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I :  "FOREWORD

1]
. ' N . .

~ “Content and Methods of Career Preparation: Tr'ansfqrabie Skills,’ a research project -
‘conducted af the Nationai Center, is continuing a study into the nature of occupational gdapt- ? .
., _ahility and transferable skills, uridler the sponsorship of the National' Institute of Education. Efforts
are uriderway to generate and synthesize new knowledge and information that will be useful to°
* individuals and groups, both youth and adult, in coping effectively with all kinds of occupational
¢ and job changes. The collection and synthesis of information about the nature and use of trans-
~ ferable skills can be a part of a very important change process—namely, those critical career '
_transitions that we all wi}l experience throughout our work lives. ‘ .
:® . ] . .
The symposium, the second in-a series, a dressed the question: ' . 3
How can traifing for and development of transferable skills and occupational '

adaptability contribute to the improvement and use of human resources, ~ e
particularly of women, in the labor force?. : . . - ‘
+ . The'symposium, which took place on June 15, 1979, at the Nationai Center, explored some
X majar problems that women encounter in career and job transitions and,.in addition, presented :
' existing and potential solutions and the extent to which women develop skills and abilities in one -
setting that are transferable to another situation. Several presenters addressed seme practical . .
o methods and coping Jtrategies, and opportunities by which women cen improve the transfer of o
their skills and abilities in these tfansitions. This symposium also represented the fusion of two.of -
the National Center’s long-term efforts: career development for women and transferable skills.- 2» st
-, We wish to acknowledge the symposium presenters: . ; i
. © Priscilla Elfrey, National Aeronautics and Spaca Administration (NASA);
) Washington, D.C. v ) C - ,
e Carol Eliason, American Association of Community and Junior Colleges (AACJC); . ’
. . . Washington, D.C. _ ' ot \

e Joan-Mumphries, National Science Foundation (NSF); Washington, D.C. |
e Corinne Rieder, National Institute of Education (NIE); Washington, D,C.
e Phillip Randall, American Telephone and Telegraph Company AT&T);Akron, phio.

’ v « . . o
Our appreciation is extended td the nireteen individuals from all over the nation paqticipating'
& in discussion groups. (3ee Appendix A,) Two of these participants, Laura Armstrong andCarol . .-
+  Fought, assisted in designing the conceptual framework of the symposium. Our thanks to Tom
» “Rvan, Channel 6 News, for moderating a '’Meet-the-Press” sessign at the symposium, and to many
OSU departments for their dissemination efforts. The National Center would elso like to thank the -
. , 150 people from the state and from the nation who attended the symposium, '

p! Many National Center staff members were involvced in this symposium. Nancy Laitman-Ashley.
organized, developed, conducted the symposium, and compiled the document. Bobert Abram and
Constance Faddis contributed to symposium planning and implementatioh. Karen Heydman, Joan -
‘Jones, Katg Kitchen, Delia Neuman, Nina Selz, Paul Shaltry, Louise Vetter, Karin Stork Whitson,

' Id

~
4 e,




and Allen Wiant assisted in symposnum activities. eram Ashley, Drrector of the Transferable
Skills Program, proviced useful guidance and encouragement from start ta finish. In addition, our
thanks to Roburt Stump, National Institute of Education Project Officer and Frank Pratzner,
Assoclate Director of Research, for their valuable advice. ‘ . .

1Y
t} .

The opimons expressed in this publication are those af the presentersand do not necessarily

reflect the opinions or.perspectives of the Transferable Skills Program, the National Center, or the
‘National Institute of Education. - .

1 R B4 o ! L

.
M [l
. .

S - Robert E. Taylor’
' - Executive Director :
The National Center for Research
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EXECUTIVE SUMMARY .

_ . ; ) |
Most people spend a large portion of thenr lives engaged in some sort of work, whnch may be «
paid or unpaid-employment. They derive a sense of ident:ty from their caregrs and work organiza-
tion affiliations, Where they live, the type of family, lifestyle, friends, leisure time actwittes,
prestige, and self-esteem, affect and are affected by the nature of their. work and.career experjences.

Work is an area of. their lives profoundly affected by the’acceleration of change in American
society. As lifestyles are changing, orderly career patterns are becoming the exception, not the -
norm; that is, many people experience significant occupational or job changes before they establish
orderly career and life patterns. In the last ten .years, there has been an increase in the number of
women entering or re-entering the paid laBor force as weil as changes in the jobs they hold. Because.

. of these and other social changes many women, in the course of their careers, have encounteréd

significant transnt:on pomts in establishing and maintaining a career.

Five possible transmon points in a woman's career were discussed in-this symposium. These
transitions seem to represent those points in a woman’s life where job or career changes occur.
Although these translttqn points appear to cover a woman's career chronologically, each transition

. point is not limited to ane 3pecific age group, with the exceptton of Transition Point V,.which by
" its nature is limited to the older woman. Women of various ages may enter, progress, and change

careers at a variety of tt‘ansltlon points.

Pnscma Elfrey, Transltlon Pomt | presenter (initial entry), spoke of the importance of power

for women who enter or progress in their caregrs. Competence—knowing appropriate skills for a job,
Confidence—applying those skills successfully, and Connections—knowing’the rules and people in a
work situatiod, are all elements of power. These three factors and others help women obtain, progress,
and change their jobs and careers. Ms. Humphries, presenter, Transition Point |11, suggested a variety
of approaches that could help women assess their career progression. She provuded current information
on how training programs, counseling seryices, and applied research and educational activities coutd
prepare a woman to face many legal issues surrounding a woman in the world of work. '

Carol Eliason, Transition Point || presenter (re-entry), stressed the importance of research on
transferable skills to female, mid-life career changers. Because many people changesobs or occupa-
tions a number of times in their career cycles, Ms. Eliason suggested that targeted efforts should help
individuals to become vocationally versatile. One of the y efforts she,mentioned in her presenta-
tion was project ACCESS, which will identify and assessm\gbmen ‘s skills and relate thege skills to
vocational programs and occupations.

, Many of the presenters discussed occupational mobility for women. Corinne Rieder, Transition
Point 1V presenter (job mobility}, provided data and background history on occupational mobility.
Ms. Rieder claimed thatten years ago, the concern of women in the job force was with barriers—for _
example, what the effects would be on children and husbands of women entering the work force: .
However, Ms. Rieder’s presantation, as well as the other presentations, went beyond exploring - .
impediments. Instead, issues of women moving within jobs and occupations were discussed.

\ . .
’ -
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Ms. Rieder interareted some major findings of the 1972 National Longitudinal Survey, a
four-volume, comprehensive look at women and men in the laber force. Palntnng a somewhat grim
picture of upward mobility for women, Ms. Reider claims that, on the averagé, women experienced

« almost no upward mobility between 1967 and 1971. ' ;

» Ms. Rieder also descriied what groups-are occupatlonally mobile and the characterlstlcs of’

. the occupations and individuals in these groups. In addition, Ms..Rieder as well as the other ,
presenters suggested practlcal recommendations-that can Help women break out of the ““forced
compression’’ situation in which women are clustered into a small number of traditionally female.
occupatlpns that limits, in part, thelr upward mobility.

+ Phillip Randall Transition Point'V: presenter {pre- or post-retirement), described ageigm, and
sexism &s two factors in post-retirement jobs and occupations. He claimed that women, valuéd for.
their youth and beauty, move rapidly from being sex objects to being obsolescent as they age. In
addition, older women might become widowed and financial needs might prompt them to return
to the paid work world or change 1obs to earn more. The inherent conflict -here is that although
older women have domonstrated many skills and abilities across a wide range of occupations, they

ocan often find it difficult to obtain employment in their areas of expertise. Randall points out that
until employers are willing to focus on actual job qualifications and not on age and sex, Iow job’
moblhty will continue:among older women. . .
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' * INTRODUCTION _

| ' o

5.

- .

- ’ Issues -
LI - ‘ . \ ¢ . :
In 1978, womeh reached a-milestone: for the first time more than half of all American women
over age 16 were participating in the labor force. The actual numbers of working women have
more than doubled since 1950. Some recent statistics (September 1978) show that womencom-
prise 42.1.percent of the total work force. Projections are for an increase of 12 million by 1990 and

- for-women to constitute almost half of all workers by that date, with more than 7Q percent of all

.~"women working. In 1800, only. 20 percent of American women worked outside the home. Sociol-

ogist Eli Ginzberg has aptly called this dramatic projected-increase "the single ‘most outstanding
phenomenon of our century.” .- eo >
Arbeiter et al. (1976) assessed the career needs of a national sample of adults who are under-

going or anticipating job or career changes. The sample included adults who were unemployed and
looking for work, and employed adults who were dissatisfied with their work and were considering

new employment. The findings indicated that 36 percent of the American population between

ages 16 and 65 were in job or career transition. Most of the adults in transitio nded to be females
between the agas of#®0 and 39. They were typically married, with one to tAT&e children.at home, '
and with a #4mily income of $10,000 a year or more. The majority of the sample was employed'. .
full-time at semi-skilled ¢ ungkilled jobs. . ot ‘ .,

»

’
°

Despite the increased participation of women in the labor force, some problems persist. .
Marcia Freedman, in her book Labor Market Segments and-Shelters (1976), discussed trends in the ;
labor market for women. She found that, compared to the market for men, the most striking
aspect of the market for women is homogeneity or the forced.compression of the female labor force
into a small number of occupations. Of 440 jobs in the Census Occupation Classification System,
the majority of women are founhd in only twenty. Occupations that are more than 90 percent female
include bank teller, typist, secretary, telephone operator, hookkeeper, and nurse. In the case of '
“female”’ jobs, what stands out is the specificity of tasks and absence of promotional ladders.
Permanent type-casting in the labor force is often a result of these two employment characteristics.
Given the phenomenon of homogeneity, .it is not surprising that women experience less upward .
eccupational mobility than men. However, among married women with chiidren, a larger number
have been downwardly mobile rather than upvsardly mobile. By and large,-therefore, women con-
tinue to work in the less favorable corners of the labor market. Although 63 percent of women are .
employed in the paid labor force, they earn between $3,000 and $5,000 a year with only 5 percent
of those making more than $15,000. p ¢ ' :
* LN

These low earnings could occur because many women lack accurate and timely information
about job opportunities as well as the “job-getting’’skills necessary to maximize job-hunting efforts.
Also, some wumen have special needs {such as the need for part-time erpployment) to allow them
“to meet other major family obligations and expectations without suffering losses in job status, .

salary, or tenure.
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Women need to be fully awarg of the options that are available for integrating their careers
and their persorial lives. For those who experience'significant job or career changes, the concept of
transferable skills holds promise for smoothing their transitions and increasing their occupational_

benéfits and outcomes. The transfer process could be assisted by more systematically analyzing one’s,;
perceived skills and abilities and recognizing the broader sat of jobj options available,

Occupational adaptability is seen as a significant requirement for women of today end -
tomorrow. As the need for women to transfer knowledge and skills to new situations increases ( '
alorig with the advancement of technology, lifelong learning is emerging as a significant part of

their career progression. Using new learning approaches and alternative learning styles and applying
them in non-tr3ditional settings are becoming the trademarks oi the succgssfully adaptable women
who can meet job changes and transitions witlt a sense of cbrﬁpetencp and self-direction. .

T Concepts

¢
} .
The following definitions are included to clarify some concepts used in this report.

Occupational Mobility: Occupational tnobility, as used By labor market economists, refers to the - ’
movement of workers from one occupation or job to another, (Sommers, in print).

The potential for occupational mobility can be viewed as the degree of match between an
individuals knowledge and skills and the range of currently available"jobsand occupations. That is,
' some pergons have a greater potential for mobility than others: The knowledges and skills they
possess are more marketable across a‘broader selection of current emp!oyment possibilities. This
~view of mobility is related to the concepts of occupational adaptability, or the relative success with
which an individual is able to change jobs or adjust to change within a job. |t is in these areas of
occupational mobility and adaptability that issues,of transferable skills are paramount. With occu-
pational mobility afact of American lifestyles, the idea that one set of occupational skills can be
learned.once and should last a lifetime is no longer valid. .
Occupational Adapgtability: Occupational adaptability might be defined as the capacity of people
to adapt to an environment and/or to adapt the environment to themselves. Some factors that
might necessitate adaptive behaviors are changing situational variables, job demands, performance
contexts, skill requirements, and personal needs and desires. )
Transferable Skills: All skills may be potentially tiansferable to.some extent and on some occasions.
However, there doesn’t seem to be a single agreed-upon list of specific skills and characteristics that
applies generally to most settings. With the regard to the world of work, transferable skills are often
described as “the skills and abilities which an individual brings with him/her from job to job, and .
which apply in each job” (Pratzner, 1976, p. 15). The transferable skills cluster in groups such as-
mathematics skills,.communications skills, interpersonal skills, reasoning skills, and manipulative
skills. ‘

Transfer Skills: Basic to octupational adaptability is the capacity to transfer-and generalize. In
preparing women for occupations, the first competency needing concern could be transfer skills.
Transfer skills are the process skills that help a person take job-specific skills developed through
past experience and use them in a new situatiqn.

. -
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v S  'Format

The one-day symposium, which took place on June 15, 1979, at the National Center, was .~
* divided into two sessions. Session | contained five presentatigns, or transition points. The five transi-’
' tion points, indicated below, were snlected for the’ mdnvadual presentations and serve to structure
this report:

e Transition Point | — This period is characterized by events just prior o anc during mmal
entry into the paid labor force. Priscilla Elfrey (presenter) stressed the importance of personal
power. Without'confidence, competence, and control, women might have some difficulty.in
adjusting to new or different responsibilities.

_ e Transition Point Il — This period is characterized by events related to a return to paid employ-
ment. Carol Eliason (presenter) discussed the need to convince women entering or returning
to the work world, employers, and educators, to validate [ife skills.

e Transition Point /11 — This period is characterized: by events related tq advancing-and/or
progressing in a career. Joan Humphries )resenter) suggested that a variety of approaches —
counseling/care * services, training prr  ms, educational and employment practices, and
applied research activities — could’ woman progress within a career, c)

e Transition Point IV — Tﬁ'is period is characterized by iateral transfers, changing empldyers,
changing-occupations, and changing careers. Corinne Rieder-(presénter) discussed two perspec-
tives of job mobility for women—an academic -apprgach, and a more personal experiential

~  approach. .

- e Transition Point V — This period describes factors ahd events in post-retirement jobs and
careers Phillip Randell (presenter\ offered work, education, and community- related approaches

for older women returning to or changlng in the paid labor force.
€

An audience of 150 individuals from the comm'unity, the state, and the nation'attended this - !
session, along with 19 invited reactors. Following the ppesentations, the audience, presénters, and
reactors participated in a ‘’Meet-the-Press’’ session hosted by a local television personality, Tom
Ryan. From this mornmg session, the audience and invited presenters and reactors took away many .
new ideas and ways to improve their services to themselves and other women in transition.

Session |1, which convened later, consisted of five discussion groups: representmg each N
transition point. The valuable comments and reactions of those small groups that met in Session ||
have been incorporated in the “xt.

This symposium seems to represent many pomts in a woman'’s life where job or career changes
occur. |f women can transfer their skills, if they can improve their occupational adaptability, then
they will have the power to make successful job and career changes.

o} -
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. Priscilla Elfrey manages and directs the Federal Women's
Program as Coordinator at the National Aeronautics and-
Space Administration (NASA) Headquarters in Washingtori,
D.C. Ms. Elfrey worked recently at Computer Sciences
Corporation as consultant and task leader for a study at he
Department of Energy’s Economic Regulatory Agency.
Previously, she initiated services and directed programs #s
- Associate Dean of Yale College. She directed staff develdp-
.ment and affirmative action planning at New York University.
Ms. Elfrey chaired the Yale University Fellowships Committee
and served on several policy committees. Her previous o
experience includes directing dramatics at the Calhoun
School, managing Persqpnel at the American Arbitration ,
. Association, and performing college admissions work at
Finch College. Ms. Elfrey received her undergraduate degree
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R “TRANSITION POINTI ) s
" WOMEN’ENTERING THE JOB MARKET:
' POWER, POWERLESSNESS, TRANSFERABLE SKILLS,
AND OCCUPATIONAL ORIENTATION

-

.
* . .

Pnscrﬂe Elfrey -

- National Aeronautics and Space Administration
-Washington, D.C. ) - T

. J '
- : , INTRODUCTION ' , ~
An idea underlymg concern about skills transfer is lack of péwe' Power is the issue. Maybe
if we knew how to transfer skills, maybe if we knew how 1o improve our occupational adaptabllrty,
we'd have power. As it is, women too often lack control over this enviroriment and seldom experi-
ence success and satisfaction. It raay be difficult to define power but, whatever it is, we can agree

that few women have it. | believe with William Goode (1975) that women will be the last group to |

be-freed. We grope for a way out, admitting that women are relatively powerless in sex-segregated

and low-prestige poslt|ons, in'jobs where they are underemployed, underpald and anqry, or working

as meré tokens,in non-traditional occupatlons

Al .
» .
é LAY
<

Perceived Skill-lessness and Undervalued Skills _ G

L)

When people perceive themselves to be powerless—-they become so..Their skills atrophy. They
even forget that they have any. Job hunters become powerless suppliants. This can characterize.all

" new women entrants: displaced homemakers and those from job training programs, sheltered work-
. shops, skill training, vocational rehabilitation or training agencies, work experience centers, hjgh

schools, college, and graduate schoel Orn a bad day, any job hunter will feel dlsadvantaged and
powerless. - . _ ,

" Among the problems leading to these feelings are:
® [gnorante of self, skhls, options, and the emploilment system;
; ® Lack of suppbrt from other people;
‘ ° Percewed and real skill defrmency and fallure to conscuously develop skills;’
° Insecurlty about how skills ‘are measured; ‘

o -Passmty in taking control of one s life.

Some women attain power as pioneers, a time-honored American role. While exhilarating, it _
can also be unsettling and exhausting. Some women, therefore, slide back quickly into tie Cinder-
ella role and wait in vain for a fairy godmother. Nowhere is this more obvious than with clerical
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* workers, the vast majorlty of wham are woinen. Clerical worker§ often have depressed aspirations.
oMy observation of new entrants into secretarlal jobs shares the view reported by Kantor that many
percelve themselves with:

no skills whatsoever in chese areas: develcpmg programs (74% of the women reported no
skills); motivating and persuading (49%); interviewing and selectmg (84%); administering
discipline (64%); setting goals and objertives (37%); conducting fmeetings (76%); and
- leading others (47%). Most felt themselves skill-less, (Kantor 1977). _
* The vutally important skills that women do develop through their socialization, b/emg difficult
to measure, are often undérvalued. Then too, many women unconsciously develop skills of time
-and financial management, and of decision-making (Janeway, 1975). They fail to measuré these
" skills,and we are a scciety that behaves as if the only things that count are those which can be
countéd. Measurement of skiilsris important, but | remember a syllogism by e.e. cummlngs

everything that can be counted is not art and everything that is not art |s untrue an':
.- everythmg that is untrue isn’t worth a good god damn. P , /

. - . . - . . A
L4 .

Real Skills Deficiencies ‘ : e _
Women qften have real skills def|C|enc1es Education should provude no limits on opportumtles
availgble to girls and women so that they might experience tryly.adrogynous, sex-free, learning.
', We need courses in the sciences and mathematics that don’t scare the humanists to ceath. Sexism
is so pervasive that females still face problems in-getting into classes in auto mechanics and shopt °
There are almost no women in physics and aeronautics. Seventh grade girls in need of peer approval
are told by boys their age that glrls shouldn’t be astronauts. Title IX, designed to provide sex fair-

. ness in physical training activities, is resisted by the athletics “mdustry ’’ Women, lacking proper
physical development, drop out of apprenticeship programs requiring lifting skills. Similarly, women
at the U.S. Naval Academy required a special exercise program to develop strength in the upper body.

Women who failed to take a four-year sequence in mathematics in high school were locked out
of three-fourths of the majors at the University of California at Berkeley (Sells, 1974). Ninety-two
percent of the women students had. thus narrowed their options. Today, mathematics anxiety -
spawns a new occupation: the math counselor (Tobias, 1978). Women, parents and advisors must
take note that our society requires that we al-impreve our competency with the tools of technology.
Even if we naver touch a computer ourselves, we should be able to talk as peers with those who do.
We need to feel capable of and comfortable with learning whatever it is that we need to learn.

For non-technical positions in one branch of NASA, a manager asks applicants to solve this
algebraic problem that requires skills that his staff use regularly in their work: < "

. Shuttle price is $1 8M ‘ _.45
Shuttle cost per flight in August = $282N
N is the number of shuttie flights flown

> ’
Question: At what number of flights does NASA break even?

.45
Answer: When $18Ni = $282N
W — 1

_18) s
= | 282 = 452

Solving this problem requires more than first-year algebra (degren, 1977).
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Sex Segregation of Occupations
b

Many programs and studies fanl to speak of preparing students, especially women, for the |
obstacles that they will face They are moving from an egalitarian, sexyally balanced or dominant,
school-experience to one Where they can only be tokens or part of a female ghetto. No balanced
full-time occupations exist with a 40:60 relatlonshlp between men and wormen. Soclolognsts have

long told us of the power of the ““tipping effeet”’: when more than 50 percenf’ of 'a group do some- -

thing, it becomes the norm. Sometimes that norm is pathologlcal and this is probably true of aH
segregated work groups whether male, black, Jewish, Protestant, or female domrinant in & pluralistic
culture. Kantor (1978) pomg out that tokens and those in female ghettcs face specnal dlfflcultues
of Wthh madle management/@nd women need to be more aware. -

Ighorance of Problems inJob Hunting

| regard as dangerously snmphstlc the notion of career education that studentgneed ‘a set of
important yet basically simple ( |ob hunting) skills that are es5ent|al to career adaptability.”” (ltalics

mjine, Hoyt, 1976.) The process is complex. / : ) : .

P 3 s . N )

One program for minority women in Houston noted thdt the average job-hunting time for
their applicants was 137 days. This compares with the 110 days that the.Bureau of Labor Statistics
‘(BLS) réported in 1974. People entermg employment—indeed peoplé at any transition—may have
to experience mdny, many rejections.'Learning to deal with this rejection and to prove effective as
job hunters can take skillful advice, support and time. .

c';?unck and dirty"’ approaches thtough self:directed instruments and workshops focusmg on
parti
Short-cuts prove ineffective in serious career structuring efforts as-every career planning ‘book and
program and my colleagues assert (Crystal and Bolles, 1974: Bolles, 1978 edition; Ford and Lippitt,
1972; Irish, 1975; Ennov, 1977). A job-hunting system funded by the Comprehensive Employment
Trammg Act (CETA) of the Departme ﬁp of Labor featured on Bill Moyers television program
(June 8, 1979) takes four 40-hour weeks; John Crystal’s basic program is thirteen 3-hour weekly
sessions plus considerable work outside of class. A self- dlr%cted handbook to introduce NASA
employees simply to skills analysis (Elfrey, 1979) takes a minimurh of 12 hours but is more effec-

tive when complemented with seven hours of career strudturing workshops plus one-to-one advising.

it is difficuit to get people to make such a commltment of their time.

o 4

-y
v

Readiness for Career Structuring
3 : . i

As Hamlet finally knew, "' The readiness is all.’’ Each transition point in this symposium has its
special characteristics but in each a key factor is the readiness of the woman to Iearnmg the process
of skills transfer and to exert the effort involved in career structuie. The basic pattern of career
strufturing is a continuous process of expandmg one's vision and then focusing on what really
matters. The person in transition widens her vision of herself, of her options, of her network, and
then focuses on her preierred constructs, her preferred careef choices, and on the people and
strategles that will enable her to move (figure 1). Through this process of knowledge and control,
she gains self-confidence and power over her own life and career.

®

¥ .
In my experlence people in transmon are on a continuum from being powerless, unaware,
¢ bewildered, and unable to move to feeling fuII of power aware, comfortal le and mowng with ease

./-n":) - 1 e

ar problems (interviewing, writing a resumeé) enable the advisor to get the person’s attention.

“

.
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The Career Readiness Matrix applies to all transitions (figure 2). Some sit in a well explaining their
predicament but doing nothing to gat out of the well. The first step is to want to get up and on
with life. Awareness of skill does give the powerless'some taste of power. Later they need t6 under- .
stand more about options, about futu resposmbul ities, and to learn how %o gain access to appropnate
employment. With each step along the continuum, they gain power. . 0

“'Women in the last category, of course, are' winners. They know who they are, value their
skills, and are valued. They understand the problems and opportunities of being pioneers and know
how to use people effectively and with qr‘ace In the best of all possible worlds, they support women
job-hunters and press for chariges in the structuring of jobs that create female and male ghettgs.

r

Gaining Power through Skills Assessment
v "
Women must take the primary role in their own advancement. To empower woemen, knowledge
+ of skills transfer is vitai but is neither easy nor a panacea. The experience of some of us and of some

prolects and programs provude nope and models for us to consider.

P Y
+ %

Blue Collar Skills ' T w
In 1971 families headed by women had a median income of $5,100 — they had less of every- «

* thing except poverty, worry, and fear. A Model Cities program in Chattanooga helped address the'

“problém by training women to reassess themselves in terms of occupatlon and by convincing them

thgt industrial work is where the money is. A major bu||dmg block in the training was the assump-
e . tion that everyone has strengths, skills and constructs, often unidentified and # ‘en unused. Each is
presumed to have goals, objectives, even if unknown, and the capacity to change and grow. The
group eraphasized positive self-concepts in a beginning toward feeling good about one’s self. Values,
work habits, and attitudes come into play and the women were prepared to deal with racial and
sexist prejudice that they may encounter. Local businesses cooperated and worked in developing
the program and the training that covered the -basics of welding, machine operation, automobile’
‘and small engine repair, building maintenance, and tool technology. Physical exercise was part of
tihhe program and coaching has been used successfully to enabie the wgmen to assess their skills,
abilities, knowlec'ge, constructs and.interests (Devivo and Devivo, 1973).

P

Other "Non-Traditional’’ Work .« | , B
A project in Houston now in its sixth year and since expanded to ten other cities, the Minority
Women Employment Program (MWEP), adapts and applles outreach techniques to minority women
- with college degrees or equivalent experience who are seeking managerial, professional, or technical
jobs. Aimed at meeting employers’ claims that they would hire minority women if they could meet
job qualifications and were available, {MWEP locates and assists such candidates

From the outset of the project, Houston offered a severe test for this program. Despite a .
robust economy, minority women shared little in it. One study (Bergman and Lyle, 1971) compar-
ing occupational standing of blacks in major metropohtan |abor markets found that Houston ranked
43rd out of 45 for b|ack women.

During the first contract year, 23 placements were made; in the second contract year, 48
placements, bringing the cumulative tota! to 71. In addition to ingreasing the quantity of women

1
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. . placed, MWEP-Houston recorded séveral breakthroughs in its second year: enabling placement of
the first minority female in Texas as regional auditor for a major insurance company, the first black
. female in Texas in a professronal position with a State regulatory-board, and’the first three b'ack ,
females as auditors with amajor State agency v C _

. The MWEP app roach designed as a personaL.process provides support and encol ragement ‘/
aimed at building self-confidence in the women. Debriefing follows each interview. Employers who
do not hire are asked why. This enables the staff to learn more about interviewing and about
employer needs. By rewewmg their experiense, applicants learn how to be more effective in suise-
quent interviews, This process provides mformatlon that an individual acting alene may be unable
to acquire. The applicant can gain the ability to express herself regarding her skills; her constructs,

her career goals and thus enhance her self-assurance and be more in-control in interviews with
. employers {(Glover, Rowlard and Webir, 1974).

The program provides data on both the types of supportive services necessary and on the real:
problems that this population had in jOb hunting; problems that persist even when candrdates are
aware of their skrlls and have learned strategies of occupatronal adaptabrlrty

During the frrst two years, the applicant file consisted of 695 women of whom 71 found
positions through the program. Predictably perhaps, less than 6 percent.of the 307 liberal arts and
home econ@mics graduates got jobs. However, in the more vocationally obvious fields—science,

. technology, business, and law—39 percent of the 59 science and technology majors, 14 percent of
the 134 business majors and none of the eight lawyers were placed. Those with and without degrees
fared.evenly. Approximately 16 percent of those with degrees and 16 percent of those without
degrees were placed.

The program coritinues to be funded by the Department of Labor under a research grant to
' the University of Texas in Austin. The current register is over, 1,600. Clearly the.talent exists. The
skills are known. Hopefiilly, these skiils will be put to use. For perspective, we must remember that
in 1973 industry in Houston reported that in managerial and technical posrtron& only b3 were
black women or Chicanas. . . . - -

o

The Recent Graduate ‘ : .

The largest number of new entrants to the job market come from schools, college, and graduate
school. Their preparation for career structuring is often negligible. Unquestionably, of the new job
entrants, the liberal art student provides a special test of skills transferability. "My parents worry
that if | rnajor in history no one will give me a job’’ is something that every career advisor hears.
Those who major in the humanities and social sciences, even students majoring in chemistry, in
biology or in physics, fail to find &ready-made job market. Sixty percent of the undergraduates at
Yale College know recent graduates unabte to find a job. Employers and parents, uneasy ""about their
children’s future, often advise students to choose a practical business-related major.

In a study of recent college grzduates in their first jobs (Elfrey, Note 2,"| found that those
who had chosen practical majors were glad that they had acquired marketable skills. They advised
that other students choose a major that is in demand in business, but, complaining of narrowness
of interest and sensing that they have missed something, suggested that other students take a broad
range of ecourses, especially in the humanities. One graduate reported that she had majored:both in
business and in art hrstory Although this was a difficult academic load, she now appreciates the
eéfort. : .
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Ofteir students say that they chose acgou nting ‘to be assured of success on the job:.’* Perfor-
mance, however, still counts. Those who major in something because it would be a ’good thing"’
find it.seldom is. Many students expect a job to be waltlng for them if they majo‘l‘ in accounting, ¢
business, computer science, economics, and engineering. Even if a job is waiting, a job alone cannot
gua:'antee success. Those lacking the aptitude, skrlls constructs, or the drive to do well fail to do
wel : -

The students in this study expressed a greater sense of competgncy with numbers than with

" verbal expression. Most are working in organizations where they perform copputational work for

two or three hours a day. They report that their mathematical skills, already well developed in

" college, are being sharpened constantly. Their choice of major arid employment matches their

skills and constructs—their talents. 9 Lot

Testing a subject and choosing a major are two different matters. Those who advise students
find that they often have to encourage them to follow their inclinations and talents Many students
believe that work and pleasure. atg opposites, that study is only worthwhile if it is difficult, Fifty
years of vocational testing affirm‘that ‘people do best that which they really enjoy. My experience
tells me with equal certainty that choosing a major that you enjoy and do well makes sense. Af thn
same time, | know that every employment study shows us that the classic well-rou nded liberal arts
student is less and less in demand. If the criteriop is instant success in the marketplace, we are in
trouble. No one is excited about hiring philosophy and art history majors, even though a major is
only one-fourth of what anyone studies. It is one-tenth of any college student’s experience. There
.are some employment managers who believe that the liberal arts graduate provides a depth that
‘technical people often lack. Yet other recruiters state categorically that liberal arts people have *'ro
skllls" and ‘‘nothing to sell.’”” One remarked testily, "“If liberal arts people decide not tokprepare
themselves for business, why should business bother with them?"’

When | found that philosdphy majors were having problems getting interviews, | advised them
to omit their major from their resumes. There is no law that requires that a major be listed. In fact,

if it is not engineering, computer science, business or economics, | would leave it off. | advised the

students to say, instead, that their academic work had stressed logic, analysis and problem-solving,

- all the skills of philosophy. Their problem disappeared. They were interviewed and hrred The
problem was not the major. It was the language, . a :

Few businesses are attracted to philosophy majors, yet these are students schooled to think
rigorously about complex ideas. They must present these ideas in a detached honest manner, mak:ny;
accurate ana precise use of language. Complex organizations require such analysis of problems and
attention to language. Those in business affirm the need for people who can rationalize alternatives

-and provide assessments of both immediate and long-range impact of decisions. Businesses don’t
, need people who talk about history or literature or philosophy. What organizations do need are

people who can use their minds in ways that they like to use their minds and are good at_using ther.

The career advisor's job in this is to help erase the student’s perception of a rigid job market,
to enable the student to make the conceptual leap between academic talents, school and summer
experiences, and the world of work. Once’ when | asked one faculty member what students could
"’do’’ with a major in political science, he responded ""Beats me; sell ribbon maybe Like most

- recruiters, salesmen and other people, teachers know little about work other than thelr own..

Teachers can help students understand to articulate the me¢ *hods and assurmptions of the disc!-
pline. Whatever the major, students are expected to demonstrate work habits (constructs) of
doggedness persistence, and abrllty to perform under pressure. They develop ability to set prioritine
and analyze projects to determine what is worthwhile, distinguishing the esgential from the inessent. v
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_ this clear to students and to business people, often th.se assets\are never tapp8d.

% structs in achieving job effectiveness as a student. One may see h\erself as a researcher, writer, and , .

\ ' ' .

| find that history majors fail to see themselves as tra} ed researchers, able to wo;k with large ,
issues and minute detail, and capable of analyzing and synthesizing conflicting statements. Unaware
of being trained to see the factors in impcrtant relationships and decision-making,. their realization
and subsequent delight is surprising. I've had to tell English majors that ttiey can communicate
logically, precisely, persuasively, and even gracefully. They can seldom say olt loud that they have
been taught to work with complex ideas and to express their\:onclusions with both imagimation

and coherence. These are all skills used and valued in business) Since education has failed to make | o

Regardless of major, each student displays and develops different skills, knowledge, and con-

leader; another as an analyst and an independent and creative thi‘nker} a third may enjoy tatking *
abeut her work with others, sounding out ideas and gathering suggestions before she settles down
to her books. The student with skills as adventurer, scuba diver, ‘outdoor lover,. observer, writer,

" may not know instantly how to earn a living but she can begin to match those roles with other

people at work. [t can be more com'fortab!e to feel like six roles in\sea,rch of an occupation-than to

have no preferences at all. ‘ . \ : .

It may be difficult to see an immediate job connection for a conistellation of roles like teader, Y
conceptualizer, diplomat, negotiator, trouble-shooter, advisor. We cat be sure that these skills can
be valuable. Ours is the first society in which people can be paid to dé almost anything: raise worms
in Arizona, build kites on an island off the coast ‘of Massachusetts, spin flax in a colonial costume

-in Virginia, and design hot rods in Ohio. Despite the automobile,’peop e do make buggy whips and

eight farrier schools teach people to be blacksmiths. \

The liberal arts and graduate students are not términally unemployable, Advisers, teachers,
and employers can aicl them through the lies, half-truths, and confusions'that abound about the
transition from college to work.:This requires programs and information meetings to-encourage
them to look within themsglves, to research the literature, to explore out in the field.and to examine,,
their experience. This take¥ time, perhaps the equivalent of a semester course. The students who
gained the most, taught us the most, at the Career Advisory Service at Yale'(1973-1978) were those

" who came often. No one benefited more than the students who worked thete for ten hours a week.

| remember, in particular, one who said, "'They keep asking me, ‘What can you do with philosophy?’
and | say, /What can | do without it?’ ”’ This may not be a good egough reasbn to choose a major.

It beats whatever is in'second place and is a happier and more elegant solution than choosing’a major
merely to meet the market (Elfrey, Note 3). Vo

. - l . * . ’
‘ ' For the Future

L4 '

Legal mandates, the thrust of the women’s movement, and a climate that speaks to 'the,value

of skills development are dfiving forces in current efforts to overcome the deficiencies in the

selection process—a prime factor jn sex, age, race, and segregation of occupations. This means
developing awareness of how {n an ambiguous interview situation men who do most of the inter-
viewing are liable to disregard and undervalue the skills that women-and minorities have. First-line _
supervisots who interview tend to be men worried that women whom they don’t understand will
take over their territory. They often are poor interviewers, A large percentage of discrimination
complaints results from this situation. -

{
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Empioyers Role in Skills Transfer . S Ce , .

Employers must al~~ become more aware of skill transfer In establlshlng guidelmes for
selection (Office of Persornel Management, formerly the Civil Sarvice Commission, 1978), the .
Federal government struggled with the definitions*for seemingly mdefrnable skills and for,, a relevant

These are the easier definitions. The one that matters is: . L

- selection process that gvoids advefse impact dn worhen, . / b
Certain deflnltlons from the Guidelines may be usefu. ' SR -
“ Skill: a present observable competence to perform a Iearned psychomotor act ,
Know/edge a body ‘of information applied directly to the performance of a function
Ability: ' a present compstence to perform an observable behavior or a behavior
. =7 'which results in an obiservable product

Construct the psychological trait WhICh underlies successful performance on the job.,

In determlning these factors, the Guidehnes state that the empjoyer must:

The employer s role then is to:

perform a job analysis to show the wark behavior(s) required for successful performance
of the job and to identify the constructs believed to underlie $uccessful performance of
work behavior. Each construct should be named and defined so as to d|st|ngu|sh it from
other constructs. (Unlform ‘Guidelines for Selection, 1978)

'
.

develop a selection procedu re related to the job with empirlcal evidence that the selection
procedure is validly refated to the-construct and that theiconstruct is validly related to
the performance of crltlcal or important work behaviors.

Many employers, themselves, lack requisite skills to perform such $n analysis. The resultant
confusion and ambiguity can set the stage for stereotypical decision-making.

Nonetheless, users are admonished to: o ' ¢

avoid making employment decisions . (based on) knowledges, skills or abilities which
are normally learned in a brlef oruentatlon period and which have adverse |mpact

’

‘Further, the Guidelines refer to Griggs vs. Duke Power Company decision of the Supreme
Court: “Congress has placed on the employer the burden of shownng that any given-requirement |
must have a manifest relationship to the employment in question.’

Top management must commit itself to:

Assure the job-qualifications and tésting procedures are valid, that hiring and promotion
procedures are free of adverse impact..

Implement vocatlonal courses for women in skilled trades and put new emphasis on

_programs on the transition from manager to executive.

Educate executives, managers, supervisors, and employees toward realistlc ‘appraisal and
accéptance of women in trades, labor, management, professional, and executive jobs.

Educate executives, managers and supervisors of their role in the career development of

) 16

\



» ' ..
L . N &
'

sy bordnnates. , e *

_ ° Implement training and encourage women to change their way of thinking and feeling d
. about themselves and their skllls 4n relation to jobs. »
What women have to offer in this endeavor.is in Ilne with MacGregor's Theory Y (1966) that
we shoutd work harder for the dignity of legitimate control over our lives. We should assume even
. “-more responslblhty and put more effort into developing job skills. The power pie will grow larger
when it is shared. "“You may-not regam your control, butyyou will greatly increase your power o
produce, if indeed, that is your primary mterest e (my italics, Peabody, Note 4.)

L ' . d
Value Nurturance . ’ .

o Someone remarked to me, only semi- -facetiously, that education in America has gone downhill
when women were no longer dominant in the profession. What.if that were true? McClelland (1975)
writing on power patterns qof women and mer& notes that women have a:

i

contextual ‘power style: they-are interested in complex, open and less defined aspects
of reality ... with the subleties of teractlon . Their power depends on their having
internal resources to share ... Women can be descnbed as generalists.

' Women perceive building up internal strength and concern for otifers to be acceptable expressnons
of power needs (Van Wagner, Swanson, 1979). .. . ) . .

Such notions infused back into our school systems mlght, combined with our new awareness,
of sexism, benefit the career development of girls and boys at the critical elementary and junior
_high school level, Instead of"dlscouragmg women from traditional roles in education, we should
encpurage the most htghly qualified in terms of hohsti'c leadership skills to come back. . »°

A factor in :4is is the low esteem in which the ndrturing professions are held by thé dommant
glement in our socnety Medical students speak of being socialized to ”tréat nurses as no more than
vegetables." Nursing is not inferior doctoring, but Society behaves as if it were. You can't talk about

‘women'’s careers without tatking about children. In Komarovsky’s study (1974), young coliege men
“overwhelmingly cited the importance of children and the need for women to stay home and take °
care of them. But, as Komarovsky stated, if men thought child-rearing was as lmportant as butldm‘q
- bridges, they would demand a role in it. . .

£ .

Redu@e Elitism , .

We mlght want to pay attention to the sexnst and elitist bias and assurnptions of much re‘earch
and theory in the career field. Current books on student and career education seldom mention’
Richard Bolles’ popular book, What Color Is Your Parachute? A Guide for Job Huntérs and Career
Changers. “The book is currently No. 3 in the Trade Book!ist of the New York Times and, revised
yearly, has been on best-seller lists for more than five years. For many, it is the uitly career advice
that they have ever known. Academics tell me that they don't like its style; neither do some stu-
dents, but they buy it, they>read it, and campus bookstores tell me, they rarely sell it back. The

, message of Parachute lies in its empowerment. : g/
' ¥

, Elitism and sexism are so pervasive that little work has been done to assess the actual tasks

\| ‘and pressures on those whose work is primarily nurturant, of those who work with things, or of
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those who perform clerical jobs. Secretaries, for example, rarely have individualized positfon
descriptions. With their skills and constructs unrecognized, it is no wonder that they feel skill- less
- and fail to take advantage of developmeng opportunities (Kantor, 1978) ) ¢ : v
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To see a nursery schiool teagher a* having “'insignificant relationship” to ideas s the. Dictionary
. of Occupational Titles (1963) does is never to have worked with a young mind. Wo.king with
compound curves and manipulating new synthetic materials requires more than “setting up,”
which is The Dictionary of Occupational Titles’ highest rating for work with “’things.” These jobs,
‘'of course, are often held by women, minorities, and the working class.

. &

College, too, often fosters an outmoded elitism that inhibits interest i work. College admis-
(2 sion’s practice involves alumni, facuity, students, and staff in the process of entrance to the college.
Exit from college involves Jarge parties and a small office tucked away on a back street. Thatso *
“many are called “’Placement’’ offices ieads to the belief that their funcpon 's to put people mto
jobs as a shoe manufactu rer puts shoes into boxegs. . ,
Students often appear at a career center to ask about the opportunities that await them. They
_don’t want to be asked about skills. They wdht to be “placed”’ in 1obs dvisors note that under-
Iymg both the history major ’s fear and the computer scientist major’s ptimism is passivity. Students
believe that they will or wrli not be given a job: Often they and the faculty believe that job hunting .
is:a process srmllar to admission to school. You apply in a letter for five jobs—one a *‘safety’’— —get
accepted ‘by three;and accept the one that sounds bast. Disbelief often greets the advisor’s response
' that the job markets don’t work that way. Students are often unprepared for the lessons of career
structuring and job huntmg :

Developmg Effective Career Services I

A career offlce can be an exciting and productive edi'cational center. It can 't be one by
¢ accident. There needs to be accountability, a connection between academic and vocatlonal counsel-
ing. Advisors, parents, students, and alumni need to press for career offices that are in tune with
future career needs and trends and that have a clear calling to teach Students to cope with the
_transition from educatron to work. Communities should be.included in such centers and participate
¢ in the costs and the work. This would bring a healthy mix of people with a variety of backgrounds
"and an abundance of skills to explore _ .

For career centers, the central question—and one that women may avoid—is, “What do you
really want to do?”’ This demands exammatron ‘of skills and can lead to empowerment. Women
. traditionally socialized to be the “second sex’’ (Janeway) are uncomfortable with the question, but
it is the one that counts. ‘‘What is availablewput there?”’ (i.e., ““Where are your lists of available
jobs?’’ What are the facts about occupatlonal fields? Arbelter 1978) is less important than ““What
do ‘you really want to do?”’

. This question can cause unusual depression and anxiety to males who fear that they are
; failing to demonstrate masculine qualities of dssertiveness and dominance (KK omarovsky, 1974).
' ignorance of problems of career choice-and job hunting seems to grow. | must question the assump-
tion of the Arbeiter Study (1978) that the job market works with relative efficiency. As an advisor
" of the credentialed, |-also question that getting another credential is necessarily a sign of intelligence.
' Informatign on jobs is difficult to find. Artificial barriers do abound. Concern about artificial
barriers by employers is not to be confused with commitment.

]
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Career centers would be the appropriate place to support research by graduate students,
taculty, and others on factors in career choice, male and female sex roles, on empowerment, on
ihterventians, on how people get hired. Granovetter (1976) presented important data on getting a
jab in one geographical area. We need-to-know-more. Such centers could press for thorough educa-
tion) and training, remedial work to overcome math anxiety {Tobias;, 1978), physical fitness training,
openmg of skilled.trades, rigorous examination of skills, and could develop allies among men and
women who promote the careers of women.

Many women—tokens especially—take on the responsibility of representing women. Belying
stereotypes, ‘we can become scientific data (Bernard, 1976). This can be fun or it can be an experi-
ence leading to loneliness, flattening of affect,.or rebelliousness. The role can be eased through the
collaboration and cooperation of women in groups.

Although much is sald about the queen-bee who prevents other women from advangcing, little
has been documented about the wonderful suppor* that women-do provide in the burgeoning ’
women’s networks in cities and in o¢cupational fields. In my own transition efforts, men have béen
helpful, some women have not been, but more women have been extraordinarily sUpportive and
effective.

Although men are famous for their networks, these are often unhelpful to men in transition
—especially to men out of work. Dodd's, The Job Hunter, A Diary of a Lost Year (1962), presents
a searing ageount of men avoiding the male job hunter as one diseased and contaglous Recently, a
group ofmenina jOb -hunting workshop in Washington expressed similar experience to me. Women
are generally unsurprised when people have problems in job transitions and accept as real, the.
internal and external problems caused by pervasive sexism. Women'’s networks can be a source of
humane power. ,3

L4

Hel, Wanted ,

+or women to gain an equal place in our society it would be necessary for men to really like
wcrien. They need to act as if they believe that our lives are worthwhile. We can’t do it alone.
Pulling oneself up by the bootstraps is ineffective in our complex world. Unfortunately, women'’s
probleriis tend to be seen as individual rather than as social. Our pswer is further diluted when we
acquiesce to that notion agreeing that it is all up to us and we can do it “if we have what it takes.”

Emphasis on personal self-development skills assessment and self-awareness is useful to us in
breaking down our stereotypes, in strengthening self-respect, and in increasing assertiveness. While
it doesn’t change institutionalized oppression, when | assess my condition, | can begin to redirect
my lifc, | enjoy the power that that gives me. No amount of self-awareness will suffice, however,
when | am denied opportunity for appropriate employment.

With Jessie 3ernard (1976), | would assert that our present situation “has not been an
unqualified success.” It is not wholesome for most of us, but it is worse for women than for men.
To paraphrase an old anti-war slogan, it is not emotionally ‘‘healthy for women or other living

" things.”’
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THE IMPORTANCE OF RESEARCH -
ON TRANSFERABLE SKILLS
TO FEMALE MID-LIFE CAREER CHANGERS

Carol LEliason

Center for Women's Oppertunities
Washlngton D. C

]
i

The National Center is to be épplauded for its leadership in research related td transferability
of skills from the world of the classroom to the world of work as well as its efforts to synthesize the
research done in recent years in the U.S, and abroad regarding the nature of skills that are transfer
able from one dccupational cluster to another.

One of the major contributions of the Natidnal Center to the growing body of reported
research has been the publication of Douglas Sjogren's Occupationally-Transferable Skills and
Characteristics: Review of Literature and Research (March, 1977) and Richard J. Miguel’s Develop-
< ing Skills for Occupational Transferability: Insights Gained From Current Practice (December, 1977

1977) as well as Frank C. Pratzner’s Occupational Adaptability and Transferable Skills {January, .
1978). Their findings are of special |mport to a growing group of researchers who are concentrating
on issues related to projected changes in the Iabor market for females in the 1980's and 1990's.

Alvin Toffler has warned us for a decade of the alarming growth of workers within unneeded
or obsolete job skills. As early as 1969 he warned in Future Shock that the worker entering the
labor market in the 1970's would probably have to change jobs and jow skill areas five to six times
during his/her 20- to 30-year career cycle. He argued in favor of major reassessment of the linkages
between the worlds of work and education. In 1976 his view was seconded by the Committee on
Vocational Education Research ant Development of the National Academy of Sciences: “Because
individuals can expect to shift occupations several times during their working lives, it is important ¢
to design vocational curricula that provide a useful basis for occupational versatility ... vocational
education programs should teach multiple and generalizable skills that will'prepare people better
for mid-career char  s.’ , ,

The findings report: 1 in the National Center for Research in Vocational Education papers
reaffirm the growing body of data that is being generated by researchers elsewhere who are seeking
to document the practicality of a systems approach to transfer of skills from other realms to the
world of the vocational training classroom and directly to the world of work.

]

Systems or targeted efforts are of special importance to those of us concerned with the status
of women<in the !2hor force and several are of note here:

e Project ACCESS (Assessing Competencies Concerned With Employment and School .
Success). Educational Testing Service and the American Association of Community and

e
H
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N Junior Colleges. A three-year research and system development study funded by the
Bureau of Occupational and Adult Education, U.S. Office of Education. The project will
develop and field-test a system to identify and assess the skills that women have acquired
through homemaking, parenting, volunteer work, community service, and other life
experiences. The relevance of these skills for ten occupations and ten vocational educa-
tion programs will be determined. -

. . Py v
- ® Project HAVE Skills. Educational Testing Service. A two-year research and materials
development project funded under the Women’s Educational Equity Act Program. The
project will develop a matrix showing the relationship between homemaking and volun-
teer work competencies and the skills required in a wide variety of paid jobs. Workbooks
to assist women, counselors, and émployers in understanging and using-the matrix will be -
\. ’ “ .

developed.

'»° American Red Cross Project. Washington, D.C. A training program to help agency super-
visors assist volunteers with career and educationai planning, using the "'l Can” publica-.
tion. Supported by a grant front the Fund for the Improvement of Postsecondary Educa-
tion‘ i > . ' ° L] l ' . ’

[

Goucher College, Women’s Management Development Project; Baltimore, Maryland. A
demonstration project, supported by a grant under the Women's Educational Equity Act,
to arrange time-shared placement of women with extensive volunteer experience in intern- -
+ ships for re-entry into business administration positions. - - '

¢ . Northeastern University, Women's Career Program. Boston, Massachusetts. A program,
N * .supported by grants from the Fund for Improvement of Postsecondary Education, to
St @ identify, train, and move women into management and professional positions by engour-
aging employers to include generic competencies as well as traditional credentials in théir
criteria for hiring and prognotion. The Women’s Career Program: A handbook. Boston:
" Author, 1978. (Developed under grants from the Fund for the Improvement of Post-
secondary Education.) , :

Catalyst. Resume preparatibn manual. A step-by-step guide for women. New York: 1976.

® Council of National Organizations.for Adult Education. ’| Can: A tool for assessing
~ skills acquired through volunteer work.”’ New York. ‘

e Ekstrom, R. B., Harris, A. M., and Lockheed, M. E. How to get college credit for what
you have learned as a homemaker and volunteer. Princeton, New Jersey: Educational

- Testing Service, 1977. (Developed under grants from the Fund for the Improvement of

Postsecondary Education.) .

" o Wider Opportunities for Women (WOW). National Directory of Women ‘s Employment
Programs. Washington, D.C.: 1979,

It is an underlying hope of all of these projects to measurably contribute to the upgrading of
the status of American women in the labor market before the close of the century. The current
picture offers some stark contrasts. During the 70's the numbers of females working for pay has
passed the 41.1 million mark. Working women represent 41 percent of the labor force. Labor force
projections estimate 12 million more women will.enter the labor force by 1990-representing one
out of two women over 16 years of age. Unfortunately, through social and educational inequities,
the 1976 median annual earnings of full-time women workers was $8,312—only 60 percent of the
$13,859 male median annual wages. Educational inequities can be directly translated into economic

V
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* consequences. The current medran annual earnings of a female who has completed high school are -
$7,103, those of a male are $12,260. A female who has completed four years of college earns a ,
median annual wage of $10,519, a-male with similar training $17,129, Thus a.female with four
years of collegg is typncallv paid less thaﬁ%a male with a high school diploma.

Though the hews media have headlined recent Vocational and occupatlonal “*firsts,”’ the
majority of women in paid emploympnt are concentrated i in low-paying, sex-stereotyped jobs with

‘ .~ few options for hlgher economic or social rewards: ‘
. Women are: - 98% of all secretaries’ ' , ' '

S .. 94% of all typists X
78% of all clerical workers ¢ )

95% of all private household workers . )

64% of all service workers : .
less than 10% of skilled workers ' :
less than 5% of tep management jobs

Of 441 occupatrons listed in the Census Occupatlonal Classification System, the rnajorlty of women

are found in only 20. Add to this discouraging picture the following: Of all werkers in the U.S. L

who earn between $3,000-$5,000, women account for 63 percent; $5,000-$7,000 women account

for 58 percent; over $15,000, women account for only 5 percent. - ‘

To this demographrc profile one must add several elements which further focus our attention

to the need for systems-wide approaches to the utilization of skills transfer concepts for increasing

female upward economic mobility. The so-called average family (father employed, mother not

employed with ‘two children) ncw describes on/y 7 percent of U.S. families. Mother works to keep

the family frscally afloat. Gone are the ‘‘work for pin money’’ days. There were 56.7 million families

in the U.S. in 1976. 7.7 million were headed by women. One-third of these families were designated

as having income below poverty levuls. .

The family with more than one wage earner has Become a prominent feature o' ‘nost commu-

nities; in nearly half of all husband/wife families, both are wage earners. In Caroline Bird’s recent
study of dual career families, she notes that the female in this type household is increasingly
suffering from not just.role stress but role overload—she has not only assumed more activities

: within one role, but frequently spouse, parent, student, employee and homemaker all at once,
without clear-cut guidelines for career development. . .

The National Center for Research in Vocational Education project’s findings make a strong

- case that transferable skills and characteristics should be among the more important outcomes of
all student learning (Pratzner, 1978). These clearly go beyond the_basic 3 R's generally posed as the
essential task of education. Moreover, teaching for skill transfer and application seems to be an
effective way of teaching the basics (Miguel, 1977).

; -Richard Miguel (1977) has reported many of the insights gained from the project’s review of
selected operating programs in schools and in businesses. Among his important findings was the
observation that few, if any, educators will deny the value of students becorning occupationally
adaptable. Allen Wiant (1977) also reported positive perceptions and attitudes about adaptability
and the transfer of skills among training directors, union representatlves and personnel managers
in a variety of business and jndustrial settings. , N

Key issues to be addressed in planning intervention strategies include:

7
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e What /ob categories are women most typically tranned to perform? What are: the Coe
»  economic consequences? % .

. ]

. PJ L
\. ® What are the most common patterns of Iabar market participation for fe'males? How do
these patterns limit females from upward economic mobnlitv?

@ What are the famrly status issues to be addressed in redressrng vocational education and
" labor force inequities for females?

+ -

o What roles can dnd should vocational educators, employers, and unions pfay in the
continuing search for etucational, social, and economic equity for wonfen?

* o What fools do we now have available to overcome previous inequities? What additional
research and development programs are needéd to assure equity?

[ heartily endorse Graham Herman s practical suggestions and techniques in teachlng for
*learning lransfer (Pratzner. 1978) including:

1. Mastery level learning.of material and/or skill,

2. Recognition of the relevance of the original material or skill to a new situdtion,

. 3 Abrlrty to retrueve'gorugunal material or sklll by leammy retention cues in performance of .
simulated job tasks, and
4. Offer educational growth opportunities that include challenges to succeed or fail against
known stindards with feedback on performance. .

The 1976 Carnegie-funded study of 1166 Community College female students (Euason. 1977)
dramatically underscores the need to improve vocatronal educatron S, commltment to Pratzner’s
and Miguel’s premises.

ln research curreritly being conducted by the staff of project ACCESS (Ekstrom and Eliason,
1979), there appear to be four major obstacles to the recognition of women’s need for access to
intensive counseling and training regardlng the transferakility of skills and aptrtudes throughout

their adult lives. These are: . b
¢
1. Identification C .

- Many women do not recognize that unpaid and non-classroom activities are learning
experiences of value in the classroom or on the job. .

L4

.

2..Articulation i

Employers and educators may not perceive the /inkages between experiential learning
o and the skills and attributes needed to perform on a job or in a vocational training
program.’

4

3. Documentation and Assessmentx .
Appropriate techniques for deterfining and demonstrating the nature and extent of"

experiential learning have not been readily avarlable

4. Financial Feasibility :
Systems and tools developed to facilitate recognition of experiential learning must have
_benefits great enough to offset any cost to the employer or educational institution,

o
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"Projec. ACCESS dddresses all ten of Miguel’s' (1977) positions to the research community .
- in its developmient of a system to |dentlfy and assess the skills acquired by women through home-
making, parentmg, community service, volunteer work, and other lifelong learning experiences *
that will help them to suéceed in ten occupations and in ten vocational education programs. It has
two central goals: first, to facilitate the identification and assessment of job-relevant skills women
have developed through work experiences outside thg paid fabor force; and second, to obtain
increased recognitlon by employers and vocational educators of the transferability of these skills
to ten direct entry -'‘growth”’ occupatlons and to ten vocational training programs in growth

- y potentlal fields mcludlng many in non-traditional fields.

3 &"

Project ACCESS hopes to achieve its goals through the development of a,system wuth four
basic components: . AN

O,

. . 1. A Self-Assessment Gwc'e for adult women returring to work or school.

" 2. Counseling Aids to smooth the transitions between unpaid and paid work. This package
ill include materials for the individual and those who seek to assist her in the work or
‘school setting.

. . . . o J .
- “3. Training Tools to assist women in making careet choices based on the realities of the
labor market projections. Special attention will be given to career choice information or
better-paying growth occupational clusters.

: 4. Assessment instruments and guides to assist employers and vooational admissions per- -
sonnel to determine‘an appropriate match between theewoman'’s personal competencies
*and those required for success in learning a job or in a vocational education program.

The ACCESS system will be field-tested during 1980 and after analysis of-the results and appro- :
priate modlflcatlons, provuslons will be made for its lmplementatlon.
T
in the development of its methodology the project has drawn on the excellent National Center
for Research in Vocational Education research of Miguel and earlier efforts by Altman (1976);
Ekstrom, Harris and Lockheed (1977), and Stolurow (1966a,b) on the psychological and educational
factors involved in the transfefof Iearnmg One of the early tasks was to obtain a hational sample .
survey of women from all socio- economlc backgrounds to determine those applicable’competencies
that they had gamed through lifelong learning experiences to generate a generalized competency list
as well as to develop heightened mslghts into thie breadth and depth of their experiences. Over 100
women were interviewed. Convened in small groups at Displaced Homemakers Centers, Women's
Centers, and Community Coilege Counseling Centers across the country, the sample was multi-racial
* and multi-ethnic. It included both urban and suburhan women, ranging in age from the late 20's to
" thelate 50's who had been full-time homemakers fc - several years and who had made or had peen
forced by circumstances to make a decision to pursue paid emplQyment in the near future.

The women listed tasks they had done as homemakers, parents, volunteers, part-time workers,
and participants in educational and recreational activities. Then they derived the competencies or
skills they had developed from these experiences. Aside from nursing, child care, home maintenance,
and interpersonal skills, many had competencies in administration and organization, electrical and
plumbing repairs, construction, landscaping, gardening and plant care, writing and editing, and
financial management ana cecordkeeping, to mention a faw of the frequently listed areas.

4

L Strategios are needed for redesigning or creatlhg: academic and vocational education curricula; innovative instructional technologies;
. conditions that affect occupational adaptability; skilis require‘d for jobs and skills; monitoring and planning devices to keep track
of acquired skills; counseling techniques; evaluation techniques; assessment instruments; occupationail information documents;

and awareness campaigns. -
L ]
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The Pro;ect ACCESS staff devefo”ped lists of direct- egtry occupations and vocational educat:on
programs that met criteria prespecified by the Bureau of Occupational and Adult Educat:on These
are all in fields for which the Department of ‘Labor predicts a high demand; in addition, half of the
occupants are in fields which have not traditionally accepted large numbers of women.

. / N

The dlrect-entry occupatlons selected by Project ACCESS |nclude photo lab techmcnan
collection worker, bank clerk, insurance claims adjuster, personnel/employee benefits worker,
insulation worker, airline reservatipn agent, homemaker/home health aide, social service-aide, and
floral designer. The vocational education prograims selected will lead to careers as lithographers,
welders, cooks/chefs, library technicians, plumbers, drafters, engineering and science technicians,
credit managers, dispensing opticians, occupational therapy assnstants medical record technicians,
and respiratory therapy workers. ,

Materials descrlbmg each-of these occupations and tralnmg programs were collected, along _
with data on the demand for workers and typical earmngs in numerous American cities. Project
staff members interviewed employees and supervisors or course instructors representing each accu-
pation or program at two separate locations or institutions. They obtalned descriptions of the

cofhpetencies needed for superlor performance in each job or program and for promotion or exemp-

N

tion from required courses. . )

On ’Ehe basis of the interViews with women, employees/supervisors, and instructors, a draft
list of the'’competencies requnred for success in each occupation or program was prepared. These
lists include relevant life experience competencies. These |ists were rated by panels of employees

‘or, indtructors in the occupation or program accerding to how important they perceived each to be
- for superior performance and for advancement. The raters were also invited to add any competen-
cies they felt had been left aut.

- Usmg this data the project staff will create competency profiles for each occupation and a
" set of techniques for assisting women to design personal competency profiles. These will emphasize

o the:r most fully-developed skills and areas of interest and will lead to the creation of a portfolio

documeanting the experiential learning and to the writing of an appropriate resume.

Another component of the system will be a set of guidelines and techniques for facilitating the
adult woman's entry or re-entry into the labor force and for orienting her to the opportunities and
challenges of workigg ina non-tradmonal field.

The second year of the project will be devoted to g field test of the system described above. In
the fall of 1979, a number of existing career counseling and placement assistance centers will be
asked to wor wnth the project staff in selecting women to take part in the field test. These centers,
located in several different urban areas of the United States, will receive materials developed by
Project ACCESS and training in their-use. These centers will supply the project staff with personal
competency profiles of women who appear to be well-matched to the requirements of the occupa-
tions and training programs. Coaperating employers and vocational education programs will also
receive materials and training from the Project ACCESS staff. These will enable them to use the -
personal competency profiles to make the final selection of women for the field test.

in January, 1980 the field test will begin..Approximately 300. women will take part, 200
enrolled in vocational education programs and 100 taking part in on-the-job training. The Project
ACCESS staff will monitor the field test progress throughout the year. Data will be collected to
determine what types of pre-training and supportive counseling the women find most useful, what
barriers they encounter, and what factors seem most important to their succ ss or failure in the job
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or vocational education program. Grades and supervrsocrs ratings will also be obtained to.allow
comparison of these women with other indivituals receiving the same job training or vocational

" education. The knowledge gained through the field test will be used to modify the system desrgn

as needed. - _ SN

By the end of Project ACCESS in 1981, several products will have been developed. These
include techniques for constructing occupational competency and personal competency profiles;
methods of preparing adult women for entry into the labor force, particularly in non-traditional
occupations; pilot data on the transferability of women's life experience learning to paid work in
these ten occupations and the ten vocational edutation programs; and the identification_of factors

- mediating successful and unsuccessful placements. An invitational conference will be held to report

on the development of the system components, the |mplementat|on of the field test, and prelimi-
nary results from the field test.

The goals of the project will have been accomplished if the syste'r_n results in recognition of
the relevance of women’s experiential learning by a larger group of employers and vocational

. educators and assists women to consider a broader range of occupational possibilities.

‘Although only in the ninth month of the study, the research staff already recognizes the
rieed for a continuing federal research commitment to the field of skills transferability, Key i rssues

"4 still to be addressed include but are not limited to tne following:

¢ Conditions that foster and/or |mpede the dévelopment of occupational adaptability and
transfer for persons who are underemployed or whose skills are perceived as obsolete.

‘e Evaluation strategies and tools designed to assess the effects of !2arned sln<ills or
successful job moves.

e Development of strategles and tools for older workers to utilize in anticipation of
retirement or second careers. . , :

The female career changer in mid-years has some special needs that relate to other NCRVE
research priorities. First of all, she frequently needs and wants vocational interest and aptitudes
testing that is free from sex and age biases. Additionally, she needs step-by-step information on
how to apply prior learning to the development of a systematic approach to job.search. For many
midlife career changers, key elements in such job search are the utilization of functional resumes
and the job creation skills described in the NCRVE project final report. Others need tools yet to be
developed including:

¢ A national directory of employers, educational agencies, unions and trade groups that
utilize the concepts of transferable skills in the evaluation of credentials for midlife
career change. .

® An analysis of skills clusters most valued by employ.rs in selecting labor force re-entry
employees. .

e Tools and strategies for overcoming employer biases that create barriers for female mid-
life career changers. ‘ .

Finally, she heeds to learn how to better translate home-learned hobbies, skills, and volunteer
experiences into the role of successful entrepreneur. Although female-owned and -operated
businesses accounted for less than 3 percent of the gross national product in 1977, women are
turning to small business ownership in ever-increasing numbers. A CW()/AACJC research and
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development project for U.S.S.B.A. indicates that female eftreprerieurs are a largely neglected
target population for vocational educators to better serve.

It has been a pleasure to share some of-our research and development concerns with you
today. Perhaps now that you have focused on the related economic and educational research issues
*  surrounding the development of a broader acceptance of Skills Transfer Concepts and Practices,
it will be easier to address the related public pohcy |ssues that have been so Iong neglected. -
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INTRODUCTION

Most men who have advanced to the top of their careers.into management positions .
established goals early and pursued them througheut their adult lives. In so doing, they applied
the concept of skill transfer. 1t may hot have always been done ina structured organized manner,
but the basic elements were still apphed ' ,

Women have not been as. successful in recognizing and applying learned or acquired skills to .
hngher -level posrtnons in their careers for a number of reasons. Some of these are stated below: .

e Barriers based on their sex o ‘
e Lack of self-confidence '

e Not recognizing transferabie skills

e Not setting career goals

° Improper planning and preparatian

‘e .Lack of skill development

Advancing or progressrng within a career requires far more than a refinement of basic skills
required of a'particular profession, because promotions are limited if only tied to how well you
perform one basic task or job. Promotions are made based on the extent of additional functions,
higher-level skills, and responsibilities one must assume in the p rformance of a job. How often

" have you heard people say, ‘| do more work than he does, yet |’'m paid less.”’ The quantity or

quality of work orte does is not the detégmining factor in setting pay (except for'those positions

" where people are paid on a task or piece-rate basis). The individual making this type of statement

has'not yet learned to recognize the differences, overt and covert, in responsibility and increased
skills of people at other levels. : :

Although the kinds 'of tra\(erable skills you can apply in yoyr career progression are endless,
below are listed a few examplej -

e Communication e Organization and Planning e Management and Delegation

* @ Problem Solving ® Financial and Techhical e Attitudinal and Cooperation
e Decision Making  ® Analysisand Assessment e Self-Assessment
" 37
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This paper is addressed to caregr counselors, educators, and affirmative action officers in
hopes that additional light will-be shed on the specific problems and concerns of their women
clients and students in applying skill transferability within their chosen careers. But even more
specifically, this paper is addressed to the woman who is in the lower echelons without benefit of
a professional counselor, in the hope that she can apply these knowledges and concepts to recognize
her highest potential and then to progress toward that level.

This paper will attempt to identify many of the psycholagical, social, and organizational
batriers that women face. Alse, we hope to identify many of the ""need to know'’ skill variables
those at the top have, so the individual will have-an overview of some of the better tools in assessing
her own capabilities and applying them in an action-oriented success plan. The concepts of this

, paper are heavily weighted with 16 years of experience in employment and affirmative action aregs,
rather than relying totally on valid rgsearch ih the field. .

Discrimination and Othe; Barriers o Advancement

Discrimination may or may not be a factor in many cases where advancement for women is
limited. The following five casés illustrate some situations which may or may not have invoived
acts of discriminatidn. . .

Case No. 1. A young woman was employed by the Federal government as a GS-8, Adminis-
trative Assistant. She had an excellent performance record and had rapidly progressed to this point
of her career. She rebelled because she felt she had not been assngned duties consistent with her
grade level. She requested a desk audit. The Classification Specualust made a desk audit and concurred
that she was not performing at the GS-8 Ievel Result: the posmon was abolished and reestablushed .
at the GS-5 Ievel The woman was given a “‘reduction in force'’ notice.

1 o

Case No. 2. A heavily credentialized and respected:female nuclear physicist accepted a
promotion in a new organization. Her supervisor never consulted with her and never permitted her
views to be expressed in meetmgs involving other ¢ollgagues in their field. She couldn’t cope, so

» she resigned.

®
-

Case No. 3. Another woman was sharp in performance and abilities, as well as sharp in her
sexy looks and attire, and attracted a lot of attention from her male colleagues in both areas. But
when mid-level management positions opened up, she was passed over for promotion by males
whose abilities did not exceed hers. .

Case No. 4. A woman with 30 years experience as a newspaper writer accepted a writing
position at more pay. She was given numerous writing assignments. However, after she turned the
-work in, it would be reassigned to another staff member for rewriting. Although frustrated, she
continued to play the charade. Her career advancement came to a screeching halt.

Case No. 5. A young woman with several small children was consistently late for work. She
was an excellent employee with great potential. She had a “valid’’ excuse for being late or absent
—her six-month-old child had a heart problem that required constant medical attention. She was
sole supporter of her family."She was denied the opportunity to work overtime and was never
promoted solely because of her “‘poor’’ time and attendance record.
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After reaqu these actual examples of realdife experlences. one might comment:

"Hey. that sounds like an obvuous case of sex dlscrnmination. Didn’t she know there
is protective legislation?” R

“The same thing happened to a woman | know.”
' . F
""Oh, wow! That fits my situation right to the letter.”” . .

- Even if these situations were acts of discrimination, how many women have the courage to go
through the often costly and excn.ciating experiences of exercising their rights by filing a charge of
discrimination? A woman who is informed and.has learned some of the basic sktlls she needs to
cope could have possibly avoided all of these situations.

How do these examples tie in with skill transfer, or how cou/d these women have been pro-
moted under the circumstances short of filing a charge of discrimination? Hopefully, many of these
questlons wull be answered in the following sections. . - %XJ

But there isa reahty women must facé. She wnll be confronted with numerous barriers as she
attempts to progr‘ess in her career. Maqy of these barriers are organizational barriers t::at most men ,
face. Others are unique to women. It is important to know what these barriers are so you can
recognize them; recognize some of the reasons they exist; but most importantly, so you can learn
the skills necessary, to break through them. Most of these same skills have already been acquired
by women at the top. If you can‘t effectively handle confrontation and problems of this nature,
how can you effectively handle the numerous organuzatlonal problems that top managers face -
day-in and day-out? o

Protective Legislation

The employee who is not protected by either Federal or State legislation or Presidential -
Executive Orders (which have the force of law) prohibiting employment discrimination based on
sex, is the exception to the rule. If you find yourself in one of these small companies excepted by
law that actively practices discrimination, it may be in your best interest to change employers. |f
you are a workmg mother, you should become aware of allowable child-care tax deductions, or.
work for,a progressive employer that permits flexibie or part-time work schedules. In so domg,
however, make certain an alternate work schedule does not interfere with business necessnty in
higher-level positions to which you aspire. ¢

If you feel you've been discriminated against, don‘t be too hasty in making accusations or
filing charges Consult with an Equal Opportunity or Affnrmatwe Action Officer or make inquiries
as to how similarly situated men are affected. There may be a simple solution. But know your
rights and be prepared to exercise them if necessary. There is a considerable amount of case law
being made each day related to sex discrimination. Before filing a charge or bringing the situation
to management’s attentjon, it is helpful to know the outcome of court cases on the same or
srmllar issues. - .
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Undmtanding Psy ho!oglcal Social, and Organizatronal ,
Barriers Based on _ : ‘ .

Itis important to know that most discrimination is not intentional but is frequently based on
the results of learned psychologica!, social, or organizational behaviors. Knowing that the boss
didn’t mean his actions to be discriminatory or otherwise harmful to you does not make his (or her)
actions right, But understanding why the action may have occurred helps you cope or be better-
able to correct the situation. There are certain sex role categories that men and women are supposed
to fit nicely into, ,whlch has been carefully prescribed throughout each man or woman ’s lifetime.

Psychological barrlers are very real even though they are not always recogmzed Self-esteem
and self- confrdence are closely related to achieve motivation. Similar results are reported when
males and females rate themselves in these areas. Psychological research shows that there are very
few documentable psychological differences between the sexes. Yet, the behavior of women trying
to fit the learned role can limit her abilities and opportunities in and b®yond those categoriés. Men
approach a variety of tasks, including new ones, with more confidence than do females. Women do
apply high standards te their work, and they do p.rform well, but they do not predict that they
wijll perform in the future as their current performance indicates. This is a reflection of assumptlons ]
of the femlmne role of dependence, altruism, and sacrifice. ' -

Women often measure their own worth as reflected in the Eyes of others. |f they are not
complimented and told how great they are, they are often left with a sense of ambivalenece about
their own self-worth. The multiple negative effect is that their own lack of conviction of their self-
worth undermlnes thelr self-confidence, maklng them more dependent, passive; and ambivalent.

So the cycle needs to be reversed. If no one else steps forward to pat you on the back you
must learn to develop.your own sense of self-confidence by not only saying, "Mirror, mirror on
the wall, who's the greatest of them all,”’ but through an action-oriented approach Sit down. Set
both pprsonal and career goals. Stick your neck out and reach for new assignments, new responsi-
bllltl new experiences, and if it means advancement, a new jOb

,A social barrier is the expectation that women will behave in a socially appropriate manner.
Most social barriers are based on socral mores and expectatlons rather than deliberately designed
attempts to put and Keep woman “in her place.”’

The assumption that science is a masculine career field continues to resurface throughout all
phases of women'’s academic and professional scientific development. This same assumption also
flows over into other career fields. The result is that women are eften subjected to various patterns
-of social pressures. You may be encouraged to gend your ways and behave like a nice young lady.
Efforts may be aimed at convincing you that you'll get absolutely no support if you persist in your
tom-boyish pursuits. By ignoring you or poking fun at you, people assume you’ll eventually come
to your senses. Or, social pressures of coercion may be directed toward you in the form of physical,
psychological, or emotional harm. Your parents could threaten to disown you or your husband
threaten to leave you. Support is important to our psyche, yet social pressures, when women do not '
act as ‘women’’ and try to invade ‘“‘masculine’” territory, cancontinue to expand throughout the
organization. The degree of confidence a woman has in her own competencies will affect her ability
to cope with pressures.. Back to the mirror. Organizational barriers are a part of the reflections of a
culture that emphasizes expectations and role descriptions differentiated by sex.

“
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The study of science, for example, is considered by persons already in these professions as -
being unsuitable for women based on such assumptions as the necessity of contributing to the
endeavor on a full-time uninterrupted basis. Since wornen may have babies to interrupt their
careers or not he able to always work full-time in a laboratory away from home, the coricept of
women merely %astmg thelr education adds to the rationale for not giving adequate support and
encouragement to the female science student. Confidence in oneself can draw'support in an organi-
zational climate. Expectation of failure can, on the other hand, contribute to the development of
other barriers in the organization. .

What d'oes become apparent, however, is that many women in top positions have learned to
cope. They have developed the self-esteem and self-confidence to overcome these barriers without
self-destructing, while at the same tumgprogressmg in their chosgn career fields.

Know Thy Enemies and Allies

After an individual has'successfully obtained™ job, the real work starts. Holding on to a job,
in some organizations, can be tnore difficult than having acquired it. After learning the ropes of
holding on, a person can then focus on advancement techniques. Much, of what is learned in the .
holding-on stage can work toward potential advancement,

-~ Assuming you have obtained a job in your chosen career field, it is important to remember
that this is merely the starting point. How far you go in your chosen career and how rapidly you
ascend will depend on a number of factors, including not only how well you do your work, but
the positjons or jobs you occupy. Having just entered the work force, you may have a rude awaken-
ing. You may be entering a \otally new world, entrenched with rules and regulations, manuals,
internal policy circulars, p.rsonnel procedures, handbooks interpreting policies relating to clients.
You are likely to be faced with keen competition.

. . L 4

The early work patterns you establish can make a difference in how far you go towar'ds reach-
ing your career goal. Most organizations, public and private, make promotions based on past
performance plus a judgment as to whether or not the individual is considered capable and ready
to take on .additional responsibilities. If you do not demonstrate cooperativeness and the ability
to perform at a higher level of responsibility, you may either be shown to the door, or find yourself
peaking at a mid-career level. Although these basic qromotion standards apply.to both men and
women, women need to pay partncular heed to them since they are more likely tc face barriers
related to their sex as well. Should it ever be necessary to exercise grievance or legal rights, it's
even more important that management not be in a position to justify its failure to promote you.
There are certain skills that are basic to holding on and advancing that must be foliowed. Some of
these include tact, diplomacy, following the rules, or bemg loyal. It is essential to develop a sense of

trustworthiness and compétence.

People who advance in their careers do so because they usually know wherg they want to go,
have confidence that they can get there, prepare themselves to succeed, identify behavior within
, their organization that is rewarded, and win the support of those who can best help them advance.

Situation Assessment

When an individual first starts working, she seldom knows much about the organization or the

" opportunities offered. It is important to fully assess the job situation as noted in the following

situations.
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Req‘uire’ments/of the Job. One of the first moves in a new job is to learn the rules and be
prepared to follow them. If there is a position description, obtain a copy of it. Most organizations
have certain rules or factqrs governing promotion, including educational fequirements, skill require-
ments, experience needed, length 6f service, prior job experlence, and leadership qualities. When
assessing the situation it may become obvious that people glven promotions possess other skills or
attributes not stated in the organizational rules, so it is also wise to try to determine what these
additional qualities are. They may even include unwritten dress codes. They may vary from super-
visor to supervisor, or from organization to orgamzatlo%
Orgamzatlonal Needs. The mission or nature of busmess of.a specific organlzatlon may have v,
limited advancement opportunities in some career areas. In planning a career, it is importantto =
know whether advancement is achievable in-house, or whether it is necessary to move to another
organization to achieve career goals. Along this same line, it is also necessary to know the extent of
such opportunities and the number and skills of others in the area of competition. If competition is
too keen for the limited number of-opportunities available, you may be in the wrong organization;

ldentlflcatlon of Barriers. There are institutiona: barriers that may apply to all employees, ¢
i.e., restrictive qualification requirements, seniority, written tests, or formal education requirements,
‘to mention a few. There may well be additional barriers based on sex. As indicated in the second
section of this paper, sex discrimination and barriers based on sex (psychological, social, and organi-
zational) continue to be prevalent throughout society and the business world. Since most barriers
based on sex are not intentionally devised systems for excluding women from active participation,
even though the result is exclusion, women wishing to advance need to know the extent of such
barriers. Although the past often serves as a poor guide for the future, particularly during a period
of time when career opportunities are |nipr0mng and expandlng for women, an attempt should be
made to ascertain how your career opportunmes may be affected as a woman. Are there other
women in top positions in the organization? I{ so, how did they progress and how well are they
received? Are women primarily segregated into ghetto positions, with limited promotion potential?
There may be those women who are willing to take chances and push their way through the
barriers. If they succeed, other women may well benefit. But the individual should be aware of
such barriers, know what risks may be involved, so that if you wish to take them on, you wnll have
mfarmatlon upon which to base your decisions. R

Communication Networks. Idehtify those pgersons, male or female in the organlzatlon and
outside who can be most beneficial to your career development. Since your supervisor makes
numerous decisions that can either enhance or restrict your career, and makes promotion decisions,
this individual should be on top of your list. Identify co-workers and top officials who are-well
respected in the organization and who can help glve you career breaks such as prestigious assign-

ments, recognitiog), and promotions.

Know Thyself ' »

If you really know yourself and what your needs are and you 've found a position with growth,
exposure, and visibility, you are on the, rlght track To'stay on the track may involve much more
than just doing your job well. A survey of managerial attitudes toward the developmental needs of
women by Martha G. Burrow (1978) cited lack of education, experience, motivation, and limited
career commitment as the major deficiencies of women in relation to organizational needs. Other
deficiencies heading the list included gaps in technical financial knowledge, hiring and promotion
practices, deficiencies in qualities and skills, and lack of confidence and attitude toward self.
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In this section of the paper, an assessment should be made of the organization you arg in
to identify success factors of those who had moved up. You -may find that most of them have many
of the following characteristics: ' o

<

Self Motivation d o
Emotional Maturity ' .

Common Sense and Good Judgment

People Sensitivity .

Inquiring Minds

Intelligence . “ '
Integrity ‘ - & ' o

\
So, in making a self-analysis, search through your life experiences: compare your skills and
attributes with those of others (both peers and superiors); do you have the characteristics noted
above of many successful managers?; are you deficient in any of these areas? Be realistic. |f you
really don’t know what Mr. Jones does or what authorities and responsibilities he has, how can
you compare your current skills and abilities to his? 1f you have concluded that *’He dossn’t do
anything but sit around and give orders," you may still have a lot of basics to learn.
Few basketball players make good coaches without additional preparation,_training, and
experience beyond playing their position. A coach has to know every player’s role; their strengths;
their weaknesses; how these strengths can-best be utilized in a team effort; develop strategies; be
able to make momentary decisions in the heat of a gate; plus deal with the individual personalities

¥

that must be pulled together for team success:
Think again. Does Mr. Jories just' sit arou{ld and gi\;e orders?’ »

Self-analysis is a core element in advancement considerations. Not only is it important to *
know and identify skills you already have, but it is important to be able to categorize your skills
and attributes in written form and to convince selling, hiring, or promotion officials that these
skills set you a notch above other, candidates, many 6f whom have the same experiences as you.

One mistake many federal employees make is in not updating the applications that are main-
tained in their official personnel folders. Some federal agencies request an application and perfor-
mance evaluation when you apply for promotion; others use official personnel folders. Since
minimum qualification determinations are made from these records and then a rating panel ranks
you based on these records, you can disqualify yourself by not keeping them up-to-date. Recent
“training and experiences are often omitted. - .

Most people prepare deficient resumes in terms of skill identification. One of the major differ-
ences by sex is that men talk about accomplishments but women about tasks. Many women must
assume that the reader knows what they do based on their title, and give brief, nondescript state-
ments. Others state their job duties from their position descriptions. Not only is it dull reading, it
says nothing about what you do, how well you do it, or your ability to/assume additional responsi-
bilities. A review of numerous resumes clearly points out that many women are not good at assessing
their skills. Remember to fook beyond the task to the skills you have that permit you to perform
this task better than dthers.

N



* Organize Thyself . . _

Hopefully by now you know where you want to go, what skllls you already possess that can

be transferred toward reaching that goal, and skills others have who are already there; and you have -

identified many of the barriers that may impede your progress. You should have also identified
alternative paths others have followed. You've identified personal attributes of those who are there.
You've identified key respected people whose acgvice or recommendations car: give you needed
exposure. Carefully lay out a plan showing where you are now, and alternate paths to take you to

- your goal. Identrfy skills you will need each step of the way, and how you will obtain them (on-the-
job training, seminars, research, classroom, special assignments, etc.). Set time frames for accom-
plishing every action item in your developmental plan, then work on it. On a continuing basis it is
necessary to step back and reevaluate your position to determine whether or not goals need to be
reestablished; whether Yyou gave proper recognition to your attributes, abilities, skills; whether-the
career path you chose is the proper one. Essentially what is needed is to go back to the starting
point and go through the entire cycle of situation analysis, self-analysls etc., and niake any
necessary modifications. ‘ .

The job market situation may have changed. Your perspectwe of who you are and where you
want to go may héive changed based on new experiences and skills acquired. Not everyone can be a
top-level manager. Did you over-estimate your capabilities? Are you having difficulty in acquiring
all the skills you need? If so, why? Throughout your working life you will need to go back through
this entire process. |f you reach your objective, what then? Are you beginning to slide because of
lack of interest or obsolete skills? |f you don’t continually reassess your situation and update your
skills you may find the progression is a downward-spiral., : . B}

L4

Summary U

Although the approaches éuggested in this paper may appear to be over-simplified and lacking
precise detail, no single known source can tell you what exact trangferable skills are needed in a
partacular situation to enable you to advance in your career. There are too many variables to
. consider in any given situation. When you add into the equation some of the unknown variables
such as the ever-changing écondmic sntuatnon, changing labor market patterns, and the potential
results of mechanization, the identification and actualizatidn of developing and utilizing transfer-

able skills makes the problem become more difficult to solve.

To assist women in planning and identifying the most impottant barriers to career advancement
that are both common to men and unique to her, the following recommendations are made:

e Future research and development is necessary that is more responsive to women's needs
in the-applications of transferable skills to assist her in advancing or progressmg in her
career field.

o More organizations and schools need to institutionalize careér counseling programs that
include a special emphasis in dealing with special problems unique to women.

‘° Teache‘r’s, counselors, and other users of career counseling tools need to be better
equipped in knowledge and innoyative techniques to better enable them to serve their
_female clients.

e Self-help materials need to be developed for the woman who believes in the do-it-
“yourself concept, but needs expert knowledge and guidance.
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- @ An all-out attack by organizations, their Affi;métive Action ‘staffs, and the carriersand
perpetuators of artificial barriefs should be made to eliminate all non-job-related barriers’
that stand in the way of women advancing to their highest potential.

e All oréanizations need to specifically recruit women from both in-house and other
sources for their management training programs. And women should be more highly
utilized as resources in identifying other women as potential managers.

e Promotion systems should be developed and formalized for makmg advancement
decisions based solely on an objective assessment of the relative job qualifications of all
- interested employees. This would reduce the mfluence of personal bias and other

non-job-related factors. - . . . AN
Va S

e All training sessions shoulg,inefu/de both sexes, particularly those which address barries
to women. Men not-enty need to know specifically what these barriers are and how they
impact on women, but also the legal consequences if they perpetuate.

]
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; ' " MOBILITY AJONG WOMEN ' °
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INTRODUCTION i

“
l

| | am delighted to be here today to discuss with you occupational adaptabnllty and moblltty

" This topic itself, | believe, points to- the fact that women are making progress. Even yp to a decade

ago we seemed stuck on the question of whether or not women should work for pay outside the
home, and the effects their working would have on children, husbands, family life, and all the
unpaid services they performed as c0mmun|ty volunteers. During the last decade we have placed |
greatest emphasis, and rightly so; on overcoming barriers and |mped|ments to educational and jOb
access. Today we are talking about mobility within the job market. This is movement. | foresee
some future symposia such as this focused on pregr;ancy and truck driving, or ulcers and the
managerial woman. Then I'll know we have really achleved equity. N

4 find myself in the enviable but awkward posmon of havmg two perspectlves on moblllty
rather than one. The first of these is the acgdemic approach, i.e., what do we know from the avail-
able research Iiterature', mainly statistical, about career mobility and its relationship to transfer
skills? A second perspective has developed out of my personal experience of occupational and.
upward mobility in the several large governmental and private sector organizations in which I've
worked over the last 20 years. | have yet to integrate, these two views satisfactorily and therefore
look forward to the discussion this afternoon to do so. | would like to begin by highlighting the
academic 'qe’rspective and then take up the ideas developed as a participant observer.

The focus of this inquiry is women in the labor force who are mobile—occupationally,
upwardly, and geographically. To understand mobility is of critical importance. Most of the over

"+ 40 million women who are riow working in the United States are occupationally segregated. That

is, they are concentrated in relatively few occupations and these occupations are characterized by
both low wages and limited opportunity for upward mobility.Low wages may in fact be a result of
their occupational segregation. Women are occupationally segregated because they are victimized
by overt and covert discrimination, the latter sometimes unintentional, and by socialization prac
tices that impose a self-limitation on educational and career opportunities.

Through increased awareness, we.may begin to - <e poﬂsitive steps to foster greater mobility
among employed women. Understanding mobility, and the skills associated with it, is also
important for women who, for family reasons, have taken part-time, secondary labor market, or
otherwise less responsible jobs, and are ready to move.into other, or more significant, positions.
Aggressively pursuing this goal will enable women as individuals and as a group to enhance their
occupational statys and enable the labor force to take better advantage of their diverse capabilities.

o1
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This inquiry is organized. around the following 'queStions

e What is the status or character of women'’s mobllrty? How many women are mobile?
How mudh of women's mobility is upward, downward-or horizontal?

¢ Who changes occupations? |s it possnble to disyhguish occupationally mobile women
from non-mobile women? Are there personalCharacteristics, educational or training
experiences, certain sectors of the economy, or the type of occupation a woman has
that relate to greater or lesser mobility? a .

)

® Why do women change occupatlons? Are there factors, both external and internal, to
women that tend to precipitate an ‘occupational shift? « . .

¢ What facllltates and inhibits occupational mobility? Are some individuals more ddaptable? -

' Do these individuals have particular skills, attitudes or knowledge that make them more
mobile? What outside factors impede or contribute to occupatlonal adaptability and

‘ therefore moblnty?

¢ What are the |mphcat|ons of the-above concerns for further research, policy, and program
development? :

Before attempting to answer these questions, | would like to say a brief word about the '
difficulty in measuring occupatronai mobility and to note the studies to which | have turned for
data. Occupational mobility is an understudied phenomenon of labor-market behavior because it
* requires longitudinal data identifying labor force status over time. Even less studled is the occupa
* tional mobility of women, due to viomen’s historic social role and paosition i the labor market
Studying mobility is also expensive since a large sample is needed to provide reliable information
by sex, age, ethnicity, and detailed occupational title. The National Longltudinal Surveys (NLS),
sometimes called the Parnes Study, are the data upon which I’ll rely most heavily. These data are .
the most extensive national data avallable on women's occupational and employment experlence.
One of the five NLS populatlon subsets currently being studied are women who were 30 to 44 years
of age in 1967. This particular age group was $elected originally .in order to examine problems
associated with re-entry into the labor force after children are in school or grown. Initial interviews
of a national probabllltv sample of over 5,000 women were held-in 1967, Addltlonal mail surveys
or interviews occurred in 1968, 1989, 1971, and 1972. Subsequent mail surveys or interviews have
taken place. Four volumes of comprehensive reports have been publiished on these data entitled-
Dual.Careers. However, the last of these comprehensive reports, published in 19785; is based only
upon the surveys of women through 1972.! One of the constraints in using these data are their age
and the'short.”’time span"’ of the longitudinal data available. This latter problem _is slightly offset
by retrospective data collected in the initial interview. A second major data set is.the 1970 popula-
tion census. These data are also retrospective in that respondents in 1970 were asked to report *
information not only on their current labor force status but also on their work and occupatlonal
status in 1965.

S - What Is the Status or Character of Women's Mooility?'

Data from the 1970 census reveal a striking amount of occupational mobility among workers
in the U.S. For most Americans the time of working in a ringle occupation and then retiring appears
to be over. Nearly one-third (32.3 percent) of all workers employed in 1965 fransferred to a
different occupational title by 1970.'Occupational mobility of women, howeéver, was somewhat
Iess than for men (27.2 percent versus 34.6 percept). .

Dlxre Sommers and Alan Eck ‘Occtipational Mobuhty in the American Labor Force,” Monthly Labor Rowew Vol. 100, No. 1,
January 1977.
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Data from the NLS confirm the substantial amount of movement that takes place between
home and the labor market, and within the labor market, from the time women begin their first
job to the job they had in 1967. Among 30- to 44-year-old women who were or had been marrjed
(ever-married), 73 percent were in a different three-digit occupation and nearly 50 percent were in
a different occupational group. They were also geographically mobile. Nearly 50 percent had
moved to a different commumty from where they had their longest job between school and
marrlage. , '

‘One might assume that all this movement represents upward. mobility. In fact, white women,

Pn an average, have expérienced almost no Upward mobility between first job and subsequent jobs
held in 1967 and 1971. More married women héave moved downward than have moved upward
occupationally. The work histories of ever-married women reveal a considerable volume of move-
ment between white collar, blue coltar, and non- -domestic service jobs. 1t appears that the expansion
- of clerical and sales positions,.many of which have distinct work-schedule advantages, have induced .
many professicnal and technical women to take such'positions later in life. Another interpretation
might be that work interruptions for family reasons have caused women's skills to become obsolete
and they are unable to compete with more recent graduates for these posmons. ‘At the same time,
a rather substantial number of women in the NLS survey who started in clerical and sales posmons
subsequently moved to blue coliar and non-domestic service jobs. Shea (1970) has interpreted this ,
~ pattern of downward mobility to be the result of extensive periods of absence from the labor force

and to inadequate education. There are differences between white and black women with respect
to ability. Black women have been less geographically mobile than have white women. Black
women were ' slightly downwardly mobile between first job and job held in 1967. However, Rosen-
feld (1978) reports that when she compared initial job with the job held in 1971, black women
showed small gains in status. In any case the net effect for both white and black women has. been to
leave them in approximately the séme relative position as when they entered the labor force.

With increased interest in moving more women into male-intensive occupatlons it is particu-
larly :mportant to examine the relationship between occupational mobility and non-traditional
occupations. Jusenius (1975) found that while movement away from traditionally female occupa-
tions was very limited, more white women in the NLS sample than black women moved out of
traditionally female occupations over the 1967-1971 period. Black women, on the other hand,
tended to move into typically female-intensive occupations. The proportion of white women in
atypical jobs increased by 4 percent and the proportion of black women decreased by 3 percent.
Women who tend to move into atypical occupations were primarily women with 12, or fewer years
of education. Among more highly.educated women, the movement into atypical occupations was
modest. This trend is not surprising considering that women with more education tend to have some ~.
specialize J training which may make them less willing to change jobs. Jusenius also argues that less
educated women tend . hold jobs that require less skill and as a result transferability among these
jobs is relatively great. The jobs held by women with more education require more specialized skills
and thus there is less transferability between them. She illustrates that it is easier for a waitress to
become a drill press operator than for a registered nurse to become a pharmacist. She interprets the
decline of black women holding atypical jobs to be a result of their having less attractive atypical
jobs (e.g., farm laborer) and the recent availability of more attractive typical jobs, especially in the
clerical service occupations. For this time period it appears that a reduction of racial barriers for
black women has had greater impact than any reduction of sex barriers. :

The NLS sample showed there were economic benefits to women holding atypical jobs. For
black and white women, both in 1967 and 1971, the earnings for women in atypical jobs were
higher than for women holding typical jobs. For example, white women holding atypical jobs
earned about 50 cents more per hour both years. than women in typical jobs, .

¢
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The relationship between typical, atypical and average increases in earnlngs were more com-
. plex. White women with 11 years or less of education holding typical jobs in both, years experienced
higher rates of increase (44 percent) than ' women holding atypical jobs. However, among high '
school graduates, a greater average wage increase (52 percent) occurred for women in atypical jobs
in both years. Finally, both black and white women who moved from atypical.into typical jobs
experienced-the smallest wage gains while their counterparts who moved from typlcal to atyplcal
.jpbs had larger gains in wages. . _ G '
Finally, work in atypical jobs does not automatically |ncrease job satisfaction. For non- hngh
. school completers, greater satisfaction was obtained from moving.into typical jobs. Satisfaction
g was reversed for high school graduates who showed greater satisfaction with atypical jobs.

’ -

. Who Changes Occupations?

Among both women and men the highest proportion of mobile workers is found in the
youngest age group and then it declines -teadily with increasing age. Of women ages 16-19 in 1965,
37.6 percent transferred to a different occupation by 1970, while only 12.0 percent of women over -
the age of 60 transferred to a different title. The corresponding figures for men are 57.6 and 11.9
percent, illustrating even greater movement amorig young men than among young women.

It is extremely difficult to untangle effégts on career begmnihgs of educatlonal achievement,
formative influences, and the pattern of laborldemand. Nevertheless, Shea found that educational
attainment, in terms of years and types of prepjration, was highly predictive of'a woman’s career
chances. Both black and white women with les than nine years of schooling enter a much different ,
set of occupations than women with 16 or more\years of schooling or over, begin their initial jobs
at lower levels than white women with comparabl cation and training. Larger numbers of black
women held initial jobs in farm-and service occupatlons Proportionately. fewer black women than
white women, through the 1960’s, had training in typing and shorthand Thus fewer moved into
the clertcal and sales fields.

The rate of occupatlonal mobility also varies somewhat by occupational group. Comparing
“occupatlons Held in 1965 with those held jn 1970, Sommers and Eck found that the highest rates
of female mobility occurred for non-farm laborers (36.0 percent), farmers (29.7 percent),-transport
operatives (26.7), and managers (25.7 percent). The lowest transfer rates were for professionals

- (17.2 percent), and workers in private households (18.0 percent) and services {(21.7 percent).
Human capital theory may help explain why both women with the most and the feast education
have the lowest transfer rates. Professionals are likely to have the largest investment in terms of
education and training and are thus more likely to remain in the occupationr for which they trained.
Workers in private households and services who have the least investment in education and training
may have low transfer rates because they have fewer skills and thus less opportunity for occupational
mobility. '

The NLS sample showed similar trends for professionals, but seemingly contradictory evidence
for women in domestic service. For ever-married women, three-fourths of those who began as
professional or technical workers, three-fifths of those who were in the clerical group, and nearly
half of those who initially began ‘as blue-collar workers remained in the same occupational category.
in contrast only one-fifth of white women who began in domestic service or sales, and less than a
third of farm workers remained in the same broad occupational category.
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Following interoccupational transfer is extremely interesting. One such transfer that is
particularly worth noting for our purposes is that white ever-married women who began as
professional or technical workers have moved into every occupational group except domestic
services, though only 6 percent have moved completely out of white collar occupations. Half of
the movement from professional and technical occupations hus been to clerical positions. At the
other extreme. more than half of ever-married white women who began in domestic service have
moved into blue collar and nondomestic serice occupations. None moved into professional or

~ technical occupations and only 1 percent moved into sales. «

There were several striking differences-between white and black occupational transfers. For
example, ever-married blacks who began in clerical occupations were more likely than their white
counterparts to move into biue collar work (23 percent'versus 8 percent). Blacks who began in

* domestic service were four times more likely than whites to remain in that category, while substan-

tial numbers of black women in blue collar, nondomestic service, and farm wbrk moved into
domestic service. Finally, it is worth roting that contrary to white women, more black women

moved into clerical occupations than moved out, although white women are still over twice as
likely to be in clericgl occupations than their black counterparts.

. . _ Why }Do Women Change Occupation;?

This question is clearly the most difficult to answer from other than anecdotal information.
There are not only a varjety of reasons why individuals change occupations, but undoubtedly each
occupational change involves more than one reason. Also for any individual woman the reasons for
seeking an occupational change may differ as both personal and external factors change throughout
her work life. '

Perhaps the most important reason for occupational change is seeking an increase or decrease
in responsibility and usually salary, which is tied-to family circumstances. As family responsibilities
grow, some women seek less demanding work in-terms of both time and responsibility. As children
age and leave home, women ‘often want to assume more challenging positions often accompanied
by greater monetary return,

-

tew

There are other reasons for occupational change that-are more similar to reasons given by men.
Generally both women and men are taking a hard look at their careers as they enter their midlife
years (Levinson and Sheehy, 1976) and déciding they don’t like what they see. Some individyals
seem to just want a change of scenery or pace, others want out of a dead-end job, and some just
want to work for a different-sized organization. One prominent Washington area psychologist
reports he has seen an increasing number ‘of people who have worked in large organizations, particu-
larly the government, who now want to work in a small organization. He states, “They are grasping €
for more responsibilities. So many are unable to'identify their contribution because of the size of
the organization. They want to get into a situation where they can put thejr hands on the results. -
More people are saying that if there is no progress on the job and no feeling of contribution, then
it's time to move on."’? ' —

What Facilitates and Inhibits Occupational Mobility?

There are a variety of factors refated to occupational mobility. Among the most important are
a set of age and sex linked factors including family responsibility, formal and subsequent education

.and training, the quality. of employment expefience, type of occupation held, and the pattern and

1 Bart Barnes, “New Careers,”” Washington Post., Thursday, June 7, 1979.
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<iming of employment interruptions. Many of these same variables also affect upward mobility.
For example, educational attainment, specific skill training outside of school and goad health are

all positively associated with upward movement. . ~

One set of characteristics inhibiting mobility is associated with age. As mentioned earlizr,
young workers in contrast to older workers move with greater frequency from one occupation to
- another, They have, compared to older workers, less personal attachment to a career, seniority
. rights, and investments i experience, training, capital and retirement plans. .

As noted earlier, the amount of-occupational mobility by men is greater than for women.
Rosenfeld found that differing lifetime patterns of work is important in explaining upward
mobility. Women more often than men are employed intermittently over their work lives. Less
continuous employment results in less on-the-job experience, and other human capital investments.
It also provides fewer opportunities to-move into higher positions within the occupational structure
since research on how people learn about jobs suggests that people in the work force are more likely
than people outside to learn about vacancies at higher levels. Woemen's higher rates of unemploy-
ment would also contribute to the lack of job vacancy information and therefore decrease their .
chances for upward mobility. There is also evidence that women whdse employment is continuous,
and thus more similar to men’s, have moved farther from their initial job. than 'women with dis-
continuous histories at an age when the latter are returning to relatively continuous employment.
The NLS sample also showed that women who were absent from the labor force for extensive
periods of time were more likely to be downwardly mobile and less likely than their counterparts
with more continuous. labor market histories to be in the same occupations. Rosenfeld found that
the average whiteswwomen in the NLS sample who had been employed at least half a year for 55
percent of the years between initial employment and the 1967 survey, moved up the socio-economic

. scale 4.2 status points. Timing of employment appears also important to upward status mobility.
Here she found that it appears to pay for a white woman to spend ore time in the labor force
when many women leave for family responsibilities. It is important to note that for black women
employment continuity is less important to upward mqbility. For black women, education, train-
ing, and early occupational level art the only factors which predict occupatianal status. The reason
lies in the typical jobs held by black women of that age group which require relatively littleskill.
Thus continued employment in jobs requiring few skills to begin with does not increase one’s skills.

Number of children and birth interval between children may also be impediments'to upward
mobility. However, thése negative effects are largely mediated through women's employment

_histories. Greater family responsibilities decrease the probability that women will be employed and
' the time and energy.they may be willing to devote to a career. For example, for white women only,
it was found that for each additional' dependent a woman had, she experienced a slight decrease in
status from her first job. However, this decrease is far less important than the effects of women'’s
education and training. Years of education and other formal training positivety affects upward
mobility. Research shows that white women obtain slightly greater returns from education than
other training, while black women get somewhat greater returns from other training. This phenom-
enon, however, may again reflect the different types of occupations white and black'women tend
to hold. White women are more heavily concentrated in white collar occupations (62 percent),
especially, clerical jobs (36 percent), while black women tend to be in service and blue collar occu-
pations (69 percent). White women's concentration in female-intensive white collar occupations is a
result of the fact that they are more likely than black women to have professional, managerial,
clerical or general training. This training, however, is perhaps more useful in helping them gain entry
into the typically female-intensive occupations they hold than for moving up in them, since these
occupations tend to offer only short career ladders.
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With regan to geographic and occupational mobility, Shea found that there Was'a fairly
clear and consistegt relgtionship between the two. Women who have been geographically immobile
are more likely to have remained in the same specific three-digit occupation and less likely to have
been upwardly or downwardly mobile occupationally. This has been particularly true for black
women. Ovar a third of the immobile black women from tiie NLS sample have remained in the
same specific occupation between first and current jobs, but this was the case of only 17 percent
who had moved to a different labor market area. Geographically mobile black women, like their
white counterparts, have beeh both more upwardly and downwardly mobile than less geographi-
cally mobile black women. Shea also found some evidence, although the sample was small, that
both black and white women in the professional-technical and managerial categories suffer most
in terms of occupational status when they move geographically. Almost one-third of the mobiie
but only 14 percent of the immobile whites from these occupations moved down the occupational
scale by 15 points or more. Th¥s appears at first to be counterintuitive, especially when compared
to men. However, it is consistent with the view that married women more frequently sacrifice their
careers in favor of their husbands’ when the latter n;ové to take a better job.

In 1973 Roderick and Davis published an analysis of interfirm mobility between 1967 and
1969 for the NLS sample.3 They found that for women employed during all three survey years,
slightly over one-fifth of the white and just over one-fourth of the black women were with different . .
employers in 1969 than in 1967. For white women, interfirm mobility did not vary substantially
by major occupational group except in the case of nondomestic service workers who were much
more likely (34 percent) to have changed employers during the three-year period. ¢

The slightly higher rdte of increase in the interfirm mobility of black women is largely due to
the substantial number of women in domestic service who changed employers (66 percent). Of
note also is the finding that black women in professional and technical ocgupations were highly
immobile in comparison to their white counterparts (4 percent versus 23 percent). Roderick and
Davis suggest that both discrimipation and the fact that a substantial proportion of black profes-
sional women are in teaching account for this difference. '

A labor force axiom has been that the probability of switching employers declines as-the
length of service with the employer increases. This maxim held true for the NLS sample of both
white and black women. Among white women, 40 percent who had been in their 1867 jobs for
less than one year had changed employers by 1969. For those with on: to two years of service .
the proportion was 31 percent and for three or more, years only 14 percent. The comparable
figures for black women were 39, 32, and 22 percent, respectively.

Wages were also found to be a factor in interfirm mobiljty. Wage and salary workers with low
pay were more likely than higher paid workers to change jobs between 1967 anc 1969. This was
true for both whites and blacks.

Roderick and Davis also found, not surprisingly, that job satisfaction was strongly related to
interfirm movement between 1967 and 1969. Both black and white women who expressed more
dissatisfaction with their jobs in 1967 were more likely to have changed jobs by 1969. Among
whitas, 34 percent of the dissatisfied made moves, while only 20 percent of those who liked their
jobs very much moved. The comparable figures for black wumen were 50 percent and 21 percent.
Finally, changes in marital status, especially for whites, were also positively associated ‘with inter-
firm mobility. For white women, 35 percent of those who changed their marital status moved to
another firm, whereas only 21 percent of those married and 24 percent of those unmarried made
interfirm changes. For black women the figures were sinﬁwilar, though less pronounced: 32, 26 and

28 percent, respectively. - o

3 Roger D. Roderick and Joseph M. Dawis, "Changes in Job Status,” Dual Careers 2. Washington, D.C.: U.S. Department of Labor, 1973.
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- : . What Are the Implications of These Findings
! for Policy, Ressarch and Program Development?

The major reason for attempting to foster gréater occupational mobility among women is to
allow women and the nation’to make greater use of their varied skills and abilities. The sex of an
individual still predicts enroliment in most specialized educational and training programs and an
individual’s subsequent occupation. We have found over the decade of the 1880's and into the
early 1970’s that despite a large volume occupational mobility there was very little change in the
percentage of women by occupation. Women are moving around, but not up and certainly not out.,
Women continue to crowd the predominantly female occup.tions—clerical, service, teaching, and
nursing—which probably results, as was mentioned earlier, in lower rates of pay. From the data

available it would appear that an increase in the overall amount of female occupational mobility

'were more dispersed than at present. It is important to Keep in mind, however, that increasing

occupational mobility by itself is no panacea tp achieving greater occupational equity. In fact,

" fostering occiipational mobility will be expenslve and as an equity strategy may be less effective

and more costly than early interventions at the junior and senior high school and college levels or
than providing increased funding to support discrimination cases and sucl enforcement agencies as
HEW'’s Office of Civil Rights. . .

*

-

How To Do it? _
Preparing or otherwise fostering women'’s occupatlonal mobility is probably not very different
analytically 'and programmatically from preparing men for occupational mobility. In other words,
the personal attributes, skills, and strategies that foster mobility aré probably fairly similar for men
and women as a whole. .

How then can mobility be fostered? This requires attention to at least three related issues.
First we must recognize that there are barriers to mobility that are not irrelevant. Upward mobility
is limited by the occupational pyramid. There will always be fewer jobs at the apex than at the
base. Except perhaps for presidential commissions and committees | know of no organizations that
are larger at the top than at the bottom. This suggests we must approach upward mobility with
realism.

Other barriers to mobjlity are the personal, social, and economic attrlbutes that are relevant

" to one's success in the labor force. To state the obvious, Einstein, Sills, and Borg have something

we do'not have. In addition, personal conditions,may sérve to limit mobility, such as the’ |nd|wdual '
who has a serious handicap.

There are also the intractable features of the occupational system in which we work. Take, for
example, the career ladders of certain occupations in various job settings. Many jobs occupied by
women—secretary, nurse, domestic worker—have short career ladders. For example, itis rare for a
secretary in a university to rise through the professonal ranks, for the nurse in a hospital to become
head of surgery, or for the Sergeant -at-Arms in the Senate to become a Senator. Within each of
‘these occupations and settings a unique set of entrance and promotion characteristics are in opera-
tion. They are not easily hent. ever. tor ti.e worthy goal of affirmative action.

The second of the three issues that must be addressed if we are to foster mobility is the
question of means. If we assume that mobility is not an automatic escalator, then women have to
recognize and have the means and motivation to seize an opportunity. Several factors seem critical.
The most obvious one is that women must have a strong initial education and training base. The day
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of putting “hubby’’ through college and graduate school at the expense of the wife’s education

and future career is over, or is it? It is very clear from research that educational attainment is the
single mast important variable related to the occupational level of one’s first job and further .
upward mobility in the occupational hierarchy. Women must have at least the minimal specific N
skill requnrements for the job they seek. | am to some degree reluctant to wholeheartedly endorse
extensive retrat\nmg for women, except in theobvious cases of professional education and training
in the crafts. Tosame extent women may conclude too quickly that what they need to geta

better job"is a second and third degree when, for example, on-the-job experience might be better
preparation. Motivation i$ equally important. An individual who for a variety of reaséns does not -
want to or cannot, for some reason, change occupatlons e.g., avocational interests, famlly, fear of
failing, etc., will probably not be successful in doing it. : ) :

Thirdly, a woman who is cognizant of the barriers to mobility and has the means and rkﬁotiva-
tion toseize an opportunity, must be aware of her own skills and attributes, and have sufficient
knowledge of the work place to develop an ‘advancement strategy. In other words, women must - -
understand the particular variables—personal, educational, and work- -related—they have control
over and be able to develop and |mplement a plan to use them for the purposes of occupatlonal
and upward mobility. .

"Let's look briefly at the skills, attributes and.knowledge that might be used to develop a .
mobility strategy. To date, the recent transferable skills literature has stressed the usefulness of
academic competencies, e.g., communication, computational, thinking, and learning skills, While | -
believe these skills may be important, they do not seem either tn explain sufficiently the reasons
for the mobility I've observed on the job or to be the most powerful strategies uvailable to women.
| have found, having been employed in a large gove’rnmental organization, that there are some
other variables—personal att¥butes and attutudea—»that appear to be very important. These are (like
itor not): ; i

—
~.

" e Assertiveness. Assertiveness—defending or maintaining one’s rights—could lead people
to ask for and demand higher wages and to look for jobs and set time limits on the jobs
they take.

® The Girl Scout Attitudes. Loyalty (espec’ially to one's boss), perseverance (hanging in '
there), hard work (workaholism), punctuality, and dependability are some adaptatlon
techniques that could explain mobility. .

® Attaching Oneself to a Rising Star. This capability for tandem, occupational achieve-
ment is the positive mterpretatlon of what my colleague Jean Lipman-Biumen terms
"Vicarious achieverment.”’

e Pygmalion in the Work Place. Wlllmgness and ability to adapt to the occupational
environment.

g
e

® Attractiveness. This could include internal and/or external attractiveness.

e The “Old Gal”” Network. Unique accessibility or connectedness to the occupational or
political structure, through family, friends, or financial resources. (Nationally this was
demonstrated by Carter’s recent choice of Linda Robb for Chanrperson of the President’s
Advisory Commnttee for Women.)
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These personal attributes and attitudes are to a great extent not. chmces. Forexample, .
becoming more assertive is not a.strategy that can be adopted for all women. To the extent to
which these parsonal attributes are not medifiable, we must return to skills primarily learned
throuah education, training, and related services..Since | have already discussed the importance .
of academic and vocational competencies and credentials, | would briefly like to mention some
often overlooked skills, job finding or job search skills, that are extremely important to ore’s first,
and subsequent employment. In an excellent paper, a colleague of mine, Bob Wegmann, presents a
strong case that job-finding is a learnable skill. After carefully reviewing a number of job search
programs (several having contrei groups), he identifies a number of successful program elements
and particular job search skills. For.example, one of them is recognition that there is a gtatistical
element in job-finding: *‘the more attempts to get interviews, the meore interviews obtained; the

_more interviews obtained, the greater the probability that-at least one of them will result in,a job

offer.”” Wegmann argues that having and utilizing these skills, while né panagea for unemployment,
can substantially reduce for many people frictional unemplonent ’

Finally, we come.to the usefulness of knowledge about the structu re and characteristics of
different occupations and ]Ob settings. There are literally thousands of books on this topic. What
is important for our purpose is that one must be aware of and plan one’s mobility strategy to fit
the features and characteristics of the occupation and work organization that are relevant. Let mg
illustrate with one system feature that is mobility related. This is performance standards. Where
there is consensus on what successful performancesis and where performance standards are easily
measured, then mobility may be based more on objective competencies than personal attributes
and advancement skills. Vague pe??ormance standards, on the other hand, probably increase the
likelihood that criteria other.than ‘competencies will enter into promotion decisions. An example .
might bea bench researcher at Xerox Corporation in contrast to an administrator at the department*

(4

Advancement in a large organization, particularly neare, the top, frequently requires coordi-
nation and synthesis skills, understanding the differen* value structures and being fluent in the
language of the advertising, marketing, manufacturing, and personnel divisions. Bemg aware, having
the self and organizational insights, and developmg a strategy that involves an interaction of aII of
these variables is essential to mobility. :

Personal attributes and attitudes interact with educational skills and characteristics of the job
setting. For exarnple, it may be more useful for a highly motivated secretary of less.than average
ability to be loyal, hard-working, and attach himself or herself to a rising star than to spend the
time learning to type 20 words faster a minute. Or, it may be highly unoroductive in a large organi-
zation to be assertive if loyaity i1s most rewarted.

Q

This, then, has been an all-tao-brief look at the career mobility litzrature on women and the
personal experiences of one woman. As you can see, .the opportunities {or further research and
program development abound. ' '

[
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POST-RETIREMENT CAREERS AND JOBS

" TRANSITION POINT V

Phillip Randall

American Telephone and Telegraph Company
. Akron, Ohio
g INTRODUCTION

This paper addresses the transitional stage of post-retirement careers and jobs for women.
Although the 65-plus age group is most commonly associated with the post-retirement period, in
approaching this’topic, age groups younger than the 65-plus group had to be considered. This
consideration is most sngmﬂcant because crises similar to those faced by man upon retirement
generally occur earlier in the life of a woman. Thus, the issues that are referred to in this paper
are likely to be present not only in the 60's age group, but also in the 50's and 40's age groups as
well. The order of this address will be as follows: first, | shall describe a profile of the typical older
woman; second, | shall review the impact of ageism and sexism on the older woman: third, 1 shali
consider the contribution that can be made by the older woman through the' empioyment of occu-
pational adaptability and skill transfer; and fourth, advance some recommendations regarding the
previously mentioned pomts

My experiences have accorded me the opportunity to speak to many women over 50 years
old at various levels of concern, pne-on-one and in groups, about their relatlonshlps with their
husbandso other family members, and their careers. And it is those experiences, in part, that | have
crystalized in the paper that | will share with you today.

Profile of the "‘Tvpical" Older Woman

When one (.on5|ders an older person, according to Robert Kastenbaum (1979), in his book
Humans Deve/opmg A Life Span Perspective, the first characteristic one observes is that thetypical
older person in America is a woman. And he suggests that this is true in most societies. in the
United States there are approximately 3.2 million more women than men over age 65. For every
100 men between 65 and 74 years of age there are 129 women. This ratio increases with age
(Shanas & Hauser, 1974). Moreover, when we look at the ‘‘typical’ older woman, in many cases
she is divorced or widowed ard lives aloné, on a low or poverty-ievel income, and probably in
substandard Housing, with minimum medical coverage and little chance of employment

In this section, | will discuss several important factors that form the profile of the older
woman. Included are a variety of topics, from employment and income to marriage, health, and
living arrangements.

’



income

Although there are some older women who are financially well off, many are poor all their
lives and can expect even greater poverty in old age. But there is a middle group who lived hasically
a good life and experience being poor only after they are retired or widowed. Retirement benefits
for-women workers, in general, averaged 76 percent of the amount for men. And even when they
have sufficient money, many don’t know how to handle it. Why? Because, in mostcases in a J"‘"’“"‘* .
husband-wife relationship, the husband is the center of knowledge and the wife is the support Fand
system. So, after the husband has passed away, or a divorce occurs, the wife, ill-equipped to handle
the money, is encouraged to turn money management over to another man—a male banker, a male
lawyer, a male trust offlcer, orason. '

Employment

About one million (or 10 percent) of older women are in the labor force and, like men, they
are there out of necessity (Rhine, 1978). Many never work outside of their homeg until their
‘ children ieave home or they become widowed or divorced, and then are employed in dead-end and
unskilled jobs. Others were employed all their lives but usually earned much less than men of
‘comparable talent and effort. All of this has a multipfe negative impact on overall money matters,
Social Security benefits, and private pension benefits. When this is combined with a longer life
. span, it produces a lower income to be experienced for a3 numbey of years to come.

In terms of participation in the labor force, it is important to note that from 1947 to 1973,
the greatest increase in the labor force participation occurred a ong women 55-64 years of age —
followed by women in the next youngest age group, 45-54 (Rhif\e; 1978). Harold Sheppard (1976)
reports that in comparmg the 1940 ce wsus data to 1970 tensus data, he found that there was a 79
percent increase in participation rate ot women 65-69 years'old in the labor force. This is more
significant when one gonsiders that opportunity to retire at age 62 with Social Security benefits
was available in 1970, but were not available in 1940. This increase in the participation rateof
older women in the labor. force can be attributed to the growing ‘availability’ of married women
resulting from the reduction in home and child care responsibilities accompanied by increased
education levels of women, a desire for an improved standard of living, and the closeness of their
living residence to potential employers, i.e., living in large, urban areas. (Sheppard, 1976)

What is more important to note for the purdoses of this paper is the issue of work experience
and its impact on the older woman. Women, as they grow older and continue to carry out.-home
and child care regponsibilities, tend to have less, recent work experience in the paid labor force than
other workers. This deficiency causes them to be less competitive for jobs when they atteinpt to
re-erster the labor force. Further, their principal activity, homemaking, is not recognized as one
which builds the skills needed in the work force. Consequently, the older woman, who has been
out of the work force for a length of time, finds it difficult to re-enter. Unfortunately, volunteer
and homemaker activities, both of which do allow for the development of skills that are transfer-
able to the work force, have not, as yet, been enfranchised by the formal work community.

Marriage

Of the 11 million older women, more than 6 million are widows and an additional one million
are divorcéd or single. (Approximately 7 percent of all women never marry.) Thus 65 percent of
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older wornen are on their own—an interesting fact when one remembers that they (more than any
younger group) were raised from childhood to consider themselves dependent on men (Butler &
Lewis, 1973). ' ‘ B

Why so many widows? Women outlive men their own age and also tend to marry men older
than themselves. The difference in life expectancy seems to be a rather recent and poorly under-
stood occurrence. In 1920 men could expect to live 53.6 years and women a year longer; but by
1870, a-peven-year spread was evident with a life expectancy of 67.5 years for men and 74.9 for
women (National Center for Health Statistics, 1971. pp. 2-4). .

Living arrangements .

Currently, 34 percent of elderly women live alone, 18 percent live with husbands, 39 percent
with relatives, 4 percent with nonrelatives, and only 5 percent in institutions. Many women have
never lived algpe uptil old age. While it is estimated that up to 60 percent live in substandard
housing, many elderly women prefer to live alone (Butler & Lewis, 1973). '

1]

Health

Older women cannot count on the medical profession. Few doctors are interested in them..
Their physical and emotional discomforts are often characterized as "‘postrienopausal syndromes’’
until they have lived too long for this to bean even faintly reasonable diagnosis. After that, they
are assigned the category of "“senility.”” Doctors complain about being harassed by their elderly
female patients, and it is true that many are lonely and seeking attention. Yet more than 85 percent
have some kind of chronic health problem, and both depression and hypochondriasis commonly
agcompany the physical ailments. '

- Ageism and Sexism

In our society, there exists a double standard of aging between men and women. To explain,
as men grow older they become more desirable and as women grow older they become less desir-
able. Physical beauty, as it relates to the young, supple body, seems to consume the interest of the
women and serves as the benchmark for the society in judging one’s desirability. Consequently, as
women grow older, they “‘move rapidly from sex objects to obsolescence.’’? However, this‘i‘s npt.
the case for men, their desirability is tied more closely to their economic position than to the <
suppleness of iheir bodies. This double standard permeates the fabric of our society and compounds
the effect of ageism and sexism throughout. Sommers {1974) suggests that the reason why ageism
and sexism have not been adequately recognized and addressed is because the aged are desexed. At
the time one becomes age 65 in our society, one is embraced by a new and different set of laws and
agonies. No longer is one considered a woman or man but one is considered “old"’,

"Sixty-five is that standard mandatory retirement for men, but women face the same crisis at
other stages in their lives, complete with economic, physiological, and psychological trauma.’’? For
example, the dependent homemaker has little status on her own account at any time, but what she
pulls together to create her selfhood usually crashes in the middle years. The empty nest syndrome
coupled with menopause is a crisis of identity similar to the one that men face upon rétirement.

1 Sommers. T. ""The Compounding Impact of Age on Sex,” Civif Rights Digest, Volume 7 (1974): p. 29,
2 Sommers, T. "“The Compounding Impact ot Age on Sex,”” Cwii Rights Digest, Volume 7 (1974): p. 2-0.
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Another type of retirement that is a concern for women is Widowhood. it is another form
of forced retirement. It is a.change of status—what retirement is for many~and it is a-change of
roles—what retirement is for all. There is no preparation in life for widowhood and little oppor-
tunity to iminediately find-a new identity when it occurs. Since that traditional role of the wife in
marriageis to create her identity through her husband as supporter and adjunct, when the husband
dies, she loses herself as.well as her mate. The status of dependency, of working with pay, of early
dbsoleséence, of rules of marriage changed jn mid-course and final widowhood—all cry out as
problems in search of solutions. (Many of these problems are even worse when you consider old
black wumen.) : .

Up to this point much has been said about the negative side of being an older woman in the
context of ageism and sexism. There are some positive aspects of being an older woman which |
feel should be mentioned to effect some balance,in perspective. Initially, widowhood might be a
forced retirement. However, a widow has the potential of being one of the most liberated of any
womandn our society, in spite of the initial trauma that could occur at the initial loss of their
spouse. Older women are free of mothering and child responsibilities and, in many cases, marital
responsibilities. 1n addition, they provide perspective for the young. Politically, the older woman
is at an advantageous position-and is likely to improve with a voting strength of 11 millionand a
reported 90 percent who are register_ed. :

How Occupational Adaptability and Transferable Skills
: Could Benefit the Older Woman

This section addresses the major topic of this paper and certainly of this symposium —
Occupational Adaptability and Skill Transfer and their relationship to an appropriateness for older
women. Generally occupational adaptahility and skill transfer are related to the movement of
workers and would-be workers within and/or into the work force. Specifically, occupational adapt-
ability and skill transfer are concerned with those skills and abilities needed to affect the adaptation
of an individual as he or she transfers from one occupation to another. In the case of older women,
oceupational adaptability and skill transfer are prime interests because older women are returning
0 the work force in increasing numbers and, in too many instances, find themselves not suitable
for entry because of an assumed lack of skills, Homemaking has been the primary occupation of
most older women and, unfortunately, the skills required to be an effective homemaker are not
recognized as being transferable. However, it is speculated that through the application of the
principles of occupational adaptability and skill transfer, homemaking could well be recognized as
a viable occupation whose major, requisite skills are transferable to the work place. The reality of
this possibility comes more into focus as one compares those skills or characteristics that are needed
to be an effective homemaker (e.g., planning, organizing, supervising, and/or working with others,
decision-making, and communicating), with those skil's considered to be transferable (e.g., commu-
nicating, working with others, problem-solving, analyzing, planning, organizing, managing others,
decision-making, and positive work attitude).> This commonality would suggest that the “‘occupa-
tion’’ warrants a second look and that older women, the primary représentative of this occupation,
deserve like consideration from the workplace.

Moreover, the prospects of re-employment for the older women depend on the extent to
which they are considered sufficiently flexible and adaptable to meet the demands of the new
situation, as well as make demands on that new situation. The greater the amount of skill needed
in a given occupation, the more important the flexibility, adaptability, and trainability becomes.
As a result of older women having spent the major portion of their work lives as homemakers, the

:?.Wiant, A.A. Transferable Skills: The employer’s viewpoint {Into. Seres No. 126). Columbus, Ohio: The National Center for
Raesearch in Vocational Education, The Ohio State University {1977): p. 3. .
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related skills of homemaking may well be the ‘‘transferable skill pool’’ for many of today’s
occupations. Obviously, a more and varied assessment of their skill ability must be made to
determine the potentiality of their skills as a premium for prosgective employers. Because of
significant negative attitudes present in our society about older people’in general, it is important
for women to understand that skills alone do not adaptability make. There certainly are other
factors involved. For the older woman, formal education was less available and more than likely,
less important, when she was growing up. The individual who has a limited knowledge base as
well as an outdated one is at a great disadvantage in today’s complex and fast-moving society. Reél
security must rest upon one's ability to move from one job to another. The training of older womren
in new skills and for transferable skills is a very critical need in readying them for entry or re-entry
into the work force.
. L

Employers are becoming more receptive to older women interested in returning to the work
force because of their reported good attendance, enthusiasm, and commitment to work. During a
recent relocation analysis conducted by a major utility company, special attention was given to
the prospects of relocating of one of their major operations to a location where concentration of
unemployed older women were present. It is expected that incidents of this kind of special consid-
eration by industry will certainly increase. With an increasing downshift of male participation in
the workforce, coupled with a lowering birth rate, the expancling participation of older women in
the paid work force will undoubtedly become a necessity and the concerns of occupational adapt-
ability and skill transfer will be given a higher priority within the Workplace.

Recommendations,
- '

Although many of the problem areas requiring attention have been identified generally, there
is still a lack of data about the woman in her post-retirement years. Until more facts are available,
stereotypes will remajn and womer. in the post-retirement transitional phase of life will continue
to be misunderstood and neglected. It is not a matter of women being excluded in the programs.
Women in this particular age group have never been included in the design of programming. The
lack of sufficient data makes it difficult to advance specific and concrete recommendations. How-
ever, what follows are recommendations which | hope will spur riew thinking. Thinking that will- -
serve to develop the more specific and concrete recommendations necessary to achieve definitive
and much-needed solutions. The recommendations are grouped according to work, education, and
community, three significant areas of change pertinent to older women and work.

L]

§
' -t
Work
1. Increase Legislative Activity to Generate Reform Inside and Outside the Work Place by
a. Developing information networks throughout the communities and neighborhoods 'about

job opportunities and training for the benefit of those women desirous of work (particu-
larly regarding jobs which will accentuate the use of skilis brought to the job, i.e., home
health aides and day-care school teachers);

b. providing fringe benefits for part-time and temporary workers;
c. allowing work credit under Social Security for homemakers and volunteers; and

d. furnishing financial support for women in mid-career transitions which would provide
for continuing education and training in new fields as well as retirement education.
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Communities
1.
2.

v

Vo
B

Remove Barriers to the Entry and Re-enir_v to Labor Force by:

.2
a.’ making work schedules more flexible;
b. pro’viding for more and subsidize dady care facilities for older and handlcapped parents;
an A
c. helping with the psychological obstacles through guidance, counseling, and trammg
programs, .
3. lIhcrease Activities by Trade Unions for Women by:
. a. engaging in joint programs with the community and management to achieve the afore-
mentioned; and :
b.  encouraging “Awareness-Raising’’ activities or programs in dealing with age and sex bias
among members,
¢
Educatlon
- 1. Become.a Resource to Women Students by ¥
a. developing "New Career’’ centers; and .
b. facmtatmo and supporting research on the woman generally and the older woman -
specifically. .
2. Tailor Curriculum to the Particular Needs of the Older Woman N
°3. Structure and Administer Programs Approprlate for Needs of the Older Woman by:
a. sensitizing counselors to needs of older women; '
‘b. provnd)Z; flexible schedules; and
c. .provioing off-carﬁbus courses and program's
4, Develop /New Procedurzs for Granting of Credit and Recruiting of the Older Woman by:

a. giving credit for skills gained from job-related and general life experiences;

b. employmg ‘’Reachout’’ programs into the neighborhoods and eliminate/minimize “Red
Tape’’ procedures; and .

c. providing a warm and comfortable classroom environment.

" Develop Multi-Purpose c2rvice Centers for Older Men and Women.

Promote and Support Family Counseling and Therapy Programs for Children of Older Parents
and the Older Woman.
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