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EXECUTIVE SUMMARY

This document is the fimsl technical report of the work spocified
under the statement of work for the Wellealey College Center for Research
on Women study of "Caresr Trausitions of Wowsn it the Professions®
(Contract No;d-M-3 0173): Thia technical report represents a socioeconomic
review of important factora in the career transitions of professional women
aged 35-54,

The focus of this techntcal report 18 on the dimsnsions, patterns and
actual workings of ‘the career tranaltions of mature women in professional
occcupations: We have defined career transition to be both moves within a
glven ocoupation and moves from one occupation to another. Matufe women &re
derined as the female age oohort batwsen 35 and 5§. Professional
occupations are defined as those requiring a college degree. The
socioeconomic tramework of this techrdcal report is an analysis of the role
that career transitions play in alterding the work 11ves of contemporary
women in response to abud in conmjunction with technologlcal, esomomd ‘s &ad
demographic changes and the potential career transitions may have in
narrowing the persistent gap betweeu men and women's earnlings.

The objective of this report is to examine:1) distinctive factors
in women's career developuent ralated to their occupationsl concentration
and in selected typically female occupations; 3) alternative caresr

transition types and their consequencess 4) future tremds in the female
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labor force; and 5) twelve programs which facilitate women's caresr
transitions. The repott will conclude with a set of policy and program
recommendations on how wotien can benefit from opportunities for career
transitions created by technological, economic, ard demographic chabges to
improve their social and econcmic standing.

The methodology used in constructing the report consisted of a
review of the literature on women's career transitions and career
development, specifically focusing on the changing demand for trrditionally
female professions, anal yses of available data on women's career
transitions and future trends affecting the female labor forces and a
descriptive survey of twelve programs which represent the state of the art
in facilitating mature women's career transitions.

To summarizs briefly, our research found that the profile of the
average career transitioner in the early 1980s was a white, 37-year-old,
middle-class woman with a bachelor's degree who lives in or near a large
o1ty and 1a married with children betwesn the ages of 6 and 18.
ddditionally; a growing mumber of carser transitioners are the “trailing"
spouse in a dual career family now relocating to a new community because of
a spousal transfer. Single women changing careers comprise about one
fifth of the trarsitioners, while divorced, separated, and widowed women
were approximately one third.

In Parts Ons and Two of this roport, wé examine aspects of women's
worlk histories which explain the growing numbsr of career transitionpers in
the female labor force. In Part One, the focus is on "Distinotive Factors

in Women's Caresr Developuent.® This chapter examines critical elements in
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women's prior work mnd hows llves which way compel & career transition in
midlife away from limited opportunity, to 1ow paying jobs where the majority
of wature professiomal women are concentrated: & rational/econmomic
decision~making model is utilized to explain the means by which employers
and families assign women to the role of secondary wage earners and the
consequences of that role for wowen's occupationsl status and earnlng
potential,

In Part Two, available data related to "Career Transitions of
Middle-Aged Women" are sxaminad in detail. Section 4 presents
aggregate-level data on tremda in occupational change related to gender and
age, as well as data on reasons given for job changes which explainm the
phenomenon of careor transition in greater detall. Becaiiss
college-educated women in the 35<54 age cohort are concentrated in a feu
female-domimated professions; the mesd for caresr transitions im the Four
and the changlng age composdtion in thess fields. Available evidence of
career transitions from these fields is also evaluated: Results cf the
analysis show that among the four major female professions, only
6né:;i:’ea¢hm§-raﬁﬁiiéa a significant oumber of :areésr transitions by its
practitioners. The other three, scsial work, library science, and nursing,
are occupations where resl growth is expected in the futurs or which
currently offer employmept opportunities. Section C provides information

investigations point out that at the aggregate level, women's occupational
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mobility rate has been accelerated in the last two decades, surpassing

men's mobility rate. This surge in women's occupationsl mobility is diue in
part to large mumbers of women entering the labor force as new énﬁiaﬁts who
traditionally change jobs more frequently than seasoned workers, in part to

being concentrated in Jobs where there has historically been & high rate of
recent years “or moving into betterpaying and more appealing work., In
contrast tc white and Hispanlc women who show high occupational mobility
rates, black women show longer job tenure and lower occupational mobility
rates. These racial/ethnic differences of the 35=5i cohiort av'e attributed
in large part to black women having been in the labor force longer than
Hispanic or white women and having fewer opportumities for change.

In Part Three, we present a detailed analysis of "Alternative Career
Transition Types and thelr Consequences.® Section A examines three types
of career transitions—-1) different occupation/same employer; 2) sSame
occupation/different employer; and 3) different oocupation/differsnt
enployer--for their income and occupational status outcomes for mid-life
women's careers. The results show that for women it
professiomal/managerial occupations, different types of caresr transitions
bave no impact either on wages or occupational status attalned
post-transition. 1In Section B, unemployment as an antecedent in women's
career transitions is examined and the consequences of such involintary job
leavings for women's occupational status and earning potential are
discussed. In contrast, Section C focuses on the consequences of voluntary

Job leavings becauss of childrearing or accompanying a transferred spouse
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which are particularly characteristic of the work histories of women now
middle-aged. Available data show that there is no effect on wages in
subsequent work that could be attributed to number of weeks of intervening
unemployuent among wowen involuntarily out of work. However, conssqueiices of
voluntary withdrawal from the labor force for childrearing or to accompany a
developuent.

Part Four examines "Futuve Trends in the Female Labor Force." Trends
in the female labor force are analyzed in this section im order to
determine; 1) whethar expsoted changes will increase or decresse the role of
career transitions in work lives of widdle-aged women; and 2) which
occupations offer the best promise for career transitioners. The najor
£indings are that women's presapce ik the labor force is expected to grow
faster than the labor force as & whole. Given recent trends for women's
mere contimous labor force partloipation and greater loumgevity, the
average worklng woman cah expect to work 30-80 years outside the home.
Women's increased participation in the labor force will coinoids with the
transformation of the work force awsy from the production of goods to the
Production of ssrvices, Since collage-educatel womerd, the foocus ot this
study, have historically predominated i service related »rofessions, thers
is every expectation that the future will bring ample opportumities for
career transition in their work 1ives.

" Part Pive incorporates a "Survey of Programs Promoting Career
Transitions for Wowsn" 1nmto this report. In Section & twalve programs

that exemplify alterpative strategles for promoting women's career
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transitions are described. Section B reviews Lhe common themes of these
programs and discusses the means by which succesaful career transition is

enviromment and resources to equip the career changer with realistic and
highly refined new skills for self-mavketing. Next, three key eilements of
a successful career transition program are discussed. These are: i)
services to individuals embarking on a carser change (personal growth and
confidence building, skills and knowledge erhancement, and succesaful

self-warketing techniques); 2) servicea to corporatlons who wili hire
mature, professional female career changers; and 3) services to the family and
spouse during the career transition process.

The report concludes with Part Six which prosents our "Fipdings and
Recozmendations.® This section describes two basic £indings of the report:
They are: 1) that given technological, scorncmic, and demographic trends
which are pulling women into the labor force in incressing numbers and for
longer periods of time, career transitions will become a more frequent and
anticlpated aspect of the average woman's work iife; 2) that the state of
the art career transition programs includs Services to three constituents:
the individual career transitioners, corporations which hire them; and the
transitioner's family and spouse.

& set of recommendations are included, designed to iosure that the
increased rate of career transitions which we predict will characterize
mature women's professional lives will be beneticial to thes and to society
at large; The recommendations focus on the followiug needs for: 1) more

information on how best to achieve large-scale career transitions from a

10
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declining occupation; 2) greater access of women of divarss backgrounds to
suscsed in career transition opportunities; 3) support and recognition for

on the consequences of family relocation on mid-life woman's professional

careers;




CAREER TRANSITION OF WOMEN IN -PROFESSIONS

ini:i‘bciuctibii

Career transitions will be an imcreasingly important mechanism of

women's career development over the next Eiiﬁt’:'y years, Since the turn of
the century, the average life expectancy of an Amerlcan women has inoreased
by almost thirty years (Bureau of the Census, 1985). Over the last twenty

years, women have increasingly devoted those additionbal years to paid labor

force participatiop (Woaen's Bureau, 1983). A&s women's attachment to the
labor force increases and technological change makes some jobs obsolete and
oreates others, “he need for career transitions in women's work histories
will grow; Caresr transitions are now important wechamlsms for women
re-entering or mewly entering the work force. Career tramsitions will also
become important mechanisms for advancement in an occupation, and for
transfers batween occupations; hence assume added importance as career
developmental turning points. Over a work 1ife which may exteod 30-40
years, the average woman may therefore expect to experience several career
transitions as technological innovation and persomsl growth alter the shape
of hér career:

Career transitions also have apecial implications for the work
lives of contemporary American women aged 35-54; Caresr transition in
widlife holds considerable promise for improving women's earning potential.
Because most womeh workers in this age cohort are conmcenmtrated in

low-paying careers with limited opportunity structures, the movement of women .

12
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tnto careers with higher pay and potsntial for advanosment may considerably

force. &s Norwood (1984) obssrves:

The. earnings of women ars gsuarally lowsr than the earnings
of men. Amd an important element in this difference is

that women continue to work im jobs that have traditionslly

been female intensive rather than in other jobs (Norwoods

1984, p. 3).

The process of sareer transltion 48 partioulariy important for
improving the earning potential of woush aged 35-54; This cohort came of
age before the sscomd wave of the fealulat wovewsnt significacily expapded
opportunities for women in education sbd in cocupations previously reserved
for men. As a result, individusl wowen ia this cohoot may be foresiossd
from good jobs by such factors as obsolats oF irFalevant tralning, long
Periods spent at home raising childran work histortes disordered by
husband's relocations, by siguificant periods of ugeaployment, or by
their work experience in female=dominated occupations only. Career
transitions may offer these women a weans to resntsr ths labor force into
better-paying jobs; to move from dead<end jobs to those with better
opportunity structures; or to advance into managewent posttions in their
current ocoupations, ’

The focus of this technical report is the examination of the actual
workings of the career transitions of mature women in professionsl
ocoupations. We have defined career trausition to be both moves within a
glven occupation and moves from one ocoupation to another. Maturs yomen
are defined a5 the female Cohort between the ages 35 and 50. Professiopal

occcupations are defined as those requiring a college degres. The
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that career transitions play in altering the work lives of contemporary
women in response to and in conjunction with technological; economics and
demographic changes and the potential career transitions may have in
narrowing the persistent gap between men and women's earnings.

The objective of this report is to examine 1) distimctive factors in
women's career development related to their oc-upational concentration in
typically female occupations, 2) midlife career transitions *n general and
in selected typically femala ocoupations; 3) alternative career transition
types and thelr consequences, 4) future trends in the female labor force;
and 5) twelve programs which facilitate women's carser transitions. The
report will coanclude with a set of policy and program recommendations on
how women can benefit from opportumities for career transitions created by
technological, economic, and demographic changes to improve their social and

econonic standing.
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PART ONE: DISTINCTIVE FACTORS IN WOMEN'S CAREER DEVELOPMENT

Beyond the fact. that approximately 10 petceot of working men and
women changs occupations every year (Rytima, 1983), women's midlife career
transitions ars of particular interest; Ewmployed women are typically
conoentrated in traditionally female occupational fields where both the
salary and advancement opportumlty structures are limited: To the extent
that midlife women are able to make tranaitions from low-paying and
low-opportunity jobs into better paying amd higher opportunmity careers,

their earning potential may significantly improve (see Frauk, 1978).

Section A: Contimuity and Discontinuity in Womwen's Work Histories

mong the majority of working women aged 35-54 ioday; patterns of
ocareer development include combining full~time or part-time paid work with
periods of voluntary amd involuntary Job leaving. A winority of women have
never worked for pay outside the home. Anotber minority of working women
Bave worked contimiously with only involuntary interruptions (Martin &

Roberts, 1984). We suggest that womwen's concentration in typically female
occupations 18 integrally linked to factors responsible for s-oh
discontimous employsent patterns found among tbe majority of working
women. Many issues that have little or no bearing on how men's careers
shape women's career development on & labge scale. Safilios-Rothschiid
(1979) suggests that from =n early age, wowen, unlile mens have welghed the

roles of work and family in their lives and fashloned a compromise betwesn

Ik |
|
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what seem to be competing roles: 4s Safilios<Rothschild points oiit;
because women often gave priority to their families, their careers were
frequently plannsd around their family's lives.

This family/work dilemma may be less Hressing among younger women
whose career choices and preparation may be made prior to the decision to
marcy or to have a family. However, among wousn of this report's cohorts
family considerations have often played & major role in their
self-selection into typically female cccupations which are flexible enough
to allow them the ease of planming their work 1ives around their husband's
careers and their responsibilities to their children. Flexible jobs such
as mursing, secretarisl work; teaching; and retailing allow fof
discontipuity across time and place. & woman oan work full-time of parte
time, contimiously or intermittently, and move from oune location to another
in these ocoupations without much threat of becoming unsmployable (Long,
1978). Bernard characterizes such career cholces that are intendsd to
accommodate family needs as contingency planming (1981). The contingencies
are dictated by getting married or remaining single, husband's job
mobility, child-care meeds, family financisl needs, separation, divorces or
widowhood. Many women have structured thelr work 1ives along & contiputm of
contingencies such as being ready to change jobs when their husbands are

transferred to another locatiom to astop working when children are born; or

to work full- or part-time when there is finanoial reed. Indeed, Long
(1974), in a 50,000 household study of residential mobility of families and
women's labor force participation, came to the following conclusion:

the career development of the wife but also the ‘

16




initial choice of caresr. Such occupations as

elementary school teaching, nursing, and secretarial
work are traditioml occupations of women. They

ére also fairly readily transferred from one area

to another and can be practiced in alwost any =
part of the country: It may be that the gesograshical
transferability of these occupations has played a

part in their perpetustion as favorita curser choices
of women (p. 348),

The higher priority to family constderations given by many women has
been attributed to different sex-role socislization; Research points out
that most girls are socialized to give priority to the mothar/wife rols,
boys to the bread-winmer role (see for exemple; Aveshanssl & Rosen, 1959;
Retherington, 1967; Hoffman, 1984; Huston, 1984; Huston-Stein &
Higglns-Trenk, 1978; Kagan, 1972; Safilios-Rothschild, 1979; Tittle, 1981).
Because the sex-role socialization explamation of women's cereer choices is
80 widely known and accepteds we will not reexamine it hers. Rather, we
will discuss two paints of view which have largely been ignored in the
psychological literature on wamen's career developuent. These polnts of

view emanate from two componehts of a rational/economic decision @aking

vwell-paying, high-opportunity careers so that the sverage man's edrnings
will be greater than the average woman's: It is; therefore, economically
ratioml for families to give priority to the husband's career becauss his

work receives greater monetary rewards. If there is a need to care for

17

e




14—

if the husband does: Similarly,; if the husband ré’c’ei?és a transfer offer
with a promotions; it is often ecsmomically mure ratiomal for the wWoman to
leve her employment and risk downward occupational mobility after
relocation than for the busbamd to refuse the transfer (Mimcer, 1978).
Sandell (1975), who analyzed data from the National Longitudinal Survey on
changes in labor market earnings of families over a five year period,
(1967-1972) concludes that

« + o glven the jobs held by men and those

held by women, the earnings improvement for

men resulting from geographic movement is
large encugh to offset their wives' loss in

market earnings (p. 158).

The impetus to employer rational/sconcmic decision waking is the

assumption that women's labor force attachment is weaker than men's.
Employers fear that their training i’m’rééﬁé’ni: in women will be wasted
because they =ee women as more likely to leave their joba than men.
Indeed, aggregate level job tenure data for 1981, amalyzed by sex, show the
average woman to have 2.5 years on the current job compared to 4.0 years
for the average msn (Horvath; 1983). Data for 1983 show that the average
woman has 3.7 years on the current job while men have 5.1 years (Sehgals
1984); which represents a slight decrease in the genler gap in job tenure.
Aggregate level datz such as these which Suggest that women bring less
return for investment in training than men have been used by employers to
discriminate against women in hiring and promotlons (PHelps, 1972; Thurows
1975), thus providing a rationsl/economic justification for discrimination.

The consequence of rationmal/sconomic decision-making by both employers

and families is the perpetuation ¢of a vicious cycle of misleading

18
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assumptions about worilng women. Wouen in the 35-54 cohort have
experienced employers who will not hire, train, and promote women into
well-paying, bigh-opportunity jobs becauss they believed women were iikely
to leave work: But in reslity wouen leave work for family reasons because
development in other than traditionally female occupations is therefore
seversly limited by these assumptions. Such issuss are particularly
salient for the cohort under oonslderation im this report. Thers is some
evidence, however that the ploture for younger women is changing. Horwood
(1984, . 3) reports 1ibtle of no mex differemce in job temure for peosle
under 30, a 1-2 year diffareuce bstwesn ages 30-39 and a 5-7 year
difference for H0-64 year-olda. Norwood explains this difference as &
function of “the extent to which; in the past; womsn had accommodated their
career goals to howe and child care” (Nerwood, 1984, p. 3). Younger
women's behavior inm this regard appears to be very different as they marry
later aud have children without leaving the labor force. However, it is
not yet known whether employers' stereotypic assumptions about working
women are correspondingly changing,;

The fallacy of the assumption that women do not stay on the job as

long as men has been examined by Haber; Lamas; and Green (1983) who

approximately 21,000 worksta who took part in both the January and March
1978 Current Population Surveya: The enalysis of job separation rates by

sex and indome shows that the higher rdtes for women are due to their

fot -
(Yol
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concentration in low-paying jobs in which turnover ia typically higher.

;§§§9§§;jf,i6ﬁéﬁ who worked full time were
distributed among. . .wage groups in the same
mannsr as men, their separation rates instead
of being 1.6 percentage points higher than the
overall male rate, would have bsen smaller by
1.9 percentage points (1983, p. 23).

In this section, we have discussed the means by which family
considerations result in women's employment patterns becoming discontiruous
with respect to time and place. Eumployers' fallacious assumptions that
women are more likely to leave their jobs than mwen bas ied to
discrimination in hiring, training, and promoting womwen iato high=paying
Jobs: Simultaneocusly, women's concentration in low-paying jobs has
contributed to rational family decisions to sacrifice the wife's career
development for the husband's. Many women's career choices, particulariy
those in the current 35-54 cohort, have been 1imited and often foreclosed by

the interaction of these forces.

Section B: Sex Similarities and Differences in Career Developument

In addition to the differeatial impact of family considsrations,
women's and men's career development may also differ in relation to
orientation to the work role. Taveggia and Ziemba (1978) found that the
majority of men's central interests were within their jobs; whils the
majority of women's interest were outside of work. These authors claim

20




~17-

Several other studles have found similar sex differences within the
larger "life-role” frame of referemce. Gresnhaus (1971), Masih (1967), and
Lewis (1968) ail agree that a career occuples & more central position
within the 1ife-role schews for men than for wvomen. Lewis has concluded
that females make "short-term” occupational oholces, chooss
"people-oriented” cccupations, and focus more on the working conditions of
a job than on its salary potemtial. These observations have given rise o
the following work~crientation stereotypes: men are woreé ambitiouds
task-oriented, and work-lovolved, whereas women are wore interested in
interpersonal relationships st work. These stereotypes have been used to
rather than as a consequsnce of job descrimination,

Kanter (1977); however; takes a differest view. Rather than
explaining women's lack of career mobility in terms of women's greater
interest in social relationships, she points out that

vhen womwen ssem to be less wotivated

or committeds; it is probably because

their jobs carry less opportumity.,

There is evidence that the jobs held

by most wowsn workers temd to have shorter

chains of obportunity associated with

them and contain fewer advancement

prospects (p.159).
writes, "men with low opportumity ook more like the stereotype of women i
their orientations to work® (p.161).

Indead, when we take into consdderation =ituationsl variables, such as

21
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being in a low-opportunity Job we find wany similarities in the work
orientations and behaviors of women and men, &mother situational variable
associated with similar work orientations among women and men is
occupatiomal prestige. Women's and men's orientations towards their work
become more parallel at higher occupational levels, By this we msan tiat
the "higher up" a woman is on the occupationsl ladder (i.s. the more
"prestigious" her occoupation is), the closer her work commitment, role
view, and placement of work role within her life-rols scheme approach that
of a man (Diamond, 1971).

Underscoring the similarity in work orientation of wowen and men in
high-prestige cccupations is the dual-career phenamenon. Dual<career
couples are a recent trend in the last quarter of the twemtisth century.
What is nsw about dual=career marriages is not that both partners work,
because women and men have always worked (some for pays others in exchange
for goods and services, some outside the family, others in the family).
Rather; what is new is that recently a number of women have come to regard
paid; mon-family work as a significant source of personal identity and
satisfaction. 4s such, these "career" women are realizing, as many men
have realized at least since World War II, that their work is a major
source of personal fulfillment. The dual-career couple; them;, is the ynion
of two people who make a joint commitment to paid work which they pursue
for reasons of personal identity and satisfaction in addition to their
marital and parental roles within the home (Hall & Rall, 1979; Rapaport &
Rapaport; 1971). While no dual-career couple decies the importance of the

Timneial rewards of having two wage earners in the family, both husband's

22
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and wife's orientations to paid work as a source of persoral fulfiliment
distinguish dusl-career couples:

OF courss, a woman does bot bave to be in a dual-career relationship
to be a careerist; The 1560's; 1970's; and 1580's are witness to & new
orientation to work among womwen; ragardless of marital status. Many women
are changing jobs and moving into work roles which have traditiopally been
defined as careers rather than jobs. Even women mot axperiencing
transitions are developitg a more carserist commitment to their ourrent
work. Those changes in commitment to work are difficult to quantify and
document. But they have been amply illustrated by anecdotal accounts given
by many women in dusl-career marriages who have come to ses their work to

be as important as thair husband's ( Flelds & Evkut; 1983).

Further support for the oclaim that the higher the occupational
prestige, the greater the similarity in men's and women's work orisutation
comes from the research carrvied out in the phase of the Women's Carser-
Transitions Project focusibg on women in corporations: In interviews with
corporate officials throughout the United States; ths Wellesley College

men and women seekihg semlor wanAgement positions: intelligencs,
self-confidence, ambition, and cowpetitivenmess. Both sexes also
demonstrated a ocommitment to their careers; a positive attitude; good

Judgment, and the ability to play "the game" of corporate politics that is
often of key importance iu caresr advancement (1984).
Further; it appears that age may be a factor in the similarity between

men's and women's career development, especislly in high prestige
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occupations. Brown (1961) points out that women executives under 35 have
tended to snter managertal positious via the sams routes as their mele
counterparts. Younger women are much more 1ikely to start theip careers as
wanagers and professiomals. In contrast, wmope than half of the Woieh
executives, fifty years of age or olders started their caresrs in eithar
clerical or secretarial positionms, and achieved Mthair success through what
appeared to be & mixture of sheer excsllenmcs, great Stayihg powers
considerable expertise in their Jobs, end the fact that certain men in key
positions had been prepared to fight for thelr promotions® (p.67). Browd

goes on to add that the younger managers "were raised in a totally

attitudes are quite different from those of previous generations® tp. 58).

Fi.clly, Do discussion of sex differences in career development is
complete without refersnce to overt amd covert sex discrimination it the
career counseling which girls receive in secondary schools (Campbell,
1978), in the climate of post-sscondary education (Hall, 1982), and in
access to promising careers (Cecil, Paul, and Olins, 1973; Rosen and
Herdes, 1974; Simpson; 1970); or to career wobility (Harlan and Weiss,
1981; Heldrick and Struggles, 1980; Kashket, et el., 1974; MoCunes 1970).
This form of sex discrimination affects women's caresr development in two
gensrel ways. Ome, most women curtall their career aspirations and
foreclose career options in order to adapt to the realities of their
limited prospects for employment and career advancement. Two, others, Who
do aspire to nontraditional careers and to career advancement despite

contrary cultural norms, are prevented from realizing their goals. These

24



~21-
transitions. First:; disoriuimatior limits the variety of cccupations women
can move into; channelling wosy wewen into "traditional™ occupations:
Second, it 1imits women to certain tracks withif ooGapational categories
sizch as support services ur persoppsl werk considsred BoFe aperopriate for
wowen: Third, it lizits yomen'a upward mobility and vistbility within
profesaions and corporate stiuctures.

As the foregoing discusslon on sex differences in caresr development
suggests, there are many diftsvences in the ways wemen and @en experience
their work 1ives, but there gre slso some similarities. Mors simi apitics
are found among peopls in high-prestige ccocupations, pontraditiozal
ocoupations, ahd younger cohobts, While women's racent, unprecedsntsd
entry into the paid labor force has been accompanied by a corresponding
value change it the “proper role and place® of womens discrimination
against women in the workplace still exists. This disurimination directly
and indirectly contributes to women's continued 1abop segregation into
typleally female ocoupations which are lower paying jobs with fewer
opportunities for advaccoment; The past decads has besd witisss €6
increased female representation in Matypical® careers and carser
advancement. But these tranaitions have not yet brought women closs to

parity with men in paid ewploywent (Norwood, 1984).
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PART TWO: CAREER TRANSITIONS OF MIDDLE-AGED WOMEN

examine the phenocmenon of ccoupationsl changs in the Morc general context
of gender and age. The Census Bireau's Current Population Surveys define
in January of cas year from the occupation raported for January «f Che
previous year (1). Data from Current Population Surveys on ome-year
ocoupational mobdlity in 1966, 1973, and 1978 show that about 1 in 10 of
all workers in each year were employed in a different occupation from the
previous year (Rytina, 1983, p. 8). The ocoupational mobility rate for
1981 was slightly bigher at 10.5. These mobility rates for &ll workers are
therefore remarkably stable from year to year. Another source of coustancy
1s the effect of age on cocupational wobility rates. In the survey years
mentiousd, it was found that most of the job changes were for people under

age 35. Standardizing the mobility rates by age in 1966 and

entirely a result of the largsr number of young people in the work force inm
1981 than in 1966 (Rytina, 1983). Career transitions therefore are
expsrienced by only a small percentage of the work force in which younger
workers predomirate. This finding is confirsisd by Segal (1983) Wbo

reports substantial employment stability among older cohorts of American
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workers,

Rytina points out that differences in cocupational transitions by sex
are relatively small compared to agc differsuces:. Transition Fates for
both men and women decline with uge: For example, in 1981, occupaticnal
tranaition rates for wowen aged 35 to 34 was 13.9 percent; but 8.9 percent
for wowen aged 35 to %4 and 5.8 percent for women aged 45 to 54,
Corrasponding figui-éa for men in the same age groups are 12.4; 7.4, and 4.2
respeotively (1983,p.5). Job tenire rates which represant the inverse of
ocoupational transitions follow the sgme pattern: women have ahortar dob
teaure than men. In 1983. Job tenure for women aged 25 to 34 was 3.2
years, but 4.6 years for women aged 35 to Gl and 6.9 years for women agsd
45 to 54, For men, the figures in the same age groups wera 3.8, 7.7, and
1352 years respectively (Sehgal, 1984, p. 19).

In the context of age, thenm; middie-aged women have lower transiticn
rates than younger cohiorts of women; in the context of gender women have
higher transition rates than men in their age cohort. Whereas & younger
vorker!s tendency to have high transition rates is readily understandable,
women's higher occupatlonal mobility rates, that are due to gender, invite
sorutiny. Rytima (1983) observes that women's higher transition pates are
only partially attributable to the recent infiux of wousin frow younger age
groupa iuio the labor force. More importantly, as the disoussion on
woush's career development above suggests, the rise in the rate of
occupatlional change for wotien teflects primarily their continusd

comantration in jobs where the rate of occupational change has

traditionally been high. Secondarily, it reflects some movement by women
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from traditionally female oucupations to professiomal and managerial
occupations;

Data from thess Current Population Surveys also provide some
information on reasons peopls give for changing their ocoupations. In
19515 close to 43 percent of all worksrs reportsd better pay as the most
important reason for cbangiug their work. Rytina (1983) reports that
better pay is givenm more frequently than any other reason among all age,
sux, race, and ethnic groups except people aged 55 and over who report
nother™ reasons, which; she presumes, include many cases of retirement from
the previous ooccupation. '

For women; better pay is also an important reason for a career
transition; As Table 1 demonstrates, better pay is the primary reasen for
women's occupational changss, although there are significant age differences
in the data. The figures show & sharp contrast in the effect of pay
incentives for womsn aged 35-44; 49.2 percent of whou reported changing
occupations for better 'ﬁ;y; compared to only 36.1 percent of women aged
B5-54. Women aged 45-54 wers more likely than the younger women aged 35-4l
to report changing jobs due to layoffs, dissatisfactions with the job, and
reasons classified as "other.”

While better pay appears to be a powerful incentive for both men's and
women's occupational shifts, length of time spent with current employer
operates as a disincentive. In 1981, about 90 percent of all Workers who
changed ocoupations had worked with their current Gﬁbibiéi‘ less than one
year (Rytiras 1983, p: 6). Horvath (198) points out thst 3'o‘b tenure is

closely related to age: young people tend to change occupations mors
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Table 1

Reasons for Occupational Change
Among Women Aged 35-54 in 1981

Women
Ressons Aged 35=44 Aged 45-54
Better pav, full-time work 49,2% 36.1%
Lost job; laid off 8.8 10.9
Dissatisfied; underutilized 4.9 13.3
Working couditions 11.5 10.8
Other . 21.8 24,3
No answar 2.9 4.6

Source: Nancy F. Rytima. Occupational changes and tenure; 1981, In
Job_Tenure and Occupational Change. U.S. Departmeat of Labor.
Bureau of Labor Statistics, 1983. Bulletin 2162, p. 6.
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frequently than older workers. Thus, the tendency for Pewer women aged
§5-54 to see better pay as an incentive to change may be due in part to
their longer job tenure. On the average, women aged ﬁS-§ﬁ~Eéa spent 5.9
years with their current employer compared to é.g years for women aged

35-44 (Horvath, 1983, p.2).

B. Career Transitions ip Tvpioally Female
The type of profession one is in also has a bearing on career
transition rates. Occupations in which large numbers of young people are

employeds; e:g., clerical and service occupations, have high transition

rates. On the other hand, occupations which require high ievels of
education (professiomal jobs) or specialized skills and training (crafts)
have lower transition rates (Rytina, 1983). In general, career transitions
are more commonm in ocoupations which require less training (e.g.,
operatives and laborers), where the skills required are transferable (e.g.,
clerical work)s or where there is high growth (e.g., management jobs for
women); In contrast, people tend to stay longer in occupations which
require specialized skills and lengthy training (e:g.» professional works
crafts), and thoss with declining employment opportunities (e.g.s farming).
An examimation of turnover in typically female professions can Suggest
some future trends in women's career tranaitions because career transitions
in midiife hold considerable promise for improving working women's earning
potential. Prominent among the reasons advanced to explain the earnings
gap between women and men is women's concentration in low-paying careers

with short opportunity structures. The movement of women from

30



-27-

traditiomally female careers such as nursing, tesching, and libbary soience
abd iuto careers with higher pay and potential for advancement could
signiticsutly narrow the persistent earmings gap between women and men.

We bave identified the fields of teaching, librarianship, nursing, and
socfal work, all fields in which more than 50 percent of ths labor force is
resals (see Tabls 2), a5 a focus for intensive analysis. As the foregoing
discussion on the influsnce of type of work on transition rates suggests,
these four typically female professions bave characteristics which inhibit
career transitions to other occupations; FEach requires 2 high level of
educational investment and specislized skills not readily transferred to
other rields. A& successful carser transition from these profesaions often

requires an additioual educational inmvestment or significant re-tooling of

existing skills.

When examining the employment projections in education-related fields
through 1995, it is important to consider variations in the sizs of the
school age population. These projections suggest that because of the
steadily increasing birth rate aince 1976, there will be an increased
demand for prescinool teachers during the mid 1980's. The numbers of
kitdergarten and elementary achool teachers are also expscted to increase
duripg that period as the achool age youth move through the early grades.
However; bot until 1990 will there be an inoreased demand for upper

This recent baby boom has not yet had an appreciable impact on the

demaud for teachers which has been generally declining for the last two
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TABLE 2
WOMEN'S REPRESENTATION IN
SELECTED OCCUPATIONS
1972 and 1982

OCCUPATIONS FEMALES AS PERCENTAGE OF TOTAL EMPLOYMENT
1972 1982
Registered Nurses 97.6 95.6
Social Workers 58.6 66.4
Librarians 82.7 83.4 -
Teachers:
Prekindergarten and Kindergarten 96.8 98.5
Elementary 85.1 82.4
Secondary 49.6 51.9
Post-secondary 28.0 35.4
Physicians ' . 10.1 13.8
Lawyers 4.0 15.5
éoﬁrcés:

1982 BLS, Employment and Earnings, January 1983 pp. 65,66.

1972 BLS, Labor Force Statistics Derived from the Current. Populacion
Survey: A Databook, Volume l. Bulletin 2096, p. 651.

September 1982.
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decades. The following sre frequently cited as primary factors in the
dvindling demand for teachers. First, overall populatioa figures show a
marked decrasse in tha mmber of 5= to 17-year-olds betwesn 1971 and 198h.
Second; shripking school budgsts have Seen cut even further becausa of budget
California and Proposition 2 1/2 in Massachusetts: 4 third factor involved
is not so much a decline in demand as an imbalanced demand for teachers
because of geographical population shifts. One. shift has been the
contimied exodus from metropolitan centers to the suburbs; the other is
outwigration from New Englaod, Mid-Atlantic States and the Great Lakes
region to the Sun Belt and Rooky Mountain states. Overall, the rise in
demand for teachers in reglons with a net gain of population uoes ot
appear to offset the decreased demands in other reégions.

Bacause the decline in the demand for teachers is a relatively
recent phevomenon; it affects new teachers more dramatically than teachers
with sendovity. Thim is & direct outcome of Gollsctive bargaining
agreements which provide job protection on the basis of semlority. To the
extent that schools are contrectually obligated to respond to the probiem
corps is growing "older” (Murnane, 1981). In addition to the demographic
and mendatory tax cap forces that have reduced the demand for teachers,
many teachers have volunmtarily left their profession because of lack of
edvancement, poor working conditions, and unattractive salaries in mary
states. For recent college graduates who have incurred substagtial

educatiomal debts, entry level salaries in other fields often yield a
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greater return on their educatiomal investment.

On the other hand, many middle-aged teachers with seniority are
Plocked-1in" to their tenured positioms. & niddle-aged teacher who wants to
make a career transition by taking advantage of the variety of programs
designed to retrain laid-off teachers is at a relative disadvantage. Shs
has to compete with younger teuchers who have more recent college degrees
atd hence a greater familiarity with new technologies such as computings
one of the rields for which many laid-off teachers are being retrained (ses
DeVries, 1981). Therefore, there are not meny opportumties for female
teachers aged 35 to 54 to move out of the traditiomal female occupation of

transitions to personnsl and human resource development or sales positions
in corporations and in the new technology industries: Many of these

left the profession after inflation eroded their buying power even when
they attained the highest pay levels for teachers--gemerally around 325,000

for a teacher with a master's degree and 15 years of service (New York

The joint implications of a natiomwide decrease in the demand for
teachers; seniority rules governing teacher lay-offs,; the reiative
unattractiveness of the professior dus to low pay and poor working
conditions, and the difficulty middle-aged women have finding suitable
eaployment in other fields are that widdle-aged women's representation in
the teaching profession is growing. As shown in Table 3, in 1980 there
were relatively more 35- to S4-year-old teachers than there wére in 1970,

34



.
/ Table 3
Labor Forcé Participation of the
35-54 vear old Female Cohort in
Selected Occupations,
1970 and 1380

Total number of women Total number of women 35-54 year-old
in occupation in 35-54 year-old cohort as
cohort ‘ percentage of
total number
. S of women
1970 1980 1970 1980 1970 1980
Régistered nurses 807,359 1,214,868 352,314 489,019 44 40%
Social workers 135,813 310, 660* 50,771 107,725%  37% 357*%
Teachers
Elementary & S o o o o
—Pre~Rindergarten 1,285,246 1,892,651 489,971 793,603 38% 427
W econdary 491,489 479,211 173,930 190, 315 35% 40%
Post Secondary 138,063 227,044 52,756 93,472 38% 41%
Librarians 99,851 151,439 41,488 n.a. A% 42% n.a.**

* There were 287,577 women employed as social workers in 1980. Because age~cohort data
on social workers alome were not available for 1980, social workers have been grouped

with recreation workers in the table.

#% Agewcohort data on librarians are uot available for 1980.

Sources: U:5. Capsus of Populaticn, 1970. Detailed Characteristics, Unired States
Summary 1~739, 1~740, 1-763. Bureau of the Census, U.S. Department of
Commerce, 1972.

U.S. Census of Population, 1980. Detailed Characteristics, United States

Summpary 1-797, 1=235. Bureau of the Census; U.S. Department of Commerce.

1970 Cémsus of the Population, Subject Report on Occupational Characteristics,

ilii Table 3, p. C. (2-714), 1973, Bureau of the Census, U.S. Department of
Commerce.
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reflecting the altered age distribution in the profession.

&s for transitions within the field of teaching, wowen have had only
moderate success in advanoing into administrative and management positions
in school systems. Female teachers have made only iimited inroads into the
upper management echelons of the teaching profession as prinoipals,
administrators and superintendents (see Schmuck, 1983).

Employment projections for registered nurses through 1995 indicate an
imoreased demand for nurses. However, noticeable shortages of goeneralist
murses were also reported in the 1960's and 1970's. Such shortages did not
origimte from nurses making a transition to another career; but from an
"explosive demand" for nurses triggered by new medical technologies
including intensive care, kidnsy dialysis; and tramsplants: A4s a result;
there was a maldistribution of nurses by localized aress; by types of
Medicine, Natiomal Academy of Scisnces (NAS, 1982). Indeed, the high level
of registered nurses' participation in the labor force (about 76 percent,
which is the same rate for college-educated women), suggests that nurses
are no more likely to leave their profession than other college educated
women (Reglstered Nurses Population, 1982). During the perdod 1982-1995,
the mumber of registered nurses is expected to grow by 49 percent,
resulting in an additional 642,000 jobs (see Silvestri, Einstein,
et.al.;1983; p.45).

The largest group of licensed health professiopals in the United
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States for which current data on women exist is the category of licensed
registered nurses, a profession in which women have traditiomally
predonimted. Although many nurses retaln up-to-date licenses while not
currently employed or intending to ba employed in this profession;
licensure is the gensral sampling criterion for data on nurses. Thsrefore,
such data mway ot adequately reflect the work histories of some groups of
nurses, The 1980 survey of registersd nurses with current licenses
revealed that 1,662,38 individuals in the U.S. were licensed. Wowsn
contimue to dominate this profassion in which only three percent are men.
ursing is also largely composed of white women; 93 percent of nurses wers
white in the 1980 survey and only 7 percent (120,000) were raclal/sthnic
mivorities: The survey, which was conducted by the Office of Data Amalysis
and Management of the Department of Health and Human Services,-found that
whereas the median age of the reglstered nuse population 15 38.§ years,
'R.N.'s who are employed in nursing tend to be younger than those who are
not. Madian age of employed R.N.'s is 36.3 years; for those who are not
employed in oursing, the median age was 47 years (The Reglstered Nurse
Population; 198, p.3).

The relative youth of the employed registered nurse population can be
explained either as & function of large numbers of younhg women entering the
field, ot &s a funotion of older Women leaving the field, or as a combination
of both Factors. 4a shown in Table 3, between 1970 and 1980, there was a
declime in relative size of the 35 to 54 year old cohort. This suggests
that the age distribution in the nursing profession 18 shifting toward the
;’youné. It is clear that more young women are entering the field because

37




=34

oumbers of murses are increasing; whother many 35 to 54 year olds are
simul tanecusly leaving the field canrot be determinsd.

Examiration of data on employed, licensed; registered uurses reveals
that about a third of sll registered nurses are employed on a part-time
basis. Married nurses with young children make up the majority of the
reglstered nurses in 1980 (Idem, p. 3): About 46 percent of purses
caployed in nursing homes and 42 percent in physician/dentist offices are
part-time workers. Hospitals report about 31 psrcent of their nurses are
also part-time workers. In the flelds of ocoupational health and public
and community heslth, 15-20 percent of nurses are employed part-time (Idea,
Be 5).

The data on the status of registered nurses not currently employed in
mirsing does suggest a trend toward career trr.sitions in the nursing
profession. Of the 388,537 nurses who were not employed in nursing but had
current 1icenses to practice in 1980; 8.4 percent wers actively seeking
oursing employment; 17:8 percent were employed in non-nursing careers; 36.5
percent were married with children in the home, 30.2 percent were over 50
years of age, leaving only 7 percendt who were younger thau 50, neither
working nor looking for work, and without children in the home (The
Registered Nurse Population, 1982, pp.5-7). However, there are no
systematic data currently available which can identify specific trends of

nurses who have changed careers. Reglstered murzes who are graduates of

3-year hospital diploma programs and those with a bachelor of science in

nursing often return to colleges and universities to upgrade their training
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for specizlized positions in deliveriag patisht care. Many marses &lso
avgnent their educstiopal backgrounds by obtaining bachelor, master and
doctoral degreea to emable them to make career changes to teachinmg and/or
sdninistrative positiobs.

Other career changes of reglstered nurses include becoxizg a

vhyaician, dentist, optometrist, podiatrist, ohiropractor. or lawyer: Some

unusuel career changes by registered nursss have been generated by the high

Pharmaceutical sales and computer sales to health care providers in
hospital and other wsdical facilities have also been made.
I

Transition opportunities for female librarians appear scmewhat
limited. The 198 study of Library Human Resources sponsored by the
National Center for Education Statistios ard the Office of Libraries and
Learning Technologles of the U.S. Department of Education shows that inm
the 1980's the asupply of librarians will be equal to the demand (Van House,
Roderer; and Cooper, 1983). The same study points out that most of the
demand for new librarians will come from attrition which equaled 8 percent
of all librarians employed in 1981. Awong those leaving their jobs in
1981, the largest group (37 percent) moved from oué library to aaééﬁéi;
But three-quarters of this group remainsd within the same type of iibrary.

Based on this figure; the authors of the study suggest that there are
limited opportunities for librarians to move among different types of
libraries (i.e., schools public, academic, special libraries). These
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relatively impermeable boundaries around different types of iibraries mot
only block career tranaition opportunities but are also likely to oreate
spot shortages of librarians. This is especially likely to ooour in the
specialized libraries whoss demand for personnel is expected to be the
highest after 1983 (4 percent growth per yeur, compared to 1 percent in
public libraries, 1 percent declins in schools, and a siight but steady
decline in academic 1ibraries [p. 3701).

Of those librarians who left their jobs in 1981, 15 percent obtained
other employment. In this group 1s the 9 percent who went to non-1ibrary
information joba (Van Houss, Roderer, & Cooper, 1983): The authors
concluds that the mom-library informstion profession holds the biggsst
carser transition promise for librarians as both smployers and Iibrarians
coms to recognize that librarians bave veluabie skiils for wanaging
information in & variety of se'tings. With the growing importance of the
information business, individuala with professional iibrary training are
inoreasingly employed im non-library positions, especially in the private
sector.

The alternative librarian, an information broker who owns & business
whose product 1s information, 1s one such example of a non-1ibrary
information job,

Like all librarians, they serve client needs

through information giving, referral; counseling,

and assessment, but their role is dissimilar in

that their product -~ information service - is

managed for profit. 1In esssnces; the alternative

librarian solves information problems: finding
information, defining information challenges,

organiziog infcrmation for control and access.
Searches for information are carried out by

professional staff with subject specialties such
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es medicine; englnsering, computer soisnce,
economics, and statistics. Support staff handle

all typing,; report layout and preparation,

bookkeeping, filing, scheduling, and some

correspomience. Services are paid for directly
by the client; however, the client may be an
individual; a professional group, a corporation.
Opportunities for ™alternative librarianship®

are limited only by imagination, energy; and

capital (Office for Library Personnel

Resources, 1977, p. 1).

Given the limited opportunities for career transition within types of
1ibrary employment and mon-1ibrary work for librarians, specific factors in
the profession which affect women's careers should be noted. In 1982,
Statistics; 1983). In Table 2; we see that i:i:g’ percentage of women
librartans has not changed appreciably in the decade between 1972 apd 1982,
Wbile library science has long been and remains a typioally female
profession, the American Library Asacciation has been cognizant of Sex
ivequities in employment. To this end, in 1979 the A.L.A. commissionsd a
study of its membership by the Committes on the Status of Wowsd ia
Librarianship, At the time of the study, women made up 75.8 percent of
a.L.A. membership. The authors of the study (Estabrook and Heim 1980)
report that librarianship continues to have a dusl career Structure for men
and women, one that was identified by Bryan in 1952 and &gain by Schiller
in 1978, This dual career structure in librarianship parsllels the
concentration of women in lower-paying, lower-status jobs found ip the
larger labor market. Male librarians are concentrated in the k1 ghern
status scademic libraries, whereas femals librarians predoninats ig public
1ibraries (Van House, Roderer, and Cooper, 1983): Not only are womei mope
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likely to be employed in the lass prestiglous 1:i raries, but within ail
types of library employment women's representation in top level positions
(e.g., manngement categories such as director, department head) is not
commensurate with their numbers in the librarian work force. For esampies
the 1979 A.L.A. membership survey found that 57.8 percent of male
respordents reported being in a management position, whereas only 32.7
percent of female respondents wers in that category (Estabrook and Heinm,
1980, p. 656). The A.L.A. survey also found that male iibrarians are

supervisory responsibilities, all of which are positively correlated with
each other. However, it was found that gender was a significant predictor
of salary even when all other relevant variables are held constant
(Estabrook and Helm, 1980, p. 653).

Of the four typically female professions we have chosen to study, only
social work shows a marked increase in female employments from 58.6 percent
in 1972 to 66.4 percent in 1982 (see Table 2). Moreover; the numbers of
employed female social workers has more than doubled between 1970 and 1980.
This increase has been brought about mostly by an influx of younger women,
which has reduced ths cupresentation of 35- to Si-year-olds among emploged
female social workers (see Table 3). Thus, rather than a transition away
from social work, we are witnessing entry or reentry of women imto the
profession,

Accompanying this recent rise in the relative and absolute numbers of

social workers have been a numbéer of other changes in the practice of
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soclal work, The 198 survey of the National Association of Social Workers

documenta that between 1972 (when a similar survey was conducted) and 1982,
ewploywent in private practice grew while employment in the public sector
declipsd; and mental health overtook other areas of hsalth and medical care
53 toe largest area of practice (NASH Nowd, 1983a): It is anclear whether
the fuflux of young women into social work was spurred by the rise of
private practice opportunmities, especially in providing mental bealth
services, That is, we do not know how the supply of social workers has
besn influenced by the changes in the practice of the profession.

We do have some information on the chabges in the demand for sooial
workers, however. James Billups and Maria Julia compared

practice; responsibilities, and educationel requirements. In terms of Job
titles, the terms "clinical social worker,® "sooial worker;" sud titles
related to teaching social work accounted for over one-haif of ail
Positions advertised in 1980, whereas they accounted for leas than
one~fourth in 1970, and about one=s venth in 1960, Titles such as
"caseworker," "social caseworker," and "group worker® saw a sharp decline
over the 20~year period of the study. Titles such as "medical social
worker, " #psyohiatric sociel worker, " and Msupervisor" seem to occupy a
widdle ground: 4lthough less in use now than they were 20 years ago» such
titles are mors frequently encountered in 1980 than "easeworker® (NASH
ﬂiﬁio 1983b) . Although the aulhor; do not speculate on this point, the

wovement away from specific titles to the more general and generic title of
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"social worker® may sigmal a greater professionalization of the flield which
may account for its greater attractiveness to young women. -

Regarding changes in job desoriptions; Billups and Julia report small
inoreases in two 11nes of work: social work with the elderly and Soctal
work in industry: The recent growth of jobs in thess tio &reds represents
growing opportunities for career transition within the profession. An
inoreasing number of jobs with the elderly fits the demographic trend of an
aglng population, and that trend is likely to stay with us for the
foreseeable future; The growth in industry jobs is based not 56 much of &
demographic trend as on changes in the structure of employee asaistancs
programs. To the extent that corporations associate employee productivity
with employee well-teing, industry-related social work jobs will also

providing imdirect patient services in addition to direct services; A4s

direct service positions can lead to job burn-out among Social workers;
3’ob:s expanded to incorporate both direct and indirect service roles may
sufficiently alter the work load so that the job stress associated with the
profession is decreased and social worker attrition is reduded.

Billups and Julia aise documented a change in the area of educational
requirements. The authors found that job advertisements are tnoreasingly
The changes in educational requirements may signal an inoreased status and

greater professionalization of the field and may be responsible for
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attracting young women.
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In 1980, 9.5 percent of 88.3 million employed workers over 18
changed occupations (Rytina, 1983). 4s Table & below indicates, white
women aged 35-54 are more 1ikely to change Sééﬁﬁiﬁéﬁii fields than are
white men in the same age group. The same is true of Hispanic women
betwesn the ages §§2hila Hispanic women aged 45<54 and black women aged
3554, however, have lower occupationmal transition rates than white women
and Hispauic end black men in the same age cohorts. It is difficult to
explain why white and Hispanic women have higher occupational transition
rates thar black women in the 35- to 54-year-old cohort, It may be that
the wajority of white women and the younger Hispanmlc women are newer
entrants into the labor force who are more likely to change jobs. Past
instances of racial disorimination may also be an inhibiting factor for
lack of job changes of black women. The influx of white women into the
labor force is well documented. There may also have been a recent influx
of Hispanic women dus to the growth of the Hispanic population: Sehgal's
(1984) recent study of occupational mobility and job tenmure in 1983
confirps Rytima's findings. Sehgal found that job tenure for black women

- exceaded that of both white and Hispanlc women in 1983 and explains the
difference as @ function of black women's traditionslly higher rate of
1abor foroe participation. Although her data are not broken down by age
cobortss the length of Job tenure of civilians age 25 and over employed in
both Jenuary 198 and January 1983 can be seen in Table 5 below. In all
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TABLE 4

Percent of Workers Who Changed Occupations, 1977

) White Black Hispanic
Age Men Women Men Women  Men  Women
30 - 44 8.1 10.2 7.3 4,2 6.7 8.1
45 = 54 4.5 5.6 5.7 1.8 5.5 4.2
ALL
Age Men . Women
35 - 44 7.7 8.0
45 = 5% 4.3 4.6

: _ —A—LL- .

Age Men Women
35 - 44 7.2 8.1
45 - 54 4.3 5.4

Sources: BLS, see Occupational Mobility During 1977 - Table 2 (p: 46)
U.S. Department of Labor

BLS, and Job Tenure and Occupational Change, 1981 (p. 5)
Fall 1, U.S. Department of Labor, January 1983

So 'y
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Tabie 5

Occupational Tenure of Workers Employed
in January 1982 and January 1983

Workers Occupational Tenure

- 1 vear or less 2-~4_years ,Sgégggéig 10+ years

White men 8% 20% 2% 50%
27 26 36

[y
[y

White women
Black mén 9 26 23 42
Black women 9 27 27 37
Rispanic men 11 25 27 37

Hispanic women 11 31 30 28

Source: BLS, see Sehgal, Occupational Mobility and Job Tenure in 1983,

U:5. Department of Labor (p. 21).




A

groups, male rates of occupatiobal tenure are higher than that of women in
the category of ten or more years of employment (the catsgory in which men
of the 35-54 cohort would primarily be found) in the same ocoupations.
Among women, black and white women's rates are comparabls and their
occupational tenure rates sxceeds those of Hispanic women.

Sehgal also found that the rate of occupationmal mobility (change in

occupation) among women has accslerated over the past twenty years. She

noted,
In 1966, the occupational mobility rate
was markedly higher for mon than for
vomens By 1978, and continuing to 1983,
the situation was reversed. Over the
1966-83 period; the occupational mobility
rate for women 18 and older und not in
school imcreased from 6.8 to 9.9 percent
¢ s s Over the same period, the rate for

men did not show any definite trend (1984:21).

In additior; as measured in January 1983, the ocoupatiobal mobility
rate for black women was lower than that of both Hispanic and white women
in almost all age groups. Among men, in contrast, Hispadlc men had a
slightly higher occupationsl mobility rate than white men, and black men
had a eoﬁiiaérably lower rate in almost every age group.

Seghal accounts for this historic trend in women's occupational
mobility rates as a funmction of pull factors in the labor market derived
from women's ability to obtain better pay and more appesling work because
of their increased educational attaimment anmd greater ocoupational
opportunities, She argiss that a push factor such as forced change bocause
of & supply/demand fmbalance in certain ocoupations is a less likely

éx'pianéi:ion of women's occupational wobility.
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Of course, as we discussed above in Part Oms; a major reason fof
women's overall high ocoupatiopal mobility rates is thelr caresr transition
in low payiog, low opportunmity jobs which have high mobility rates for both

trends, individual longitudinal data on women's work histories are
necessary for understanding ocoupational mobility in this cohort. Ope of
the best sources of informatioct on women's career transition comes from the
Natioml Longitudimal Surveys. The Matiobal Longitudinal Surveys are
conducted by Ohio State Univeraity’'s Center for Human Resource Research in
conjunation with the U.S. Depattwent of Labor. Thess surveys originally
involved four cohorts: two young coborts (one male; one female); a watiirs
men's cobort, and a mature women's cohort: The mature womsn's ocohort was
based on interviews with a sample of 5,083 women of varying social;

noniustitutiomalized, civilian vomen age 30~ in the continental Uwmited
States Lu 1967 4 short mail survey followed in 1968, 1971, 1672, and
1977¢ By 1977, approximately four-fifths of the original sample remainsd.
The 2,835 white women and 1,072 black women who remained in the sample are

reasomably representative of tbelr age range in the United States in 1977
(Skaw, 1983). These surveys are bighly 1lluminatiig in their heavy
concentration on the work 1ives of their subjects. Information presentad
in this section is derived frow publications related to the surveys (U.S.
Departuent of Labor R & D Monograph #21, entitled Dual Careers, and Lols B.
Shaﬁ'é Dnplanped Caresrs).
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In the Natioml Longitudimal Surveys, the terms Lypical and Atypical
are used instesd of "traditiomal™ or "uontraditional® occupations: In the
wature women's cohort; 79% of all white and 63% of all black women with at
least some college education, who were in the labor force at some point
between 1967 and 1971, bad typical ococupations; The highest typicality
percentage for black women was in the range of 0-11 years of schooling; but
for whites, the highest percentage (the 795 mentioned above) was in the 13
plus years range.

Caresr atypicality in general increassd among the cobort of women who
worked both in 1967 and 1971: 26% were in atypical ocoupations inm 1967,
compared with 34% in i971. On the whole, however, despite low pay, few
work-oriented rewards, and little chance for advancement, the survey
revealed that women are still mostly employed in traditionmally female
occupations,

The National Longitudinal Surveys also provide us with soms
information on why middle-aged women changed jobs, who among them were the
most cccupatioally wobile; and hoy Gobils they were. Regarding Feasons
for changing jobs, the primary incentive was higher wages, s three=fifths
of the 1972 labor force participants expressed a willingness to change jobs
workers; those who made job changes between 1969 and 1971 received, on the
average; higher wages than full-time workers. For example; part=timers who
made a transition within the same company i-ecéﬁaé a 20% increase in pay,
those who made @ voluntary change saw a 26% imcrease, and those who were

involuntary changers received a 14% ipcrease (see Dual Careers Volume IV,

50

®




~47=

p- 175). Amother important incentive was dissatisfaction with ome's
current job. Betwssn 1967 and 1969, members of this cohort who ohanged
Joba fared better than non-movers both in changes in hourly wage and job
satisfaction,

In answer to the question of who is the most mobile, the Natiopal
Longitudinal Surveya found non-domestic ssrvice workers (with a mobility
rate of 34%) and profesaional and technical worksrs (with a rate over 22%)
leading all other categories in occupational transttion. Though
professionel and technical workers have a high mobility rate, the National
Longitudingl Surveys’' results suggest that their transitions are; to a
large degree, within the same role category. In other words, although
professioml acd technlcal workers have a high job mobility rate, their

transition rate to other occupations is fairly low.
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PART THREE: ALTERNATIVE CAREER TRANSITION TYPES AND THEIR CONSEQUENCES

It is suggestod above that women's career transitions offer the
possibility of marrowing the gender gap in wages. To undarstand the full
impcet of transitions on women's career opportunities, it is necessary to
examine the consequences of different ypes of career transition. In thir
section three aspects of carer transitions will bs examined for their
income and occupational status consequences: alternative types of career

and voluntary job leaving.

A. Occupation Only, Emeloyer Oulv, and Both Emplover and Occupat

The conssquences of three types of career transition (occupation only,
employer only, both employer amd occupation) on different groups of women
have been explored by Latack and Shaw (1983) in their analysis of data from
consequances of career change more closely, the authors restricted the
sample to women who had worked at least 26 weeks in five of the eight years
for which information on work activity was available from the surveys.

tnalyzing data on career transition types by age aliows that age has no
appreciable impact on occupational change if the employer remains constant

(occupatton only, the equivalent of an intrafirm transition). On the other
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han4, the two types of interfirm transition (employer only change and

saployer and occupation change) are influenced by age because mature women

data analyzed by race show esseatially similar age-related transition
patterns for black and white women: The only exceptions are that black

wowen aged 35-39 and 39-4% at the time of the firat NLS interview are mors

iikely to have experienced ons or more employer only imterfirm transitions,
and black women aged égiéé are more likely to have made both employer and
occupation transitiona than white women in their age cohort (sse Table 6 ).
years worked have an effect on wages and ococupational status gttained in
the ten year period of the surveys. After controlling for the effect of
these variables, patterns of career transition do not have an effect on
young black women's wages not on their ocoupatiomal status (see Table 7).
Intrafirm transitions (occupation only) lead to improvements in the

occupatiomal status of mature black women and both young and mature white

women. But intrafirc transitions have no significant impact on wages.
Thus; intrafirm occupational wobility appears to be the most sscure way for

all groups except young black women to gain ocoupational prestige.
Interfirm transitions of the employer-only type have no significant effect
on either wages or cocupational status for any group of women. On the
other hand; interfirm trausitions involving both employer and occupational
chenge have an impact on mature women's wages. Black women aged 35-4%
improve their wages by simultaneously chébgihé their employer and

occupation, whereas white women of the same age group experience a loss of




Table 6

Petcencage of Women Who Maae One or YMore
Career Transitions by age; Race,

and 1vpe of iraunsicion

Intrarirn  interfirm Interfirm
(Occupation only) (Emplover only) (Emplover & Occupation)
Age Black whice Black white Black White
20-24 51% 56% 37% 40% 60% 61%
30-39 63 59 3 31 50 49 ‘
35-39 56 56 33 27 50 43
40=44 53 56 36 26 40 42

Source: J. C. Latack and L. B. Shaw. "Routes to higher wages and status: Am
analysis or career mopility among women workers.' Unpublished paper.

Ohio State University, Center for Human resource Researcn, 1983, p. 14.
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Table 7

impact of Career Transition Lypes on

Wages and vccupation Status
of women by Race and Age

Intrafirm Interfirm
(Occupation only) (Emplover only) (Emplover & Occupation)
Wages Status Wages Status Wages sStatus

Biack Women - o o :
20-3% .03 1.02 .00 -.08 -.03 .46
(N = 136)

35-uh o , , N ,
(N = 397) .02 1.73%% .02 -.48 .04 -.14
te Women . o - , -
v 20-36 -.01 1.87x* -.02 .23 -.03 .49
(N = 379)
35%46 : o - -~ o
(N = 882) -.00 .87% ~.00 =.20 ~.37%% .49

Figures reported are unstandardized regression coelficients ootained afrer controlling

for thne etfects of wage at first interview; education, ana number of years workaed.
These coefficients can pe interpretea as percentage increases (or decreases) in the

depanaent variaples (wages ana status) with a umit change in the independent variable.

*p .05
%% p .01

source: Lacack & Snaw (1983), pp. 15, 17.
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income through employer and occupational transitions (see Table 7).

The differential impact of transitions on the wages of wature black
and white women is puzzling. Latack and Shaw speculate that many mature
black women may have started in very low-paying jobs and only by changing
their pay. On the other hand, the negative effect on wages of mature white
women's employer/occupational shifts could be indicative of their

personal characteristics or conditions in local labor markets (1983, P.

16) .
Latack and Shaw further anmalyzed the wage and ocoupatiohal status
consequences of career trausition patterns for four groups of occupations: ‘

professional and wmansgerial, clerical, sales and service, und blua collar.
For women in professional/managerial occupations which 1S the primary
ocoupatiomal focus of our project; different types of career transitions
had oo impact either on wages or ocoupationsl status after controls were

applied for the effects of initial wages, education, and years worked

intervening unemployment. Unfortunately, data on the effects on wages of
unemployment intervening between career transitions are not readily

available for U.S. women beyord the negative findings reported by Latack

Ut
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and Shaw. In the data set analyzed by Latack and Shaw from the National
Longitudioal Surveys, number of weeks unemployed wade bo significant
contribution to wages obtained after career transitions (1983, p. 10).

Theorstical approaches; bowsver; suggest & frultful way of considering
this issur. According to social comparison theorys a person is attracted
to utoomes whose valus exceeds the value of available alternatives. In
other words, a woman who is satisfied with her current job would choose to
leave it if & better offar were available bscauss the available alteruative
1s valued higher than her current job: But she would hot choose to le&ve
ber job for an equivalent or a less attractive offer. Conversely, a woman
who does not 1like her occupation would not leave it until a more attractive
opportunity ceme along.

The implications of sociil comparison theory for predicting outcomes
of career transitions with or without ivterveaing up-ployment are that
people who move from one occupation to another without iatervening
unemployment are being attracted by more favorable outcomes: higher pays
better working conditions, more prestige; more opportumity, eto. Without
intervening unemployment, there is an element of personal choice involved:
the individual is choosing one occupation over another. She already has a
Job; she 1s sim;"y looking for a betts> ome. With unemployment; however,

there may be few, if any, attractive atandards of comparison availsble

offers may not exist. Therefore, other things being equal, we would expect
transitions without intervenming unemployment to lead to better outcomes.

One important factor which can change the equation is whether the
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unemployed woman becomes trained during the period of unemployment in order
-to qualify for a higher paying and/or more prestigious ocoupation. -

programmers and nurses going to medical school to become phyasicians.

C. Consequences of Yoluntary Job Leaviig

For many years, it was assumed that women would voluntarily leave the
labor force when they married or had their first ohild: It is now
recognized that such a labor force withdrawal carries with it severe
economic consequsnces. Appelbaum (1981, p.k0) analyzed two samples from
the NLS Survey of Mature Women: white married women with children who

stopped working 1) for less than three years or 2) for more than three -

years (mean length of absence from labor force was 12 years). She found
that the more discontinuous pattern of labor foroe experience had a
pronounced effect on the status, as measured by the NLS four point scale,
of the job held by women after reentry. She also found that.women Who
origimlly held medium status jobs are unlikely to advance to more
prestigious jobs, Women originally in high status jobs are more likely to
experience a declins in job prestige. Only women in the lowest status jobs
do pot ioss job prestige because of labor force withdrawal:

There is almo a wage gap among women workers attributabie to labor
force withdrawei. Appelbaum reports that during the 1970's; the wages of
reeatry  2n fell in comparison with wages paid to women with continuous
work histories. She found that in 1972, the wages of women who had been

cut of the labor force for “iree or more years equaled 90% of the wages "




earnad by womep with mors continuous work histories: By 1976, the wage
ratic fell to 84%, suggesting an increasing wage differential in reentry
women's wages (Appelbaum, 1981, p. 49). Shaw (1983) confirms this trend.
Sbe analyzed the NLS data using the Mature Women's Cobort sample ana found
that the wages of reentry women fell betwsen 1970 and 1977; a time when
there was no general decline in wages in the econocmy. Sbaw reports in
addition that ags differences cannot explain this wage deciine because
older reentry womsn did not receive lower wages than younger women.

Job leaving for childrearing is the moat prominent domestio reason for
vomen's withdrawal from the paid labor force but it is not the only one.
Mary wowsn leave their jobs to mcoompany their transrerred husbands.
Job-leaving to accompany a spouse is voluntary unemplogment because these
women are choosing to leave their current jobs but are not out of the labor
market: They are unemployed and looking for work in the new iocation. The
wage and occupational status consequences of unempluyment due to
accompanying one’s spouse have not besn the focus of any large acale
studies. We koow from anecdotal evidence, however (sée for example, Fieids
& Eckuts 1983); that many women report difficulty in finding work
comparable to the job left in the old location, This problem has induced
sone corporations to offer spouse employmsnt zssistance programs as part of

their relocation benefits (see Erkut & Fields, 1984; Johnson, 1984). 4s

for career development of being the accompanying spouse in family
relocetion will require greater scientific scrutiny.

These career transition types and consequences are particularly
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promi:* within the work histories of the 35-54 contemporary cobort. A&s
we an: . ‘s future trends in the female labor force in the pext section and
examirs exemplary programs that facilitate career transition it is

impo:r '.snt to note the changing structure of the female iab’éé‘ force and the
greater receptivensas to female workers. Given current trends, future
cohorts of middle age women may be leas vulnerable to the pumitive

consequences of interrupted work histories.




PART FOUR: FUTURE TRENDS IN THE FEMALE LABOR FORCE

By 1995, tha size of the labor force ia expected to include 137.%
willion workers--38 million more than weres projected for the 1982-1995
variod by the BLS in 1980 (Fullerton and Tsohettar, 1983). These Bureau of
Labor statistics projections of labor fofce particlipation assume that two
brocesses already tranaforming the composition of the labor foros will
contimue. fp the firat, the aging of the labor forcs, reflecting the
ocoupational maturation of the baby booa generation, will be prononnced:
Betuween 1982 and 1995, there will therefors be & dramatic shift in the age
structure of the labor force with the primary working-age group (25-54)
imreasing from 64% in 1982 to 73% in 1995 (Fullerton and Tschetter; 1983).
The aglng of the labor force should eohance the labor force participation
of womsn in the 35-54 age group. As the proportion of people between 16
and 24 decreases, there will be fewsr first time entramts into the labor

force, thus lessening competition for entry level positions:. In the second

about two-thirds of labor force growth in the 1980s and 1990s (Fullerton

Thus, wosen in midiife are expected to become a predominant segment
of the labor force during the coming decade. Women between the ages of 20
and 54, which encompass the age cohort targeted in the technical report,
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will be a prime source of labor force growth. The increased number of

women participating in the labor force can best be explained by the growth

increased role of women's earnings as a major portion of the family's
income.

Growth of an ocoupation 18 closely related to the growth rates of
irdustries in which the occupation is located. The Bureau of Labor
Statistics expects that employment professional specialties in white collar
ocoupations will expand faster than total eaployment (1982b, ps 35). This
trend 18 of key importancs to women who are concentrated in the

employment in 1990 range from 60.7 willion to 64.7 million from a base of
48.6 willion in 1978 (1982b, p. 35).

A key component within the professional specialties category is the
service-producing industries. More than two-thirds of United States!
workers are employed in the following service industriss: tramsportatiop,
wholesale and retail trade, services, and goveroment: Service workers will
contimie to be the fastest growlng segment of the econmomy. It 1s projected
that service-producing industries will employ an even greater proportion of
the work force during the 1980's (1982b, p. 8).

Projections for the period between 1982 and 1995 suggest that nmearly




. =YY=

' 75 parcent of all new jobs will come from service-producing industries.

Within this areas a variety of flelds is expscted to witbess Substamtial

increases in employment. For imstance, business services which include

consultants; personnsl services; public relations, security systems, and
computer and data processing services will see employment double to 6.2
million by 1995; the "miscallameous® service category which includes
wedical care, business services, recreation, and hotels will provide one of
every thres new Jobs by 1995. In fact, these services will represent 25
percent (31 million) of all new jobs gensrated in the next dscads
(Personick, 1983). Professionmal services which inolude engineers, lawyerss
accountants, and architects will add 850,000 new jobs; while haalth cars
will eaploy 3 million new persons by 1995, or 12 percent of all new jobs
generated during the decade (Persomlcks 1983):

As ecomomic conditions changes certain categories of oooupational
skills will be requited to meet expanded demand and to replace workers as
the need for professional and technical workers, managers; and
aduinistrators greatly increases. Over tha past twenty years, the
professiorel and technical group has been ome of the fastest growing
occupational categories. Between 1966 and 1978, snvloyment in this group
imcreassd almost twice as fast as it did inm all occupations. By 1990,
employment here 18 projected to continue to rise faster than in all
occupations, but at a slower rate than previously. It is projected that
there will be eight million new job openings for persons in this ocategory
(ELS, 1980, p.8). Recent projections to 1995 further emphasize that there

will be broad changes in the occupational structure favoring more
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highly-educated workers. Silvestri, et al (1983) estimate that employment
for professional and technical workers will increase faster than total
employment and will account for a greater proportion of total employment
over the 198-~1995 period.

Despite this anticipated incvrease in professional and technical jobss
there will be major differences awong spscific fields. Employment im most
medical and health occupations is projected to expand very rapidly (e.g..
there will be an estimated 610,000 job opemings for geriatric social
workers by 1990) (Rubinm» 1984; p. 59). Continued population growth, the
grazing of the American -population and expansion of health care insurance
coverage are expected to imcrease the demand for health care workers.
Silvestri, et &l (1983:45) project an sdditional 642,000 jobs for
registered nurses and a 49% increase in the number of reglstered nurses
between 1982 and 1995, Growth in the teaching occupations is not expected
to occur as uniformly. Employment of secondary, college, and university
teac.~rs is expectad to decrease us an indirect result of the deciine in

birt: chat oceurred in the 1960'a and 1970's (BLS, 1982b). The increase

i? the -mEder of children bornm since 1976 is expected to affect demand for

other ' s1: of & achers significantly. During 1982-95, employment of
prescboo’ - xoiers 18 projected to increase by more than 40 percent.
Demand ©o- kit'srgercen and elementary school teachers will also inorease
snbstantialiy. The domand for secondary school teachers, however, is not
expscted to i ease untll after 1990; hetween 1982-1990, the number of
secondary school teachers is expected to decline (Silvestri, 1983, p: 46):

Tt® need for personnel in aduinistrative and managerial capacities is

f
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expactad to contimie to Arow substantially. It is estimated that betwesn
1980 and 1990 this group will grow from 9.4 million to betwesn 10.6 and
11.3 wlllion or by 13 to 21 peroent (RS, 1982b; p. 8). This growth plus
the oeed to replace exlating perscuael will oreate wors than 7 million job
openings by 1990: The demand for salaried managers will continue to grow
88 corporations increaaingly rely on trained managsment apecialists. Ip-
addition, some researchers have polnted out that the usual pool of taient

for wanagerial positions may be decreasing (Brown, 1981, p.19). A4 deciine
in tae mumber of qualified male candidates for these positions wiil result
in corporations rscruiting from relatively unutilized sources of managerial
talent, the largest of which is the female population.

At present, woten are starting to make inmroads into the high
technology eress, especially computer technology. Between 1982 and 1955,
employwent in high techoology industriss is expected to increase fastsr
then total employment. Given the relative small sizs of these industiies
to dats; however, their contribution to total job growth will be small
(Persond.ck, iéé%:é?ie Within the high-tech industriss; computer and data
procesaing sarvices and research and development laboratories are expected
o exhibit the Lighest annusl rates of increase at 5.2% and 3.9%
respectively (Persunick, 1983, pps 31-32): According to a 1982 survey
women couprise 25 tsrcent of the progremmers, systems snalysts and systems
engineers. Thexe vsoupations are considered first level for comput er
speci.iists. Womet represent 20 percent of the project managers who
gerer iy supervise & rwall group of professionals. These women earn from

$28,000 - 350,000 per y:ar. At the top of the hierarchy, women represent
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only 15 percent of ths MIS/DP (Management Information Service/Data
Processing) programming managers., Compensation generally ranges from
$30,000 to 380,000 (Martin, 1983, p. 103).

What functions within the computer industry of fer aignificant
opportunities for women? The Bureau of Labor Statistios predicts growth in
all computer jobs; except keypunching, the job held % the majority of women
working in the computer industry. The key areas for future growth are in
the fields of systems deaign; data network communicaticns, computer

engineering; marketing; and management (Zimmerman, 1982, p.233). 4notber

major growth area for women i. seasing will be software
appiications; development, exd i yuspert includibg management
information syatems, databc = . i . .eution, office satcasion, and -

telecommunications (Martin, 1983, 3. 10:).

It must be moted that many employment 6pboi‘tuﬁi£iéa' in science and
enginsering will depend upon the decisions of the federal govermment:
Congressioml: decizions about funding emvirommental, energy, defeiise; and
health care programs will affect the demand for scientists and englneers.
As ope writer has noted:

It is important to remember when examining
projections of supply and demand that there
is o differesnce between demand and need. The

difference is money. No matter how many

scientists and engineers may be needed to

accomplish some nationsl objective, none can

be hired until money is available for their

service (Vetter, 1984, p. 73).
The implications of these future trends for the 35-54 age cohort

suggest that there yill be many expanded opportumlties for career .

transitions by professional women. Many of these will be for individual
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women making career transitious to improve their ocoupational status and/or
earning potentisl: Others will result from the wholesale movement of both
women and men from occupations rendersd obsclete by technological
innovations, sconomic chiinges and demogrephic tremds; Therefors, career
transitions will bacome inoressingly characterisito of mature women's Work

histories.
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PART FIVE: SURVEY OF PROGRAMS PROMOTING CAREER TRANSITIONS FOR WOMEN

The purpose of this phase of the research was to obtain desoriptive
case data on career transition from individuals who have directad
activities and programs that have promoted career transitions of women in
the professions and to identify thosSe successful elements of careser
transition for college-educated women 34-54 years old. Programs were also
selectsd for study because they exemplified alternative atrategies for
promoting women's carser transitions which might be fruitfuliy examined in
futurs studies by analysis of actual participant outcomes; Follow-up =

information about program graduates is needed across the board by all of

the programs visited. Longitudinal data are needud to determins the length
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within organizations and corporations, thelr attrition and success rates,
and if any entreprensurial spin-off career ventutes of .he self~employed
have resulted in a new generation of female axscutives enjoying
commensurate salaries.

Career development programs and services that have been offered in
the United States inolude community-based education programs;
TWCA-sporzored courses, continuing education of ferings in two- and
four-year colleges and at universities leading to a certificate and/or

programs at both independent and college- and university-affiiiated women's é
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centers. An increasing numbsr of noBprofit agenciss are offering career
developuent assistance as are for-profit business snd corporations which
provide services to facilitate career transition for women. Furtherdore,
there sre also in-house carser traiaing and development opportunities
offered by institutions and corporations to women with 1ittle or mo
training in buciness managemsct; sales or marketing: With the increasad
efforts over the past 10-15 years to improve the status of womén 1n the
workplace, interest in and strategles for career advancement have both beed
accelerated. More and more women are seeking out the service of
caraer~transition programs to benefit from the increased receptiveness to
women's ewployment.

Becauss of the vast prolifefation of programs to assist women in
careet change, the total number of programs and the tots® number of Wwome,:
is there a d! it way to estimate how many collage-educated women ia the
35-54 cohort sought assistance for caresr change; recei.cd it, apd then
succeasfully embarked on a new career in amy given year. U.S. Department
of Labor Bureau of Labor Statistics information on 6écupai:iénai transitions
and job changes imdicates whers women have moved up the job ladder to
supetvisory or wmanagerial positions or to a job requiring more skill
(kytips, 1983; Sehgal, 1984), but that information is generally at the
segregsts loval. (Sex data on 1980 oensus For Occupational Mobility.)

While virs’:s; egrees of demographic data, progress reports, and
slient follow-up iaformation are compiled by collegess; universities, and

otlar career durelcpment programs, a systematic procedure to determine the
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elements of successful career transition in the cohort of this study based
on participant outcomes is not readily available; For the purposes of this
report, we sought to identify the elements of success in & sslected set of
progrems that provide career developuwent services for college-educated
women by interviewing the directors and other program officials to learn

from them what contributes to the success ¢~ women making a career
transition. These progrems were sslected because they represent
established efforts, all with seven or more years of experisnce in
providing career development services for women: Twelve programs were
investigated and nine were visited: They are: Adeiphi Programs for
Manugement for Women, Catalyst, CHART; Continuum; Ellen Morse Tishmen

Memorial Seminars, Options Resource and Career Center; Resource: Careers, -

Resource Center for Women, Women's Educational and Industrial Union, Ada
Comstook Scholars Program, Post-Baccalaureate Program, and Pre-Medical and
Allied Health Flelds. The programs are a mix of degree and certificate
granting instituitons, monprofit and for-profit entreprenesurial programs.
The entrepreneurial programs have largely been developed by women for women
and compete with high-powered nationmal career counseling chains such as
Bernard Haldane Asscociates (Horking Womems Julys; 1982). Increasingly; the
progrems studied in this report are finding that as much as 10 percent of
thelr client base 1s comprised of male appiicants.

Visits to the nine programs; Adelphi Programs for Management fof
Women, Catalyst, CHART, Continuum, Ellen Morse Tishman Memorisl Seminars,
Opticns Resource and Career Center, Resource: Carsers, Resource Center for

Women, aod Women's Educationsl and Industrial Union, were scheduled after 0

70




-67-

introductory calls and lstters were exchanged with the directors or acting

officials of the zareer-transition programs. Iuterview meetings with the
official representatives of the program lasted the better pert of a days
personnsl and staff provided additional inforwation and material. This

_ Phase of the visit often included & tour of the programs' facilities as
well 25 an opportunity to view materials, 1ibrary collections and Sther
media used for course offerings. Classroom and seminar sessions on
deveioping marketabls job skills were also observed as well a8 Aroup
ccunseling and presentaticns by speaksr: bringlng first-hand information
akout thelr employment cuoarierce: as public palations ¢~psultants, systems
vc the wvomen in the career transition progran.

Most of the zsieer development programs visited appear to he
eddressing their program activities to women moving away from homemaking or
trom jobs in humaf services and govermment toward positions with wider
ranges from $25 for ome career counseling session at the Women's
Educatiomal and Industrial Umion to 33000 or move fob tuition at the

certificate/degree programs such as Adelphi University and Goucher College.

The progrems maintain some demographic dats on the women that come
to them seeking assistance to change careers. Single vomen who change
careers comprise about one-fifth of the transitioiwurs, and diverced,

separated, and widowed women approximately one~third. The profile of the
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her position in 1984 was a white middle-class woman, 37 years old with a
bachelor's degree and work experience in the most traditional fields for
women, living in or near a large city; married with ckildren between the
ages of six and eighteen. One exception is the CHART/Sabathanl program at
the Sabathani Community Center in a south Minneapolis neighborhood. That
program provides career planning and Job search assistance for women with
diverse, ethnic, and educational backgrounds;

Additionally, a growing number of career transitioners are the
"trailing” upouse in a dual career marr..zs in which one partner has been
recruited for employment, requiring the family's relocation to a new
eomunii:i.

Vhile most of the programs had a few minoritiss, mainly black Q;
women, their mumberz were very small. The Resource Center for Women in
Palo Alto, California has an inoreasing number of Hispanlc and Asidn
fmerican women seeking carer~-transition assistance: The exact Humbers on
mivority participation are not always readily available because not all of
the programs maintained profile information every year by race. Whereas
most progrems cater to middle-class women, the CHART/Sabathand and Ada
Comstock progrem at Smith College provide services to & more diverse income
group. The A&da Comstock program, through the help of & special grant; has
enabled woumen on Afd to Families with Dependent éhiidren to isé’enef:‘:lt freca
this program.

Follow-up data on progrem participants were also not easy to

obtain. Some programs maintain good rollow-up data, orgarized by education
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completed and former occupation, plus information about the new career. In
otber cases, the programs' data collection emphasis was more directed to
program maintenance, field internships, and couraes taken, with less
emphasis on monitoring post-program employment. Monitoring career
placement was seen as extremely time-consuming, and the energles of staff
wers more directed to the programmatic aspects of the sgencies and .
servioing the new students. Follow-up information of individuals with new
career positions were often shared and anecdotal records were readily
available. Becauss of the lack of resources, the colisction of systematic
follow-up 'aaea for planmng and development purposes was seen as a najor
and expensive task.

Three programs—ths Ada Comstock Scholars Programs, the
Post~Baccalaureate Program in the Pre-Medical and Ailied Health Flelds nt
Bryn Mawr College, and the Gouchér College Women's Management Developmen'.
Program—were also investigated but not visited. They are included in this
report becauss of their umique institutional commitment to assist women in
making very marked and successful career changes, given their ages,
ficancial resources amd previous educational expsriences:

Two of the programs, Smith College's Ada Constock Program ard the
Goucher College Women's Management Development Program, are especially
distinctive because they encourage and provide for a wide range of
students. In both programs, a qua.cter or more of the students are over
forty years of age: In 1985; ten percent of the women in the Spith program
were over fifty years old. Like many continuing educatioa progrems at

colleges and universities in the Umited States, wowen with children,
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married, divorced, separated, and widowed who interrupted their college

education in years past returned to complete their degree. The uniqueness :

of the Smith Program im that it has enabled weifare recipients, by way of a
special grants program, to eart a degree, reduce unemployment, enrich and
change their prospects for careers. The third model program discussed is
the Bryn Mawr College post-baccalaursate premedical program: This program
enables capable, mature women (and men) who have pursued nonscience careers
to make successful transitions into medicine and allied health fieics
through courses and collaboration with medical schools participating with
Bryn Mawr in this program.

The following is descriptive case mz%erisl for each progranm.
A. sringi 27 17 ‘7 17 27 i ' Qg’ ' m 777&’

Adelphi Programs in Managesent for Women
School of Business Administration
Adelphi University
Garden City, Long Ialand’
New York, NY 11530

Many working and honﬁoiking women with undergraduate degrees in
education and sociclogy do ot seek administrative positions in finance,
and production, because they lack professional training in management. The
award winalig (2) Certificat. Program in Management for Women, established

by the Schroi of Business Administration at Adelphi University, answers the
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career demunds of tvaditionally educatad college women. Thls program is
desigred to aid recent college graduates who are entering the labor force
for the first time or women returning to the iabor force aftar time at
bome, as well as those who seek to upgrade skills for sdvancement in their
career.

Curreuntly, accessible opportunities in management now developing for
women have created a veed to train qualified women for administrative and
executive positions. The Adelphi Caertificate program combines basic
courses of the Marter of Business Administration with a field experience
option: First< hand experience provided by on-the-sits job traiaming of fors
enviromment while mcquiring work experience. The twenty-four graduate
credits earned in the Certificate Program are tranaferable to the Master of
Business Administration degree of Adelphi Umiversity's School of Business
Aduinistration; upon the woman's acceptance into that program.

. The program in managewent for women celebrated its tenth annmiversary
at the end of the 1984 spring semester. Alumnae have eptered a wide range
of fields in business —~ banking. sales, marketing. ?inance, development,
hugan resources, accounting, etc. In 193%, a total of 98 women
participated in the Certificate Program in Management for women. & third
bealth, and scoial work. Since 1961, there has been a consistent pattern
of 32 ~ 39% of the students in the 40 tv over 50 age rabge. Graduates have
reported that & very large part of the Women's Program's success is
attributed to several important aspects of the progrem, the most important
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being the field internship provided by major eoi‘pt,raiioné. ddditiomally,
the availability of a math review course, and tutoring for math and
economic courses were viewed as keys to success by mady women in the
program. & highly-praised series of non-credit seminars regularly featured

opportunities in their fields, as well as conditions women face in the

business world.

Cetalyst
14 East 60th Street
New York, NY 10022
Catalyst, a nonprofit orgamization holds a leadership position in

identifying and meeting the needs associated with career advancement of
women. Simce 1962, Catalyst has prowoted the full partiocipation of women in
business and the professions. By serving as ar informational resource;
Catalyst has helped change the attitudss and practices of the corporate
community to facilitate the advancement of women. Through numerous
programs Catalyst helps women to recognize hurdies and find successful
means for career advancement, thus enabling compantes to benefit from a
growing reserve of talentsd women for the work force.

Catalyst serves a wide variety of women that includes high school
students and undergraduates, recent graduates as well as professional and
reentry women. These constituencies and otlers interested in makinmg career

on career options. Additionally, women have benefited from the Catalyst ‘
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Umward Mobility Progrem, work with corporations that has resulted in better
identification and resolution of probiems and sssimilation of woien into
the corporate culturs. Catalyst publications serve as a major resourcé for
other organizations providing career information for women. The Catalyst

200 independent, campus, nonprofit, and private orgamizations provides
services inclucing oareer counseling, job placement; and referral Sourdss.

Each of thess cesters, in tuth, works with thousands of women reentering

the workforce or seeking career change or advancement.

CHART
Wosley Temple Building #5900

123 East Grant Street

Mioneapolis, MN 55403

CHART is a nonprofit corporation that provides personal growth,
career developwent and employuent Services to women in a supportive
professiorsl and informatiot-intensive enviroment.

CHART offers a variety of programs and services that recognize the
unique set of circumstances surrounding women's careers. They imclude
programs ranglng from a twosday psrsonal growth workshop which helps women
develop coufidence; clarify vilues and set goals to longer 6-12 week job
search worksbops which help women conduct a proactive job search by

training them in gathering informotion, interviewing and negotiation for
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employment. Founded in 1976, CHART has served almost 8,000 women. CHART
serves a broad population of women with a veriety of work experiences. One
unigus CHART program is CHART/Sabathani, an outreach program begun in 1980
providing career planning and job search assistance. It has served over
1700 women with diverse ethnic and educationsl backgrounds, 1iving in the
metropolitan area in need of subsidized or free Services.

The CHART CAREERS program is one that has assisted college-educated

150 women have been served through the CHART CAREERS program. This 12 week
program was designed to provide ccllege-educated women with an orientation
to the realities of a career in business. Strategles that were most
helpful in assisting the participants théough the career transition process
series. Job information, informational interview contacts, resume
preparation, and individual career counseling also have contributed to the
success of the program.

CHART also provides co.porations with dual-career relocation
assist. ce. This service is available to individuals, as well as entire
relocating divisions of corporations, A prospective or transferring
employee who is in a dual career iiéiéi:i’o’néhip’ often has a partner that
faces crucial career deciéiona. CHART's spouse assistance program provides
Job search and career planning for the rscently relocated professional

accompanying the transferred employee.
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Conz1 nvu
785 Centre Streac

Sinde 1978, Coutinuums; n licensed nonprofit; private school PoF
adults, has tesn serving women sseking career change and advencement: The
Continuum progrim is based on supervised internships, career development
counseling, and wanagement development workshops. Coutinuim students
participate in two nine-week internships, some of which result in salaried
job offers. More than 500 buainess; industrisl, government; and nonprofit

organizations make up the 1ist of sites where supervised interns gain

poaitions,

Through counseling, students develop realistic carser goals and
enhanced self-confidenss, Peer iateractions amd support are fostered by
group meetings whers naw work experiences and concerns are shared. Weekly
support groups provide a peer setting, whers students discuss and shape
concerns about work, learn from one another's experisnces, and develop new
professional patterns. A4 variety of workshops and seminars are also
offered to assess vocatfonal skills as well as develop new ones; some of
these are communication effectiveucas, 65&&&5&&6!1&1: structure and
function analysis, firanoial anslysis: and computer skills.

In 1984, forty-seven women were emrolled in the Continuum Progra.
Ninsty percent were women between the ages of 35-54, and 76% were women
vith baccalaureate degrees. They included reentry womenm, career changers,
and recent college graduates. Because of the Continuum training and its
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well-established internship opportunitles, former +: ihers, nurses, social
workers, and librarians have made (areer tranzi:ocs to become marketing
executives, medical equipment salespeople, public relations specialists,
and software designers, respectively. Continuum has aided former
volunteers, salas clerks and sscretaries in job transition that resulted in
Dew careers as personnel managers, corporate salespeople, and
administrators.

The job placement rate for alumnae within four months of
graduation ranges from 60 to 90%. & revolving leéan fund is supported by
contributions and provides financial aid for atout a queirter of each olass.,

The loan fund enjoys a zero default rate.

The Ellen Mor-e Tishman Memorial Seminars

Hunter College

Roosevelt House

k9 East 65th Streat

New York, NY

" The Elien Morse Tishman Seminars began in 1974 and are offersd under
the auspices of Hunter College of the City Umiversity of New York
Counseling and Placement Office. Ten weekly sessions durinog the fall and
spring ssmesters are of fored annually. The Tishman Seminars are advertised
in the New York Times for the college-educated woman with family
responsibilities who is considering entering or reentering the job market.
A fee is charged for the semimars. The seminars focus on helping each

participant examine the possibilities of change in her life whether through
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a contimed full-time commitment to family responsibilities, volunteer
work; graduate study, or paid employment. Simce 1974, approxdmately 200
wouen have completed the seminars, The seminar group size bas ranged from
12-15 participants each semsster: By sxploring options; improving
self-image; and examining job market realities through panel discussions
with working women; Tishman Seminar participants ars given the opportunity
to evaluate ways of irtegrating career, family life, education, and other
areas of interest,

The Seminars are structured in such & way as to foster a supportive

envirooment:. The rirst half of each seasion consists of a pansl of role
public relations, advertising, communications, and financial management
i réétuii;rié women who Bave wade a successful career transition. During tuse
ten-week period the Tishman seminar participants meet and personally visit
With 36-40 wouen that have "made 1t® professomally. Many of the role
model presenters have made the trausition from homemaker to career woman
and cah provide first hand information on how it was achieved. Personsal
vignettes detailing how the role models succeeded professionslly dealing
with family adjustments, child care issues; graduate school and business
training, divorce and even death of & partner or spouse are shared.
During the remaindar of sach seminar session participants are involved in a
group counssling process of aea.f-assessment of akﬂ;la. values; amd
interests, conridenoe-building. and practice in job seeking =kills
including constructing a marvetable resume, developing interview

techniques; learning about salary information, and maintaining a useful
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network of colleagues and assoclates. Imdividual career sérv:.ces a~e also
avellable to the participants.

Tn a 198 follow-up study of Tishman Seminar participants, the age
range of the respondents was 30-5§ years with a mean age of 41.:3.
Typically, the participant was a woman with family responsibilities,
college-educated and cousidering returning to work; however, 1o recent
years the progrem hes expanded to imclude about 10§ of women without a
college degree and women who are underemployed and unemployed (i.e. laid=
off teackers and those changing career fields and starting over). The 1982
study indicated that 673 of the alumnae were emploged.

The factors for success reported by participants inolads identifying

skills, clarifying decisions, goal identification, bolstered confidence and

improved sslf-image, skill in resume writing, exposurs to caresrs and

helpful career resources, and & supportive network of associates.

Options ~ource and Carser Center

1200 Blalock, #109B

Options Resource Center was launched in 1978 to belp individuals
change careers. The early years at Gptions found a great deal of attention
devoted to assisting women develop job search skills. In 1980, Options
Career Center opened as & career development service for women reentering
the work force or ’chahéiﬁé careers. '
Successful strategles that have assisted 1ndividuals enhance or
initiate career changes include a variety of small group sessionms that ‘
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encourage students to assess their own skills and abilities: From their
assessments; winning resumes are developed fof focused job market research.
Convinoing interview techniques using video taping ond playback are then
designed for confidesce-building in the career search. Seminar series on
related toplcs Lnclude assertivensss-training, image-building;
coumcuications==verbal and non~verbal, stress mahagement, work relations,
decisfon-making and nsgotizting.

Options provides spouse assistance service to the "trailing" spouse
of newly recruited or transferred professional in corporations:
hdditionslly, career management, outplacement, and professional development
services are available to oorporations. Businesses and corporations also
benefit from the resource referral services offered by Opiions that assist
ramilies with child care resources; aloohol apd drug abuse counselors, and
psychotherapists; 4 resume bank is available and open to employers which
facilitates job-referral for qualified candidates.

Options' great strength has been reported as "bridgilng the gap of
changs" to help inmdividuals bulld self=corfidence and Set personal and
professional goals while learning techniques for career transition. This
is schieved through grouf support and cooperations shared 1nformations
self-laprovement, and continusd membership in the mever-growing” Options
family which maintains a support system and also 13 the cofe for &
continuing active career nmetwork. It is not unusual for an Options
"graduste® to be gueat speaker to a new olass of students.

In 1984, 300 women were served by Options and sighty percent of the
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the 1984 Options participants were reentering the labor forge and 80-90%
of this group were women that were divorced; separated, or facing other

ma or orsonal adjustments necessitating full-=tims work.

Resoutcé: Careers
1258 Euclid Avenue
Cleveland, OH 4115
Sime 1974, Resource: Careers has been providing career development

and referral services (o professional women in the Northeastern Ohio area.

A nonprofit organization originally funded by the Cleveland roundatior, it
1s currently 7inanced by client and corporate membership fees: By
rroviding a mumber of caresr support services; Resourcs: Careers enables
Professiomal women to maximize their potential in securing positions that
recognize their education and training, experience, and compstenciss. A&
major contributing factor to the leadership position Resourcr: Carsers
maintains may be attributed to the results of & twosyear - it to study the
chenglng work force and emergence of dusl career fanilies, ewarded in 1982
by the Cleveland Foundation. The grant emabled Resource: Careers o survey
156 corporate organizations (menufactiring; ssrvics; health care; utilities,
and other) and 392 couples ir the Vorfheastern Obio reglon. The results of
this study provide clear and rialistic information about the employment
market s well as data on famiiy issues for women seeking information &boiit
carear transition. Additionally, the data wili asalst corporations s they
continue to address topics such as child care, time and stress management,

and maternity/paternity leave that impact on corporate business policies
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for rectuiting, relocation, anc e.jployee banefits.

Resource:Careers offers a formalized Spouse Enmpl( ‘ment Assistance

preparation, referrals to companles; contacts apd job 1istings: This
service to ocrporations racilitate.. the movemont and recruitment of new or
transtsrred omployoss as well as promoting employee relations:

Career aii rotpiacement counseling is offered to thoss employees of
corporrtions. Workshops and seminara in response to corporate needs

related tu duai ~areer and family issues, i.e., dbanging work foron,

relocation, child care options and flextime, are also available.

In 1984, approximately 350 individuals ssught career development
and referral sorvices, Ten percent wers men and it is expected that their
mumber will increase. Fifty-four percent of the total slients ware over 35

years of ags. Three-quarte=s of ail indivii'eals served hod college degrees

a7d twenty-four percent were former teachers, Strategies rexcgnized as

= i succesaful for facilitating transitior were reality counseiings
enatling iadividuals to become more knowledgrible about one's Self:
devaloping self marketing skills (resume Wriiisg and interviewing SKilis),

and properly asssszing the kinds of career cnange that are possible.

Resource Center For Women
445 Sherman Avenue

Palo Alto;, CA 94306
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Employment end career counseling, workshops, and LLbrary reSources are
the core components cof the Resource Center for Women, a nonprofit career
planning and employuant center serving the Bay Area sincs 1973.

Sixty-six percent of the 1200 monthly users of the Center have
college degrees aad thirty=fou™ psrcent are women in the 36 to 5i age
cohort: Seventy-five percent of that group have had work experience in
occupations traditionally held by women including socisl work and teaching
in elementary and secondary schools: An inoreasing number of clisnts ape
women employed in the high tach inmdustry sesking assistance and information
for career advancement.

The employment vesources offersd ¢* the Center ars: resume writing
and interviewing seminarz; job 1istings w~<ivh imclids several thousand ——
Jobs, entry level to professioral categ - e ich zonth by ocoupation; ’
employers' forum which consists of preseucations by personnal
representatives about their compemles' eaployment opportuidtiss aid
orgenizutionsl structures; and s career information serles, consisting of
panelists fousing on different career fields. Vidsotaping of the pasels
allows ciients to view, iﬁ&i?iduéiiy;r particilar career lnterests.
baéksﬁaiss and courses frequently offered include Self Assessmcht For Career
Planning, Career Paths in High Technology; Careers in Personnel and
Marketing, Assertiveress Traluing for Womer: Developing Ciear Writing
Skills and Winnirg the Money Geme. Library resources maintain up-to-date
employment information and econwmic conditions for the mine-county San
Francisco Bay Area.

Clients rank the persobalized support and self=cotfidencs they gain .
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from the Resource Center for Wotwen staff as contributing to their career
Success. Providing reassurance along with a realistic outlook on the job
sarket are also oreditad as major streugths of the Center: & colle-~tion o
videotapes of the Resource Center for Wotien's Success Stories created by
individuals and panels of women further attests to the positive assistance
the Resource Cente~ for Women has provided. These tapes serve as Fole
model and background information for mew . - . .

Wowon's Educa .omal and Industrial Umion

356 Boyilston Strast
Boston, MA 02116

Q!
1
)
g
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Founded in 1877; the Nomen's Educationsl and Industrial Unod
bas been to assist women in solving their problems and soriching their
lives; Within the first year of the Unton's organizativu, a
department—the Business Agency=<was developsd th.+ served &8 & Job
clearinghouse and employment bureau for womeo it search of work. Currently

those services and other career developuent prograiis are offéred by che

Cereer Services department: Additional WETU services include shops, social
sarvicess Lomemaker services; a free career 1ibrary, and Feferral services
for employwent-related imuiries.

In 1984, more tham 12.000 people .e Resource Room LibRary, &
walk-in career library: The Career Services department provided mors than
1200 people, of which approximately Z percent were male clients, carser
counseling ~nd placement services on a fee~for=service basis. Fifty-five

to sixty percent of the Career Services users were between ages 35 and 54




S

years; and about 70 percent ~ .em were college graduates:

In additicn to the counseling and placement services, a structured
series of programs and workshops are conducted by the Urion to help job
hunters and career changers write resumes and develop i&éarvieiing skills,
Ons program, "Bridging: A Wcrkshop for Career and job Changers, " is
presented to help job and caresr changers identify new areas of opportunlty
which are appropriate to their skills, interests, and job priorities,
enabling orsative sud realistic tramsitions:. Other workshops include
toplcs such as "How to Organize a Job Search;" and "Management Skills for
Womet; ® an elrit=hour course which provides rrastical training for new of
aspiring man: ;ses. The topics include delegation; megotiation, conflict

management, coumunication, mansging your boss and career development. The

€. | ' and decision-making procrsres: Popular careers in real egtate,

univers.ty settiungs, and publishing hive bees examined from the perepective

developuent. Many business and organizations utilize the job referral
services of WEIU as well as their other resources that provide information

and assistance to enrich the lives of wcaen.

Aca Comstock Scholars Program
Swith College

Northampton, MA
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“ba Ada Comstock Scholars Program 1s designed to enable women who
interrupted college or never went to collegs to earn a degrees develop a
career, and in some cases reducs unemployment and leave welfare rolls.

In 1984, there were 150 Ada Comstook scholars who ranged in age from
tWo younger than twenty-five to elght women older than fifty. Th& "Ada's,"
as they cre referred to; are academically capsble, highly wotivated, and
successful students at this prestiglous and academically rigorous women's
colisge. Twenty percent of all Comstock scholar graduates, sincs the
program began in 1975, have earned Phi Beta Kappa and thirty-four percent
have besn awarded honors: What is even more umque and spe-ici about the
program 15 that “Ada's® 5355686656& a wide diversity of backgrounds,
Lnoluding a teacher's assistant; a former rurss going to collage aftar
years away from studyiag; and womeu who qualify for AFDC. Thess students
reccive the benefit of a special six year grant made to Smith ia 1979 Proa

the Stewart Moit Foundation of Flint; Michigan for the education of women

on welfare. Age differsnces Sstusen "ada's;® some Of wWhod happen to t
divoroed wotsn who Fecsive welfare payments -~ iielp support their childFed,
snd traditioral undergradustes do uot appesr to blook imberaction; in ract,
professors ' e reported "Ada's® add expe:_ences to classes and can reflect
on history which 18-=19 year olds only know from television and textbooks,
e.g.» the Korean War, civil rights struggles, and the Vietnam War (m

Globe; &pril 1, 1984).

Goucher Management Iretitute

Women's Management Developuent Program
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Goucher College
Towson, MD 21204

Since 1979, adult omen with bachelor's degrees who are either
returning to work or changlng careers have found in the Goucher Management
Institute & source of knowledgs ard confidence to facilitsais thOir caresr
transitions in the business worid. The combinatiod of a six moath
students to demonstrate their abilit;as and explore new careers.

Big on the 1ist of distinguishing characteristics of the management

ilevelopment 656&55 iz the numbsr of mature women errolled in it.

Twenty-five parcest of the students wers §5 years of age or oider. Given

“ation in the program, it appears that smployers have found hers &

In addition to the managewett development program, students way
prepare for entry lavsl programming positions in the computer field. The

Wouen's Program in Information Systems of fers coursss FoF oredit a8 weil

noncredit lc cures to develop computer language and theory skills,

The Post-Baccalaureate Program in the Premedical and Allied Health Fisids
Bryn Mewr College
Bryu Mawr, P& 19010

More than 300 career changers who want to becomsé dootors hays

participated in the Bryn Mawr post-baiccalaureats pre-medical program. It
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18 & rigorous preparatory program lasting one of two years, depending upon
the individual's needs. For holders of nonscisncs degrees, the program
pii.sides traibing in courses such as physirs, chemistry, and biology to

assist thoso in need of additional ﬁrumng bsfore applying to »chools u?

"medic:l.na. danttstry. and v-terinary medicine:

their late thirties with 27 the average ags. Soms of the former cireers of
priﬁédieaiidéhi:ai b’i*b’gi’aﬁ studeats include Fééﬁte’had nurses, social

medical schools provide opemings each year for the studsats. Fout of the
coor rating schools are Dartmouth Medical School, Hahnemann University
School of Medicine, the Medical College of Pennsylvaria, and Unilversity of

%ﬁﬁﬁrﬁﬁaarm&ﬁﬁ;fﬁﬁ&%ﬁﬁ&&innﬁﬁaaﬁmdaf

Dental Medicine is also a eoopeﬁat:tng tuaw;tution. The Bryn Mawr
Post-Baccalaureate program in %2 premedical arnd allied health fields, one
5:‘ a dozen such wagsaas ia ta  Ani ‘;E; éhjc’sys one of the higﬁas::

wedical schools,

What unsrgo’a from the review ot tyelve ;hagrams that asaist, sphance,
and advancs carser and Job opportunities for woasz in professions is a
common theme. Thi: theme suggests that if career changlng women seek

assistance from people who are interasted and supportive; | sowled igeal &
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about the world of work, and ready to assist them as éiéif embark upon
change; they will respond affirmatively to the experience: This thems is
roitersted time and agaln by all of the program directors interviewsd who
commsnted that career changers will gain additional sonfidence from the
team spirit of others trying to initiate change.

' The winning combiration for success and results in career change--and
here we rely more on anscdotal records-—-is an encouraging and supportive
group enviromment and resources to equif the career changer With realistic

and highly-refined new skills for self marketing. This common theme

provides the very core element for successful career trapaition, however
other very specific slements were identified.

We believe that directing services solely to the individual who is
5566&53,33 to change careers does not guarantee success: Services must be
provided to corporations who will hire career toansitionsrs and also to
 their families and spouses. Programs which focts only on preparing
tndividusls miss an important part of the pictire. To assurs success, mot
cnily must individusle be ready to make a career transitics, but businesses

vhich hire them must be ready tc employ them. Without proper supports and

fail: In this regard it is ccucial, Bot only to create aoceptance for the
mature woman career trensitions: at work Hit 8136 during ths process of
trenaition. Therefore we highlight ssperately services to individi s,
corporations avd fuxilies.

We brve gleansd from tile programs we surveyed to= Tollowing key

elements which wakc for a succesful career transition program:
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Services Targeted to Individuals:

Personal growth and confidense building

<« 2

caresr/1ifs ;iznning .

peer intraction and support
twmage building

stress management

assertiveness Eiéiﬁihg

Skills and knowledge emhancement

Success

¢

supervised field experience, internships
on-the-job tratning

math and computer iiteracy
communication skills; verbal and nob-
verbal

management train’ ug

business writing

firanoisl apalysis

decision making and negotiating skills
busines realities

leadership training

rul self-marketing techniques
assessment of skills azd abilisies :
aptitude testing

individualized career counseling

resume preparation
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interviewing techoiques
& Jab soarch strategles

a setwork of ocolleagues and

[~ ]

associates
* job market research
® career management
Services Targeted to Corporations:
o candidate referral
® spouss employment assistance
e outplacenent
o consultation on corporate policiss and
programs on:
relccation
recruitment and retention of a divera: labor force
parectal leave
child care
benefits
dual carecr issues
Services Tsrgeted to Families and Spouses:
e dual czresr issuss

relocation counseliig

® spousal assistaice
¢ integrating paid work and family work
The elements Wers not necessarily present in each and every program

investigated, however they comprise a composite prototype of & Suceesseul

o
ey

2
x
+
+
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model program which represents the state of the art in rauilitating career

transitions for mature women in professions.




~92<

PART SIX: FINDINGS AND RECOMMENDATIONS

The primary findings of this report are %) that given technologlcal,
econouic, and demographic trends which are pulling women into the labor
force 1n increasing mumbers, for lougsr perdods of time, caresr transitions
will become a frequent and anticips: sd aspect of the average woman's Work
history; 2) a Successful career transition progrem needs to insorporate
services to thres constituents; not only the career transitionse but also
the employers who will hire them; and their families and spousss during the
career transition process.

In the report we note that c~ntemporary caresr transitiohs are
mechanisms of occupational change whors primary purposss areil) to
fecilicate the movement of surplus wsrkers fram dsclining occupations to
growipg cocupations, to cerrext supply and demand imbalancos: 2) to obanasl
unempl ‘ed workers from any oocupation iato positions with growti
potential; and 3) to facilitate the movement of wamen Stuck in dead-snd
jobs to thos: “1th higher pay aml greater opportunity. However, we have
also demonstrated that amopg the four major feaale professions, only one,
teaching, required a sigmificant number of outplacements for its maturs

workers. The other taree—asocial work, library science, and nursing--are
ocoupations where raal growth is expected in the futurs op Which currently
“7r employment opportuntties. Moreover; even in teaching, the employment
_ 4% of the 1970'z zppears to heve ended; amd this profession now appra~s
poissd for futuve growth. Therefore: career tramsitions should dot be sesn
solely as mechanisms for woving women from female-dominated professions

96
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investments necessary to Eiiﬁéiiﬁ a professional standing. Soclety needs
teachers, social workers, murses; and librarians: If these ocoupations
were valued by their real social utility rather than by the gendsr of thelr
ocoupants, individual women would not be seeking other professions with
greater earning potential and oooupationmal status:

An investigation of twelve carser developusnt programs yieldsd the
following components for a succesaful caraer transition program: A
supportive group emviroment with resources to emhance the maturs female
career transitioner's self-marketing skills; along with services to
corporations who will hire these women,and services to the women's families
and spouses during the process of transttion: These are key elements of &
successful career transition program: These key elemsnts were gleaned from
interviews with program directors and anecdotal reports bscauss systematic
data to Gbﬁbiié.piééfﬁﬁ outcomes were lacking:. Follow=up information abot
program graduates is needed across the board by all of the programs
visited. Longitudinal data are needed to determins the length of time the
women spend in entry level positions; when and how they advance within
organizations end corporations, their attrition and success rates; and, if
any, entrepreneural splo-off career ventures of the self-employed that have
resulted in a new gensration of female executives enjoying commensurate
salaries.

The recommendations we have formulated are intended to insurs that

the increased rate of career transition which we predict will characterize
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contemporary mature women's professional 11ves and be bemeficial o thed and to
society at large. The recommendations, which combine both polioy and
research initiatives, are presented below:
1. As imbalances in the Supply and demand for the work force in &n
occupatiok *soomes evident, the federal govermment should initiate actions
to establilsh linkages with the state and local goverments as well as
private corporations to retraln surplus professionals and to place them inm
Jobs where there continues to be a demand for their skills. To do this
effectively there needs to be:

a) a body of knowledge on how large-scale career

transitions from a declining occupation are best achieved. We recommend an

intensive retrospective case study of the teaching profession which in the
past ten years experienced a deciine in demand requiring large numbers of
teachers to make career transitions, and

b) a controlled study with an adequate follow=up component
of participant outromes of existing career transition programs to arrive at

a validated set of variables and parameters of what constitutes a

2. A government-sponsored thrust to insure that women from all
social classes, races, ethnic backgrounds, and regions have access to apd a
reasomable means to succeed in career transition opportumities: To do this
effectivaly there needs to be:
a) basic knowledge on how to recruit women of diverse
Bééiié?éﬁﬁﬁé into career transition programs and on how to structure the

programs to assure a reasonable success rate for women from diverse

38



backgrounds; and
b) a subsidized lcan or grants program to women of limited
ficancial means, either through direct subsidies to individuals op tax
advantages to public and private sponsors.
3. The federal gcverment should sponsor inltiatives designed to
encourage public and private employers to recruit, hire, and advance
mid-1ife women who make career transitions. To do this effectively thers

needs +o be:

a) a commitmwent from the top which can be achisved by
forums with chisf executive officsrs of public emd private corporations
explaining to them how maximizing the potential of mid=life women instead
of underutilizing their taleuts will increase productivity, hence
profitabllity.

b) & fedsrally-sponsored awards program to recognize
¢) & federslly sponsored initiative to publicize as models

exemplary practices and programs which have been effective in advancing

4. The federal goverment should facilitate public and private
institutions to sponsor basic research on the shoprt=tsrd and long-term
consequences of family relocation on mid-1ife women's oaresr development:
The timeliness of this recommendation cannot be overstressed in 1ight of
the federal government's recent initiative in providing third-party

relocation assistance to its employees.
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This report confirms the belief that ssquential careers are very
much a part of contemporary iife and will contimue to be so. At this tize
in our soolety there are cften compelling reasons that precipitats career
trensitions for wid-life professional women; who require much help and
support to achieve the transitionms: 7he recommendations im this study will
serve as needed ansistancs for current mid=life women seeking career
development help. In future years the present causal factors for career
transition may change: Imdeed; sociologists tell us that mid=1ife
professionals will lonk forward to expected carser changes after rohieving
a level of success in their chosen field: It is important now to identify the
successful examples of career transitions, so that the prospect of "what 1s
to cove” for others can be well understood ami effective practices put irnto

places
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FOOTNOTES

1 Louis (1980), who provides a more psychologleal approach to
caresr transition, defines it as changlng ous's work role or changlng one's
orientation to the current role; Her transition types fall umder two
gensral categories, interrole and igtrarcle tranmsitions. Although
intrarole transitions are more difficult to identify than interrols
ﬁmaﬁmatﬁfﬁaaaﬁas&a@ﬁﬁntu@&ﬁtmaﬁmeﬁas

pattern.

2 Adelphi University received the $10;000 1980 Inncvation Award
from the American Assembly of Colleglate Schools of Business. Since 1974,
over 400 women ranglng in age from late 20's to late 50'S, HoSt with no

Previous experience have been awarded certificates from this program. The
American Assembly of Collegiate Schools of Business (AACSB) is a
not~for=profit corporation of more than 700 sducational imstitutions,
corporations, and other orgamizations devoted to the promotion and
improvement of higher education in business administration and management.
Organized in 1916, AACSB 18 recognized as the sole accrediting agency for
U.S. Department of Education; and by the Council of Postsacondary

dccreditation.
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