement assistance is deficient. What is
needed in facilitating youth employability is the development of collaborative ‘efforts
and structures to promote better under.ﬁondihg of e:mployer and employee needs and
educational programs available to address them.. '

. Godwin (1976), in citing studies related to youth unémploymen'?, noted:

The basic conclusion which. emerges from the experience with
manpower programs in general and manpower programs for youth in
particular is that, despite the inadequacies of past and present
programs, the logic of these programs has not been disproven and many
lessons have been.learned which can be used to design an effective
array of employment and traii.ing strategies to complement monetary
and fiscal policies in a comprehensive program to achieve full
employment. (p. 153) ' :
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Clark "1976) citec the ° ing attention to Ilnkoges between educational
institutions: and the marketplace in preparing youths for work. He urged education
and mdustry to collaborate in creating a system to address the following areas:
career education staff development; curricular reform related to career education
concepts; job placement efforts; job development; and career information and
resource centers. .He felt that local: industry-education councils could be
instrumental in these linkage efforts. o

The National Council on Employment Policy (1980) studied how CETA sponsors
implemented the YEDPA provisions related to Community Conservation Programs
and Youth Employment and Training Programs. In the analysis of 37 CETA
programs, it was found that while community organizations were "thoroughly
involved" in youth programs, educational agencies, private sector employers and
130r groups were minimally “involved in collaboration, It seems that any and all
efforts related to youth and adult employability training schemes should involve
representatives of all community groups associated with ,1he'iss.ue. As the 1982
Youthwork, Inc. .report stated, tr.. nartnerships, not jusforeldﬁohships, must be
fostered. Pdr‘werships, when oper_. . can address broad value, policy and delivery
issues related to employability and work transition. The poi‘tners can decide what
needs to be, done, what can be done, who can do ity and how other partners can help.

Partners would be better able to inform others in the partnership of the broad
ror_nificot’ions of the fact that employobility skills change. While extremely valuable,
they are not permanent. Skills needed in _jobs change due to technological
innovation. Workers are mobile, they change jObS and geographic regions. Work
styles and lnfestyles change. Employability skills need constant refining throughout
the occupational life span. Employability training scheme§ which are collaboratively
plarned by representatives of al! community organizations can better serve those
who face problems related to employment. The cooperative approach will insure
that the broad rongé of employability issues is addressed. Moreover, distressed
citizens will be served if they enroll in such programs dQSIgned to address thenr
career deveIOpment and employability needs.

The career needs of American workers related to employoblllty are very
diverse. Consider the varied needs for occupational preparation of distressed youths,
ex-offenders, dlSploced homemakers, the “handicapped, “redundant" workers, and .
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veterans. Career counselors will recognize that worker employability needs are:

broed ranging, that they change throughout life and in different occupotiohdl
settings. As such, they cannot be satisfied by educational institutions alone. They
merit the attention of the broader community.

Selected Intermational Models

Approaches to training, employability, und employment often differ in other
indbst_riolized nations of the world from those practiced in the United States. The
reasons for such differences frequently lie in the varying political belief 'systems,
economic characteristics, and cultural traditions found in each nation. Therefore, it

is not possible to simply transport models of training, counseling, education, business -

and- mdustrml processes or management from one country to qgother without careful
consideration of whether the conditions which make them effechve in one country
are present in another. Space does not permit such analyses here. Rather, it will be
possible only to identify some prdcﬂces in ofher nations, the Gﬁlity of which might
be considered in a national training strategy for the Unit;d States.

A rather complex counterpoint to American’ perspectlves on mobility and
training is that of Japan. The Japanese employment system, porhculurly as found in

large corporations, is based upon mutual obligations of loyalty anc total protection .

between employee and employer. Thus, the Japanese worker finds his or her identity
in belonging to the corporation rather than in cultivating and exhibiting professional
expertise. In general, Jopanese enterprises prefer to hire young persons who have
sufficient motivation and aptitude to learn the skills taught by the corporation,
rather than people already equipped with skill and training. Once employed by a
corporation, Japonese. workers are discouraged from moving and employers are
socially prohibited from "stealing" workers from other corporations.

Perhaps the greatest contrast with American approaches is that in Japan jobs

are treated as roles assigned to an individual by the employer, ‘rather than as a set of
-personal skills or activities provided or "sold" to the corporoﬁon by the employee.
Unlike American workers who tend fo use the same skills as they move from job to

job or employer to employer, Japanese workers move from role to role, imwhich skill _
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requirements may be very different, within the same corporation. in such a context,

it is @ normal attribute ot the environment to view training and retraining as

expected; as skill needs change, employees are trained or retrained (Watanabe &

Herr, 1983). Viewed through a Japariese lens, if the worker and the employer make a

long term commitment to each other, trolnmg becomes the means by which human

resources are continuously honed“and shorpened to respond to the changing needs ofl
the corporation and the role changes which define the worker's career.

There are other international emphases which may also have utility in reiation -
to employment, employability, and training. They include:.

2.

3.

4,

5.

The European practice of beginning apprenticeship training at age 15
without requiring a high school diploma or General Education Development
certificate for apprenticeship registration. The latter prolongs the age of |
entrance to work and eliminates, for all procffool purposes, apprenticeship -
training for those who haye not graduatdd from high schoo! (Swanson, -
1982). Since the high school groduaﬁon rate in this country peoked at 75
percent of age cohorts in I965 and has not-moved upward since that point .
(Green, I982), most of the 25 percent of eorly schcol leavers cannot gain
access to apprenticeship opportunities.

The acceptahce in mar(y nations of Europe, mcludmg the communist:
nations, and in Japan, that formal initial occupational skill frommg for all
young people is desirable whether it is given in conventional classrooms or

~in work settings (Reubens; 1982). Thus, such opportunities are likely to be

seen and planned as part of a total system of initial occupohonol skill
training. i '

- The availability of certain industry orlfirm-supported secondary and -

postsecondary schools which provide soecific technical skills to selected
students (Kato, 1978). ,

The availability to young workers of a system of information about firm-
specific training and its characteristics which is tailored to the completion
of different educational levels (Japan) (Reubens, 1982).

The availability in a!l schools of a working-life course which provides
infermation about and orientation to’ condtﬁons in the labor market and
work environments, occupational” .sofety, industrial’ democrocy, work

t
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6.

7.

8.

9

10.

2.

3.

{4

participation {in management, and personal eco’nomi_cs and related issuves
(Sweden) (Reubens, 1982). _
Provision of advanced techni/cgl training for young adults and older workers
for whom o.certoin omount of work experience is prerequisite in sites
controlled by educational _outhoriﬁes; unions and employees (Sweden)
(Reubens, 1982). '

The proVision to women who go directly into childrearing and homemaking
of retirement benefits and retraining opportunities similar to those provided
for- persons in traditional work patterns (several Scandinavian nations)
(Reubens, 1982). 4 | |

Under the control of educational authorities the use of erlnployer- facilities

« for the training of youths, bu?_not direct participation in production

(Denmark) (Reubens, |982).

Subsidies to employers to expand opprenﬁceshfps and to offer firm-specific
training to unerﬁployed young people (Fpronce)’ (Reubens, 1982).

"Cooper_oﬁve' education which has a large part of school-based training
occurring in ocfuol workplaces (a more universal form of skill training
across nations) (Reubens, |982). | ‘

Active porﬁcip‘aﬁon of representatives of employer and worker
organizations in plonnlng and operating vocational education courses in
school-based training (Reubens, 1982). ,
Career »educohon, general preporohon for work, and the transition from
school to work as an eoucohonal component for younger age groups in mony ,

'ncmons of the world (Reubens, 1982).

Careers officers who serve the students in a total school district as the
placement officer into available training and work opportunities (Great,

- Britain) (Wallis, 1978).

The provnsion in each school of gundonce and counselmg services thot

!

provide current information about the nature of jobs and the training

.. programs available. Such information includes projections of future

employment possibllmes in various fields and is supplemented by feacher-

* taught course work on the role of economics and technology in socuety

(Fronce) (Wonner, 1973).
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[5., The provision. of instructional content that integrates the elements of
general education and specialized occupational training at all edu"coﬁonoil
~levels. From the kindergarten level forward, students learn about and
practice occupational skills, learn basic concepts of technology and
production, and engage in "Praktika" in all disciplines so they can
experience the real situations of different professions (East Germony)
(Schmitt, l975) '

6. The constant manipulation by many European countries of mechanisms such
as 4ob_ creation, worker subsidy, tax relief and training in relation to
ct*:-origes--in the economic cycle. This effort stems from' their commitment
to achieving- full employment for all workers, including the disabled.
(‘Westergard, 1980). - (

Conclusions

nLr The employability of youths occurs in many ways and in many settings. There
is no one right method of achieving the general and 'specifié employability skills \
which comprise youth em'ploydbiiity. Increasingly, employability programs, whether
legislatively supported or provided by private industry, go beyond narrowly defined
occupational skills training to encompass ofher behaviors, and “knowledge which
facilitate job search and work odjustment. In- mqny of these progroms, counselmg is
acknowledged as a component of fundamental importance, ‘The roles the counselor
can play in facilitiating youth employability are diverse and vital. Chapter 4 has
identified some of these roles. Future interactions between counselors and the
complexities of youth employobnlny will shope other roles which the counselor can
plon alone or in collaboration with others. '
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EPILOGUE

As we have tried to show in this monograph, career counseling and guidance do
not occur in an economic or political vacuum. Their content and, in many ways,
their processes are shaped by the occupational possibilities, the achievement images,
the work-related questions occurring in a particular society gt a particular historical
moment. Environments in which work preparation and cho?cf occur are always in
flux, changing, recycling. They also differ across work settings and occupations.
Thus, youths must be activists in their own behalf. They must be aware that any
“work requires a personal investment, a commitment of time, energy, training,
opﬁ:tude and attitude, an openness to change. They must be aware that access to
work is competitive. It does not always go to the best prepared person, but rather to
the best prepared person whc intends to take advantage of the possibilities available
and persuasively applies him/herself to the task.

Both getting into and staying in the labor force require skills which can be
learned, skills which vary in their relationship to self-management, making choices,
adjusting to the organization of work and its soéiopsychologicdl requirements, as well
as to the requirements for technical performance of job content. Career counseling
and guidance programs and specialists have major roles in helping youths identify and
acquire the general and specific employability skills which are of personal
importance in their becaniﬁg credible as workers and in their creation of a career.
They need to help youths both anticipate and implement employability and in doing
so engage in self-creation.. 3 ‘ ' |
| The processes of work choice and work adjustment are not simply given or
routine elements of llife; they are in their fullest sense ways by which youths create
their realities, however positi\{g or negative in outcome. These processes reveal that
while we are only young once, we can be occupationally or tareer immature
- forever. Youth employability counseling represents the antidote to that condition.
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