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EXECUTIVE SUMMARY

1

This study examines the impgcts of the U. 'S. Department of Labor (ﬁSDOL)

~ ”

+ demonstration of apprenticeship-school linkages on participating youth and

employers. ,fbur projects”were funded by the Bureau of Apprenticeship and
Training (BAT) in 1977 under the New Initiatives in Apprenticeship Program.
In lggg: four more projects were initiatéd by the 'Office of Youth Programs
(OYP), which also provided sdbsequent funding for all the operating projects.
The projects--referred to as Youth.Apprenticeship Pro:ects (YAPs;-~1mplement
linkages with local school systems, develop apprent1cesh1p job slots with
employers, and coordinate registration act1v1t1es with BAT and/or State
Apprenticeship Councils (Sth). At all but one demonstration site, training"
stipends were offered to employers as an inducement to project participation.

-

The major goals of the-Youth Apprenticeship Projects are:

v

° Tb démonstrate the feasibility of in-school apprenticeship;

® To promote the use of registered apprenticeship by employers as a
system of training in the. skilled trades; and

’

e JTO ease the school-to-wor& transition of youth.

[y

~As part of USDOL's effort to bridge the gap between apprenticeshlp and
secondary educatlon, especially vocational education, Youth Apprenticeshlp
Projects place high school seniors in part-time apprenticeship-positions
during school with the expectation that they will continue with the same job
after‘high«school graduation. o

The purpose of this study was to- examine the impacts of the Youth Appren-

ticeship Projects upon student apprentices and employers. For student

apprentices, impacts were examined in the following areas:

(SR, Incorporated____|
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) -

° Post-high school employment -patterns; . i
. ) - ’ . - .‘ . . 1 * b :
. e  Occupational stability, i.e., the extent to which students-continue .
. to be employed in occupatiens\for which they trained- in high school; °
. N . -\ . .
® Job satisfaction for currept or most recent employment ; Yt
. [ > ’ - . » .
) School-to-work transition problems; . -
° Retention ®n apprenticeship following ggﬁduation from high school;( //”
and L { o~
} o #
s . » + h
®  Assessments of the .influence of program participation orn career
objectives and school-fo-work transitions. . .
9 -
. - Toee ' . »
For employers who participated in the.YouthlspprenFiceship Projects, - .
impacts were assesséd in the'following areas: - - T
. . N - A . «
. - e Adoption of apprenticeship as_a System of training;, .ol
g ‘ . .
° Retention of student apprentices as- full-time appr@ntices after
high school; ' d
N " @ ' Assessment of the job performance of the student apprentices; and .
° Evaluation of the program in terms of assisting students in the . y *
school=-to-work transition. .
The methods used to examine impacts.in these areas involved post-high ~ .
school interviews with a random sample of former student apprentices from ‘
0 n . - .
- ~N -
the class years of 1978, 1979, and 1980. Eight hundred gnd  forty-five stu-
- L . . #
- dent apprentices were sampled from the 2,051 étudeng apprentices who had
v ] ) - ., ! E S
been registered since 1977. 2 const{zsted control group of 621 students
matched on high school attended, seX, race, yéaf of étaduation, and voca-
tional curriculum was sampled to permit comparisens. of education and post- -
' . $ * 7
high school employment experiences for 1979.and 1980 graduates. 7o examine
‘ employer impacts, a sample from the l?l?? employers and’work supervisors of
’ L4
the student apprentices was selected for interview.* The employer sample of .
* & - ° e’ -
I 347 emplpyers was linked with the'appréntiﬁe sample to permit }6b'performance'
| L ™ ' Y ) - . . ’ .
. evaluations égysanpled student apprentices. ) . . -
: Xt - i - __CSR, Incotporated____|
\)4 N - » - =/
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" : ) . y a N
Interview response rates for student apprentices and the constructed
i

control group averaged 76 percent ‘the response rate for employers averaged

)
-

92 percent. The data obtained from "the student apprentice, comparison, and

employeéyinterviews were analyzed with'both univariate and multivariate

For the student apprentices, the results 1nd1cated=that~

& techniques.
/
. ® Students who part1cipated in the YAPs reported higher levels of job
g% satisfaction in their current or most recent employment than com- -
E o parison students; - Y
h QQJ-;§3? ) Student participants in the YAPS tended to be more occupationally s

stable than comparison students; .

] Students who participated in the YAPs did not, as a group, earn A
e significantly higher wages in their posg-high school jobs than

!

comparison students; .
° Those student apprentices who stayed with their apprenticeships '
" after high school tended to be better job performers;
™
. Students who participated in the YAPs reported very high levels of
satisfaction and strongly endorsed the project; and -
) Student participants 1n the YAPs did not, as a group, exhibit dif-
4

ferent or fewer school~-to-work trans1tion problems than comparison
students. . }

Job satisfaction tended to be higher for program participantsfeven if

_the'students did not remain in their apprenticeships. The stability measure, -

-

i.e., the tendency toward continded employment in the occupation trained for
in high scheol, has important implications both for'students and the.school

- systems. The difference between the participants and the constructed ¢optrol
B . * o -

)
-

: . ‘ E) CoLE
gtoup in terms of average post-high school wages was. not staiistically sig-

nificant however, the earnings of the participant group were somewhat higher

than those of &he constructed control group. Also, there did not appear to

be differences in the school-to-work transition problems of participants and

controls. However, fewer of the student apprentices reported ipoking forr

v
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. v .

. . . . . X]
another job after high school graduation. -Student apprentices reported very
high levels of satisfaction with the experience whether:or not they remained

in their apprentfceship positions, Finally, those participants who remained

e

as full-time appreqtices after high school were significantly better job

4

performers as evaluated by work supervisors.

Ex ]

+ Por the employers the study results suggest that:

.9 =
, ) Tgé'orgéni;ations which employed- student apprentices generally were )
\ ;- very small businesses which did not have union representation of
their workforce and did not have prior experience with -
apprenticeship; ‘ . >
R LN [
® anployers who cooperated with YAPs were attracted more by the pro-
! gram's emphasis upon screening and training of entry level workers
' than they were by the stipends offered°
{ s 8
® Employers who cqopq;ated with YAPS were very satisfied with the
’ projects;

) The singie moétg;uportant factor in generating positive outcomes
with employers was the number of years that the YAPs had been in
operation; .

® The stipends provideq to employers by the YAPsS did not generate
positive outcomes commensurate with their cost;:

° Employers w1th prior apprenticeship experience were more likely to
) consider apprenticeship permanent and to provide related instruc-
" tion for graduate apprentices;
° For employers without prior apprenticeship experience, it may be
- inferred that YAP participation reduced the influence of negative
stereotypes concerning young .workers: and
‘e The YAPS have contributed to the expansion‘of apprenticeship both
in terms of program and apprentice registra;ions. . . %
Py . i
Student apprentice placements in the projects indicate that very small

« businesses were the major employer participants in the demonstration. The
\‘ ¢

&

majority of employers had not had experi%nce with registered apprenticeship
and they were attracted more by the screening and previous training of the

youth than; they were by the stipends. The employers, as a group, were very

ol
(SN

Q : : kil CSR, Incorporated |



satisfied with the YAPs and about 70 percent considered apprenticeship to be
a permanent part of their training for entry level workers. The fact that
most of the employers had not used registered apprenticéship previously

suggests that the demonstrations have ser'ved to expand apprenticeship as a

- =

system of training and also have served to assist sma}l businesses in filling

their”ménpoyer,needs for youth in the skilled trades.

: ~ < . B -

Assessment of the Youth Apprenticeship Demonstration as a whole suggests

v

that;

) The linkage'between employers and schools provides a labor exchange
serving small businesses seeking skilled workers and young workers
seéking career opportunities in skilled trades;

° The linkage between employers and apprenticeship provides student °
apprentices with an assurance of potential for career advancement
and provides employers with a mechanism that facilitates contlnued
skill development of entry level workers; and

° Based upon careful consideration-of appropriate locations and stra-
tegies for implementation, the positive outcomes of the Youth

. A Apprenticeship Demonstration can be achieved at a considerable

reduction in direct program cost.

The research on USDOL'S apprenticeship-school linkage demonstration indi-

.

cates general success in demonstrating positive outcomes for youth involve-

-

ment in apprenticeship during the high school years. The projects have pro-

vided skilled manpower for employers, an enhanced training capability for

- S
schools, and relevant youth employment opportunities with continued employ-

“

ment potential.

. RGN
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"CHAPTER 1: INTRODUCTION

I 4
'

! The U.S. Department of Labor (USDOL) implehented fhe Youth Apprentice-

¢

ship Demonstration in 1977. The purpose of this demonstrafion effort4¥as to

test the fSésibility and potential of apprenticeship-school linkage projects

@

*involving the in~-school employment of youth in registered apprenticéship

,

positions. CSR, Incorporated was contracted to conduct research related to
project<f9ef8€TEhs, implemeptation issues, and assessment of impacts. This

Phase II report on the demonstration effort examfnes outcomes for students
. . , s

and employers who have participated in the demonstfation.

%

Chapter 1" consists of five sections: (1) an overview of the development

< 0y

and objectives. of the Youth Apprehticeship Demonstration; (2) a summary of

. o . . . &
Hlethe Phase I research; (3) a description of the scope and objectives 'of the ///

»

Phase II research; (4) a pré?&ﬁtation of key concepts and terms- used in the
/

et . . . ‘
"% report; and (5) a brief outline of the organization of the report.

-

1.1 OVERVIEW OF THE YOUTH APPRENTICESHIP DEMONSTRATION

As part of USDOL's effort to bridge the gap between appfﬁﬂticeship and
o . X

secondary edycation, especially vocational education, the Youth Apprentice-
ship Demonstration was initiated to establish linkages béﬁ%een‘the,twO'sysf
tem;. The key feature of the demonstratioa has been regisﬁered abprentice-
ship employmen;vand training for youtﬂ while they are:still enroll;d in high
scho&l. Individual Youth Apprenticeshié Projects (YAPS) have been implet
mented since 19?7 in eight diffe‘fnt sites, including: Cleveland, Ohio; .
Houston, Texas; Nashville, Tennessee; New Orleans, I.oui:siana;‘Des.bbines,

Iowa; Rockford, Illinois; and the States of New Jersey and Rhode Island

o

-
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vention model are:

, -
.
.

bl -

{statewide demonstratiofis). Local YAPsS achieve linkages within Jocal’ school

‘systems, develop apprenticeship job slots, anaﬁboordinate eﬁployer program

registrations and student apprentice registrations with the Bureau of Appren-
: o ( 11
'\Qiceship and Training (BAT) and/or State Agprenticesﬂip Councils (SacCs).

The USDbL‘intervention strategy represents a dhique model of apprentice—

ship-school linkage to affect youth empléyment. As a youth employment demon:‘

-~

stration, -the projects provide 1n:§chool_§killed trades employment opportu-
[} - . o

.

nities for youth, as well as a pPlanned continuity for later post-high.school - J
apprenticeship training and employment. Both of these features of iﬁ}lled
trades employment and continuous employment after high school with the same

employer generally are not available with most in-school employment programs. ™ //

£

The major goals of the Youth Apprenticeship Demonstration as an inter- /

® To demonstrate the feasibility of apprenticeship—échool linkages by
facilitating the in-school employment of youth in registered appren-
ticeship positions; ‘

°

® To promote the use of registered apprenticeship as a system of
training. for the skilled trades among employers with employees in
apprenticeable occupations; and

® To ease the school-to-work transition of youth by initiating youth
employment in apprenticeship occupations during the high school
years, thus providing job continuity following high school
graduation.

‘These goals represent bSDOL's underlying rationale for the demonstration
effort to bridge the gaps between apprenticeshig and vocational education.
Generally, tﬁe goals have not changed over the duration of the program.

The Youth Apprgnticeship‘Demoﬁstrétion originated as part of the

Secretatry of Labor's program of New Initiatives in Apprenticeship, and was

@SR, Incorporated____|
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3

originally called theé Apprenticeship-School Linkage Initiative.l Thé inil,
tiatives program as a whole grew ‘out of deliberations by the Sébretary of
Labor's Task Force on Apprenticeship, ‘which suggested specific ways to

Y .
increase the number of reg%gtered apprenticeship pPrograms and registered

‘apprentices in the United States.
To implement the ApprenticeShip-School Linkage Initiative, four demon-
stration sites were established by the Bureau of Apprenticeship and Training

A

(BATf in the fall of 1977 and funded on a l-year basis through the Secretary

w% of labor's Discretionary Pund. The four demonstration projects were located

‘5.{'\.' .
“in the cities of Cleveland, Houston, Nashville, and New Orleans. Sponsors'oé

;the pProjects included two community colleges (Houston and New Orleans), one

city school system (Cleveland) ," and one non-profit organization developed

! f

specifically to sponsor the local demonstration (Nashville). These project

sites were selected based on the following criteria:

e Relatively low unemployment;

e Adequate skill'training facilities; and

‘e Strong support for the demonstration concept from the local appren-

B

ticeship community. . ’

-

These criteria were Pstablished to avoid negative conditions which might

]

handicap the demonstration effort from achieving susfsgsfsz outcomes. .Thus,
if apprenticeship-school linkage was a valid concept and programmatically

féasible, the'intervention was to be tested in a positive environment.

1The overall initiatives program involved four projecté, including
the Federal-State Partnership Initiative, the Selected Industry Promotion
Initiative, the Multi-Trades Councils and, finally, the Apprenticeship-Schoolw
Linkage Initiative, the subject of‘this PhaSj/jf/;gport, ) 4?.

-

3 ‘ ‘
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Each demonstration site was encouraded to develop its odn implementation-

ategy within the boundaries of the existing system of apprenticeship

andards and registration processes. However, BAT provided two general
guidelines. First, the demonstration projects were directed to focus tgeif
effor£é~toward those occupationé outside of the construction trades. Second,
p;ojecés were directed to specify goals relating to the number of student
apprentige registrations expected in théir project areas. These specified
goals would be used as an evaluation criterion in determining the extent to
which proﬁect goals were.pchieved. Local BAT representatives monito;ed each
demonstration éroject. ' -

In order to induce the cooperation of local emplo?ers'in the demonstra-
tion effort, funds for employer stipends were provided in the local projects’

budgets. These funds allowed payment of training stipends to employers for

up to one-half of the student apprentice's wages, but not to exceed $1,700

,

per student apprefitice per year.2 : NN '

Each of the demonstgation sites originally wés funded for a l-year
period. At the enﬁ of the 1978 fiséal year, however, unused funds at the
s{tﬁs were sufficient to éontinue the demonstrations 1ﬁtq the 1978-79 aca-
demic year. Three of the four sités (excluding Houston, Texas) received'
authorization for continued 1975-7z'operationsq F{om a historical perspec-
tivé, the iﬁplementation of the original four demqnstratidn sites, under the
aegis of BAT, constitutes the first stage of a two-stage developmental
Process.

~ s

-

21n later years, thfs maximum amount. for training stibends was
increased to 32,100 per student apprentice per year,

4 ’ .
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The secopd stage of the demonstration effort resulted from the decision
1

by the Office of Youth Programs (OYP), in 1977, to expand the demonstration
N .

concept, since financial constr%ints precluded expanqion undet BAT sponsor-
ship. " In the fall of 1978; OYP-fuﬁZed four additional yvAps, 1oca§gd in Des
Moihes; Iowa, Rockford, Illinois, and in the States of New Jersiy aﬁd‘Rhode
Island. Sponsors of the individual demonstrations included two State systems

of education (New Jersey and Rhode Island), one city school system (Des

Moines), and one’independent, non-profit organjzation associated with a voca-

tional school that provided vocational training for students ih area public,

- .

schools (Rockford).

Registration goals for student apprentice registrations for the new
5 f
demonstrations were esgtablished in a manner similar to the original project‘

sites, and the {focus of the projects, aga#n,

- *

was oriented toward apprentice-

able occupations outside of the construction trades. At each of the 0OYpP

v

sites except New Jersey, funds were provided for training stipends to . J

\Employers as an incentive to induce employer participation in the demonstra- .

N y

tion. The New Jersey YAP declined to use direct training stipends to par-.

-/
ticipating employers and, instead, promoted the use of the Targeted Jobs Tax
. 1
Credit, which was available to employers of cooperative education students.

Local BAT representatives assumed monitoring resbonsibility for the’new

’

demonstrations, cansistent with prior monitoring demonstration procedures.

——— . 2

The new demonstration sites funded by OYP"éxpanded the YAPS to a total

of seven sites, under the same f#hdamental model originally initiated by the

< ®

Apprenticeship-8chool Linkage fhitiaﬁive. However, the four new demonstra-
~— 4 s ’ﬂ »

tions did involve one aspect of project operations not-lncluded in the

" [}

’,
"
-

vy
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original model. The new OYP projects }ncluded'i;;geting economically dié—

a~

'advantageq students to participate as student apprentices, an activity not
specifically mandated in the original demonstration effort, i.e., the BAT

gsites. Overall, however, the~inclupioq\of the new OYP projects simply

-

increased the number of sites at which the demonstration was tested and_atx
which the impacts of the apprenticeship—school'liﬁkage intervention cdald be
examined. All seven operating YAPs are currently funded by OYP and are

expected to termifate at the end of September 1981.

-

4

1.2 SUMMARY OF PHASE I RESEARCH ) .

- «

Research conducted on the Youth Apprenticeship Demenstration has focused
——r .

upon two primary features dfi the demonstration effort. A Phase I process

evaluation to examine the initial developmenq,f%perations, and structure of

-

éégh of the YAPs preceded the Phase II impacts assessment. Thr results of

the Phase I investigation are summarized in this sestion of Chapter 1. . {
¢ : .
Each of the YAP.sites was visited by a senior CSR, Incorporated staff

member during the Phase I invfstigation in o?dgr: (1) to gain some under-

standing of the development and current operations of the projécts;.(z).to
- El

assess the types of problems and implementation issues involved; (3) to iden-

t

tify salient features characteristic of all the YAPsS; and (4) to éssis£ the

<

study team in designing the Phase II impacts assessment. A total of 162

. . : .
semi-gtructured interviews were conducted with project persbnnel{ advisory
committee members, employers, student appfentices, school staff, and BAT .

monitofs. Individual site visit reports were written for each YAP and a

-

. , SR, Incorporated___|
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LT element in prdgessing program and apprentice registration. Different‘

)

‘ ’ K e o "L LI W .
";’:%3%5“'»7- el 2 : -; e,
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he#indings,across all of the demonstrations

L e, %y o # N

<y - .
i Pite 1. ipveétigation.g
y. ~-'; ) : ’ r
ind-research suggested thate -~
e )

' ﬁAP linkage wi«i’ hool systems could be achieved more readily with

. careful agtentionon school system pfotocol and an academic ye
" funding cycle; - . .

® Except for local demand for skilled manpower, other local features,
such as general unemg;ogméht rates and emphasis in vocational educa-
tion, did not appear to affect YAP implementatlon;

e Linkages through cooperative education programs in the local schools

. were a major vehicle for apprenticeshipksghool linkages and student
recruitment; ’ .
I - >

® Considerable time was,ﬁecessary in startup at all of the YAPs before
the projects were fully operational;

® Recruiting of eﬁplqyérs and student apprentices generally required
direct petsonal .contact to develop apprenticeship job slots and
apprentice régistrations;

-

° .
® Cooperation between BAT staff and the YAP staff was a fundamental

Orientations about in-school work for students and traditional
apprenticeship sometimes developed misunderstandings between BAT and
the -YAPs; - ® . X ¢
e The types of YAP sponsors, i.e., State education agencies, local
education agencies, community colleges, and non-profit corporations,
- seemed to affect’the ease of implementing school linkages, but not .

employer linkages; -and s ,

-

e _The reporting system for the YAPs, in termg.of the number of appren-
tices registered tended to orient project operations toward the ’
achievement of numeric goals. . ‘ »

Overall, the Phase I results indicated that apprenticeship-school link-
i E

ages were achievable in diverse local settings and under different types of
2 . - ¢

3The two-volume Phase I précess evaluation, entitled Interim Report: .
A Study of New Youth Initiatives in Apprenticeship, was submitted to the
Office of Youth Programs on July 8, 1980.

©
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- local sponsorship. The problems of implementatioﬂ often related to diffefﬁ
ences in approaches‘to‘pagt-time employment for school youth, school system

'policy requirements, adlierence to BAT registration processes, and registra-
v . T

’;ion goals as a measure of success. Also, the Phase I investigation sug-

gested that the apprenticeship-school linkage concept had considerable poten-

o

tial as an educatiothraining pathway for ybuth interested'in the skilled

.trades. ‘ : .o

a

1.3 SCOPE AND éBJECTIVES OF PHASE II RESEARCH

This Phase II research concentrateg;on the measurement of project out-

’
.

comes with emphase%‘on the post-high scqsel labor market experiences of the

student apprentices and the impacts of project participation én employers of
the student apprentices. Thus, the scope of the prgéent report is" limited
generally to effects of the projects and to measurement of impacts derived

from a follow-up survey of students and employers. -

s

1.3.1  Measurement of Outcomes for Student Apprentices:

€ . N . . .
» -The design used to examine impacts fo:\gtudent apprentices consists of

two assessments. First,-%mpacts have been assessed for the former student

apprentices as a group, i.e., progfam participants .sampled for éhe years *

1978, l979,_and 1980. This strategy involves examiﬁation of the educational

/gxperiences of the -student apprentices, their apprenticeship experience while
still in high school, and their current egployment status and post-high

school labor markep experiences. The second assessment of program impacts

=

for the student, apprentices involves an examination of differences in high

school experiences and post-high _school employment patterns between the stu-

-

dent apprentices and comparison students selected as a "constructed control"”

“ 3

o

-
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- impacts assessment.

group: This participant-comparison assessment of impacts is limited to a .

P

sample of participants and comparisons from the years 1979 and 1980. It

excludes the HBouston site which was discontinued in the fall of 1978. Both

¢

designs involving student apprentices have.somewhat similar measures of
impacts, sinqgwthe primary focus of the fesearch is upon post-high school
outcomes. ¢ Impacts are assessed in the following general areas:

° st~high school employment patterns, including current or most
ent employment and wades; .

P -~

® Occupational stability, i.e., to what extent are the former students
employed in those occupations for which they trained in high school;

® . Job satisfaction on current or most recent employment; and

° School-to-work transition problems identified by those students who
entered the labor market immediately following high school.

For the former student apprenticeS'as a group, i.e., high school. gradu-

ates of 1978, 1979, and 1980, additional impacts are examined in the areas

of:

® TRetention in registered apprenticeship posft10qg;follow1ng graduation
from hizn school; , i
e BAssessments of program participation 1nfluences on career objec;ives;
and . N .
.~ -9 .‘ * .
® Evaluation of the influences of the student apprentice experience on
' school-to-work transitions.

N kanand .

Each assessment concludes with multiple regressicn{analysis (path analy-
sis). Tnese anélyses abstract select critical‘predictor and outcome vari-
ables to determine effects of input and prgérammatic variables on the outr

¢ |
comes of program participation, e.g., job performance, job satisfaction, and
retention in apprenticeship. In other words, ,the multiple regression analy-

Ses are used somewhat to describe and summarize fhe major findings of the

]

- . A
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1.3.2 Measurement of Outcomes for Participating Employers’

Similar to tne megsurement of impacts for stuydent part%cipants in.the
program, the areéseoﬁ/assessment for employers involve ooth self-reported
evaluations of the program and definitive outcomes related to program par-
ticipation. For4examp1e, a'critical outcome for employers is the extent to
which employers, as a rgiult of program participation, adopt registeged
apprenticeship training as part of ‘their employee development system.

nmpacts and outcomes .for employer part1c1pants include assessments in- the

follow:.ng areas: @ ‘
a . *“ . r\\

® Adoption of registered apprenticeship as a system of training;
e Retention of student apprentices as regular, full-time apprentices
after the end of high school; 7

1

-

® Assessment of the job performance of the student apprentices compared
to other young workets who have worked at the firm- and

® Evaluation of. the effectiveness of the.program in terms of assisting
students in the school-to-work transition. ) .
W N ' N
Another critical faﬁE:r’assesseQ'with the employers relates to the

; .effectiVEness of the 1ncentiye method’employed to solicit employer participa~-
tion,in the project, i.e.,‘the use of training stipends paid to employers to
induce their participation in the demonstration. Thus, in addition to exami- X

_nation of the impacts mentioned previously, the relative effecty of employer °

- stipends are examined in detail in this Phase If‘research. Irt particular,

the effects of employer stipends on the number of student apprentices hireo
. . <
anf on the number of student apprentices retained after high school gradua~

tion are examined by multiple regression analysis. Similar to the maltivari—

ate analysestor the apprentices, selected critical programmatic variables

(]

are examined as predictors of specific outcomes. C e
= .
[ 4 F 4 /
1
10 P
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1.4 KEY CONCEPTS AND TERMS USED IN THE REPORT ‘

1 "\

Throughout this Phase II report, a set of key concepts and terms will

- s -
. be used which have particular connotations important to the underst\nding of

? -

this report. The following key terms and concepts are ‘defined in this’
L *g ) .

® Youth Apprent;ceship Demonstration; .

° Stuoent Apprentices;, .

. Cooperative Education;: . . . <

® Apprenticeship Registration; and

® School—to—Work Transition.:

»
The term Youth Apprenticeship Demonstration is used throughout this

report to mean the overall USDOL demonstration effort related to the combined

AY

operatlonsrof the YAPs. As the demonstration developed,,some shift from
strictly an apprenticeship.focus to a youth program focus has emerged with

the funding of the demonstration effort by the Office ovKouth Programs.

-
-

Thus, the term Youth Apprenticeship Demonstration connotes both the youth
Program aspects of the demonstratlon and its implementation through the sys~ -
" ’
tem of registered apprenticeship.
The term student apprentice is used in this report to refer to those

students who were registered as apprentices while they,were still enrolled
in high school, i.e., the students who participeted in the program. -The

’ " ‘ . - )
term is used to refer o the student program participants whether or not

rd - -

they were registered fully or registered provisionally as apprentices through-
~ v v
- .

the BAT or SACs.

Cooperative education is defined as a progrgm which includes both stud§
. \ A9

in school and employment in industry'or business while in_schoolf The

“ "1 o . v
Q ~ o CSR, Incorporated___|
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employment may be scheduled as part of the school day, on alternate weeks,

- s hd

Oor on some other basis. bhe important feature is that the employment is

planned and supervised hy the school. 'Cooperatiye education programs fre-

0

quently are administered within the vocational programs offered at particular

schools ano involve a cooperetive-education coordinator who supervises the
education-work experiences of the students. Cooperative educétion'
directed toward specific on-the-job gkill training related to the student's
vocational-program of studylin high school. Students are paid at minimum

kg
wages or a lump sum stipend while training. Thus, with the exception of

specif%ed.wage scales and structured wage increments found in apprenticeship

agreements, the general concept of structured training related to well-run

cooperative education programs is quite similar to the contractual arrange-

~

. ments in apprenticeship.

»

The term a Eprenticeship registration refers both to the registration of

an apprenticeship program and to the registration of an apprentice. Both of

these components of the registration process 1nclude involvement of either

the BAT or the SAC. The first component is the registration of an appren~-

ticeship program in a specific.trage with an employer. This process. involves
the approval of a systematic schedule of training in different trade skills
provided for an apprentice over the period of the apprenticeship. The usual
duration of the training is from 2 to 6 years. The work processes %nd train-
ing schedule, usually denoted as a specific number'of'hours at each‘perticu-
lar gkill area, are reviewed end approved Ry éAT or .SACs with reference to i
apprenticeship standards. fEMployers_can maintein registered apprenticeship
programs for a period of time even if no apprentices are currently employed
in the progr;m. A second component of registered epprenticeship is the

o

v ‘

12 - L )~ -
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.

apprentice registration. Apprentice registration‘fequires an agreement |

between the employer and the employee to involve the apprentice in the

apprenticeship training and at specific wages with set periods of wage
’ increments over the period of the apprenticeship.

-

As used in this report, gchool-to-work transition refers to the adjust-~

-

ment processes accompanying the transition or change .to full-time employment.
The adjustments inherent in the sc¢hool~-to-work transition may be problematic
for some individuals, whereas otners may be able to adjust without diffi-
culty. While it would be difficult to definé the adjustment process in a
waf that would apply to all individuays, the basic concept implies status
and ennironmental and developmental changes.

Pirst, changing one's status from primarily a student to prlmarily a
worker results in changes in 1ndividual as well as outside expectations for
performance. Second, the schooleto-work transition involves an environmental *
change, from exposure to the environment and requirements of a school setting
to the environmentqand requitements of a work setting. Third, thé’transition
from school to work can be viewed in a developmental context. That is, the
period of transitiox’usually is coincident with the onget of adulthood and

l the financial and emotional independence characteristic qQf this developmental
gtage.

1.5 4ORGANIZATION OF THE REPORT

The subsequent sections of this Phase II report consist of the following

five chapters. _ N

° cnagter 2: Methods--This chapter describes the research design, the
sampling procedures, the data collection activities, the analytic

s ! procedures and the components of analysis in the Phase II research; P
0 : 13,
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.and presents their assessments of the demonstration effort. The

Sae

Chapter 3: Characteristics and Experiences of Student Apprenticeg--

This chapter focuses upon -a description of the characteristics of

the student apprentices, their educational and studen apprenticeship
r‘pn

experiences, their post-high school labor market expe ces and

their assessments of the program. Chapter 3 concludes with an er-
all program assessments and fmpacts section, including a multivariate ~
examination of the effects of apprenticeship. retention; : i

Chapter 4: Apprentice--Comparison Study of Program Impacts--This
chapter examines differences between the student apprentices and the
comparison group in personal characteristics, educational experi-
ences, and post~high school labor market experiences. The chapter
concludes with a multivariate examination of the effects of program L
participation; <

Chapter 5: cCharacteristics and Experiences of Participating
Employers--This chapter describes the characteristics of the par-
thipating employers, examines their experiences with the program

chapter concludes with a multivariate examination of the impacts of
program partii}pation by employers as a group; and ,
Chapier 6: Conclusions--This chapter highlights the findings of the
Phase II research on program impacts for-participating students and ol
employers. ) :

-
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CHAPTER 2: METHODS

M

This chapter describes the methcdology employed in Phase II of the Study

>

of New Youth Initiatives in Apprenticeship. The chapter is divided into five
. ¢

major sections:: (1) an outline of the principal data sources and data ele~-'

ments for thegpggse'II research; (2) a presentation of the sampling pian

v o~

developed for rhe Phase II research; (3L a description of the sampling pro-
cedures used in;impiementing the sampling plan; (4) a.discgssion of various
aspecté of the data collegtion-effort aﬁd the regults obtained; and (5) an.
overview of the data reduction procedures and the analytic approaches

employed. o

2.1 DATA SOURCES AND DATA ELEMENTS

» »

The basic design for the Phase II research consists of a cross-

2 <

sectional survey of four respondent groupq;
N A
- <
e Student apprgntices;

° Comparfson students;

) Employers; and

° Supervisors. .

F

The student apprentices are those sampled respondents who participated in a

~

Yauth'Apprenticéship Project (YA?). The comparison students are those

. . : [ 3
3ampled respondents who did not participate in a. YAP and who were selected
L = ’
to ‘Serve as a comparison group for the student apprentices baseq upon pre-~

a

1éentifie&'§imilari!!es to the student apprentices. -The employers and ’

-

aupezvisoré are;those sampled respondents who are employed by ofganizations

which cooperated witthAPs by providing employment for student apprentices.
) = \ . ; .
» . ’ M
N “\

U ° . .

. . ’
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“The interview schedules deVeloéed for the four respondent groups sought
to provide quantifiable indicators in six major areas:

“

e Pre-existing characteristics and experiences;
e Program experiences;

e Outcomes;

® Program assessments;

e Job performance evaluations; and

e Observations concerhing the school-to-work transition.

All six data element areas are not relevant to each of the data sources.

For example, pre-existing characteristics and experiences of supervisors -are

not examined. Table 2-1, which follows, presents a matrix of the data .

sources and data elements involved in the Phase II research. Detailed
information on data sources and data elements is presented in the subsequent

sections. ’ -

2.1.1 Student Apprentices and Comparison Students

] o
_.Por student apprentices and comparison students, the data collection
Y

o -

.
-

emphasis was oﬂ'pre-exiéting cha}acteristiss and experiences and outéomes. *
Data collection in the area of pre-existing charécteristics and ékperiences
focused on demographic characteristics (e.g., sex, age, ethnicity) and’

educational experiences. The type of education (e.g., vpcatibﬂal, college
« A ¢

. N
Preparatory and/or commercial) also was an area of inquiry. The emphasis
concerning outcomes was upon current employment, including the occppation,

the wages rgceived, and the job satisfaction derived.

-

. . e .
For *student apprentices, description of their program experiénCes was a

major focus of the data collection effort. Queétions\weke asked, regarding
. ! 4

all aspects of participation in a student apprenticeship. This included .

'
-

» 16 ’ ‘

o
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TABLE 2-1

Matrix of Data Sources and ,Data Elements for the Phase II Research Effort

Data Sources

ata ' a -  Student Comparison
Elements i Apprentices Students Employers  Supervisors

Pre-existing charac- . .

teristics and

gxperiences C { X X X
Program experiences X X ) '
Outcomes _ X X X
Job performance ‘

evaluations . X
Program assessments < X - X X

\ a - \ . v

Observations concerning ) f )

the gchool~-to-work '

trar)sition X X X X

. P .

¢ ’ﬁ, \
h -~ -
® Sl
.7
. , N
< Q q ) /
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s - .
LY
S -*
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objective measures, such as wages, hours worked ‘per week, and existence of

oth?r student apprentices in the school, as well as subjective measures,

such as problems encounteréd and level of satisfaction with the experience.,

Furthér, the relationship between current employmeﬂt and student apprentice- .
hship experienée_was examined. Ovezall, the d;ﬁa elements for student 'appren-

tices and comparison students were identical, except that no information was

YT
e

collected on apprenticeship experiences fog comparison students. - s

[] - ]
[

2.1.2 Employers and Supervisors

At each employing organization sampléd for inclusion in the study, data

were sought from an employer respondent and a supervisor respondent. The

[y
.

émployer respondent was defined as the individual who decided that the or-

»

‘ganization would employ student apprentices in cooperation with a YAP. The
supervisor hespondent was qFfined as the individual responsible for direct
oversight of the job performance of a sampled studént'apprentice. In many

,casesf the same individual was the respondent for both the employer and the

2

supervisor data collectioh components.

. -

The pre-existind characteristics of greatest interesé included basic

4

dgscriptérs of the employing organization. The . previous experiences of
. . <
greatest interest related to the employing organization's prior use of .

-

. ' }ﬁprentiéeship as a tréining,system. The programxexpeg}ences emphasized for - ,

this respondent group included the factors which had prompted each employer

\ .

N to cooperate with a YAP and the number of student apprentices4hired by each '
. sampled employing organization. The outcomes émphaiized included the number

of former -student apprentices still employed by the organization and the -
C { .

permanencg‘of apprenticeship as a training system for the organfzation. The

+ , ° . ‘ t .\.

) A\ . . N
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years of operation and 5 portion of the third year.

~

program‘assessments sought from'employer respondents included evaluations of

the overall effectiveness of the YAP, the suitability of’the student a Lren-
\

tices referred to the employing organization, and the. usefulness of appren-

ticeship as a training system. . o

- .
The supervisor data colleétionicomponent-was devoted -almost exclusively

to job performance evaluations of specified sthdent appréntices. For those

employing organizations where the supervisor respondent was not the same in-
2 v o .

dividual as the employer respondent, the supetvisor data collection component

-4
also included a few basic:program assessments as well as a few basic obser-

vations concer"ing the school-~-to-work transition. ,

2.2 SAMPLE DESfGN
’ ‘ The sample design established the criteria for selecting the individuals
to be interviewed within the four respondent groups identified in the pre-
vious section. Fbr student apprentices, a random sample stratified by proj-
ect site and year of graduation was used. - For comparison stuéents, the
sample desién matched a sample of nonparticipating students to the partici-

tr

pating student apprentices. *Eor énployers and supervisors, the sample designk

provided a random sampie stratified by project site, with a direct linkage

- between the sample of student apprentices and the sample of employers and

¥

N .

A .
supervisors..

-

The sample ﬁniverse was defined to include all student apprentices ard
- " .
employers who participated at’any time between the beginning of each proj-

ect's operations-and March 31, 1980., For the three projects initiated with

BAT funding that are still active, this sample Universe includes the first 2

For the Houston project,

- ~

- 19 .
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the fourth project initiated with BAT funding, this'samﬁle universe includes

-

'the single year that this project was in operatioh. For the four Mewer sites

initiated with OYP funding, the sample universe includég/;he first year of

operation and a portion of the second year. e : ~’\\ .
. . 3

A4

2:;.1 Sample Design for Student Apprentices anduéogpgéison étuéents

t {n develqping the sample design.for the student pr;nticeé, two sets of
factors received particular attention. On the one hand, an effé;t was madé
to ma}ntain a similar }atio across sites between thé number éampled and the

number in the universe so that the overall sample of .student apprentice% .
N .

would bé_roughly self-weighted. On the other hana,—an effort also was géde

’ -

to ensure that there would be adequate numbers of student apprentices from

<
.

each year of graduatioﬂ at each site to permit separate analyses of these

strata.. This latter feature of the sampling approach required gselection of
. . ',
a minimum number of sampled student apprentices within each stratum. Thus,
Ky < ) -

ny

the sample design includes a somewhat higher proportion of student appren-
\ X

tices from the smaller sites and from the first year of operation at the BAT

sites (as compared to their representation in the overall universe of student

3

'

apprentices).
Inclusion of comparison students within the research design adds a'

quasi-experimental dimension to the study and ﬁakes i:\;;;EIEie to estimate

S

. the net impact of program participation based updh compar isons ‘between the
stiudent apprentices and the comparison students. A rigorous matching process

was employed in selecting the sample of comparison students. The purpose of

- L3

- gE’t:h:l.s matching process was to ensure that, td’the fullest extent possible,

X L]

comparison students would be similar to student appiE}tices in all respects

-

i B
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’ N ) b
except program participation. This relationship between the two groups maxi-
mizes the ability to attribute differences in-outcome to the presence or

absence of program participation. The five characteristics which égrved as

the bagis of the matche§ sampling of comparison students were:

B

® Year of graduation;

e High school at;ended during the 12th grade;

-

® Sex; - h \_///

) Race; and ¢

t

e Vocational curriculum during the 12th grade.

Table 2-2, which follows, presents the total number of student apprentices

in the gsample universe at each proje;t énd the number of student apprentices

&

#

sampled rém each projeé¢t. Table 2;2’also’bresents the number of comparison
students sampleq from%é&ch project. )

Comparison spudents were sglected to Aatch the—étudent apprentices wh6
9§raduated in 1979 and 13980. Compari;on students were not seleéted to match
‘stﬁdent apprgntices who'éradua;eé in 1978 because of the difficulty in ob-
taining the necessary ddcdmentation. Thus, at the four OYP-initiated proj-: .
ects, all student apprentices are matched with cbmparison students since the
e&rliest student apprentices at these sites graduated in 1979. At the three
projects initiated by EQT that are sti%l active, those s;udent apprentices
who graduated-in 1978 are not quched wi;h comparison students, while those

student apprentices who gradua;ed i; 1979 and 1980 are matche& with compari-
son students. At the H&uston project, which onl§ operated for 1 year, docu-

|
mentation difficulties precluded matching of student apprentices with com-

-

Lo

parison students.

voe

L4
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TABLE 2-2

Number of Student Apprentices in S

*

?

ple Universe,
am

’

Nufmber of Student Apprentices Sampled,

and Number of Cdmparis'bn Students Sampled at Each Site

—
L]
pe Total * Sampled Sampled
Student Student Comparison
Site Apprentices Apprentices Students
»
Cleveland 351 152 100
Houston 111 “50‘ 1 -—
Nashville 197 130 100
¥

New Orleans -655, 226 141
Des Moines . 48 36 3¢
New Jersey 342 . 100 95
Rhode Island 253 101 100

) 4 ~
Rockford 94 50 - 49

Total 2051 845 621
\
»
®
o 22 L4
9
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The matched comparison group.methodology that was employed: for this
study provides a rigorous examinatiop of the impacts of the Program upon
student apprentices.‘ This approach d&s not, however, provide any estimate
of thg impict of the program upon participating schools in terms of an in-
crease in the number of high quality employment oppoftun%ties avajilable for

~ .
in-school youth. In order, to derive accurate estimates of the impact of the

program upon participating sghoo;s, it would have been necessary to selégt a\
sample of “compafisén scﬁools' 3hich had nét.cooperated‘yith local vAPs.

This approacH was not within the scope of work for this research efforé.

Some effect of the program upon participafing schools may be présumed, bdt

the magnitude of the effect has not been measured by this study.

-

2.2.2 Sample Design for Employers and Supervisors J

’
For the employg and supervisor respondents, the basic sampling unit is
. R /

an employing organization. As described in the previous section, definitions.
of the employer and supervisor respondents were applied within each employing
organizgéion in order'to identify the appropgiagf individuals to be inter-
viewed. Table 2-3, which follbws, presents the total number of employing
’organizgtions in the\saﬁglé universe and ;ﬁe numbe£ of employing organiza- ’
tions sampled at each site.

The saﬁple'of employing organizatiéns was linked to thg sample of stil-
dent apprentices. BEmploying organizations wery selected at ranéom within
sites, with each organization having a probability of inclusion equal'to the

total number of student apprentices hired by that organization.v In this way,

it was possible to request a job ﬁerfo:mance evaluation for at least one

o » o~
sampled student apprentice at each sampled employing organization.
‘ /
N ‘
$
! 23 - I / -
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TABLE 2-~-3 A
Number of Employing Organizations in Universe
and Number of Employing Organizations Sampled at Each Site
b ®
ﬁ 3
R
- Number of Employing Number of Employing
» .
Site Organizations in Universe Organizations Sampled
:!:/" o ' ‘ ~ /
", _Cleveland . 191 50
» ,Houston , T 37 . ‘25
Nashville 92 , | 50 _
New Orleans - 311 / 75
Des Moines “ 44 . - 20 N,
‘New Jersey 260° .50 "
Rhode Island . | 178 . . 50
. ¢ { o
Rockford , 64 . . 26
Total . 1177 346
\/ * !
~ , ) - _,'/
. 9 ———n AN
- < )
Ay ? -
<
L3 -
: .24 -
. 7 : . X4
\‘T 4 le)
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l?
The sample design for the employing ofganizatidns sought to balance the
— ’

\Eame two considerations described -previously with respect to the sample
design for the student apprentices. That is, the sample design for employing

organizé;ions sought, on the one hand, to provide a rough equivalence across

sites in terms of the proportion of the saméle univérse to be selected for
inclusion in the study. .Oq the other hand, the s;mple dedign also sought to
ensure inclusion:of an ?dequate number of‘%mployinq;Organiggtions_from eagh
site to permit certain basic analyses to be perfo;med withgp sites’ A; a
result of thishappro;ch, thoge site; witj:h a relatively lo: total number of
employing organizations are represgpéed i; the sample in somewhat greater
pnoporfions than iheir répresentation in the universe. \
» ~
~2.3 SAMPLING PROCEDURES : ‘ »
The previous section ées riqed the basic sampling plan\&eveloped for
the Phase II research.‘ This section describes the relevant procedu;es em-
ployed to implement this sampiing plan. Briefly, the sample of studesf®
apprentie/; was selected randomly from a written listing of regist%red stu~-
dent gpprentices %hat each YAP had provided. The selection of the matched’
sample of comparison students required site visits to each of the individ-
ual high schqols}gttended by the student apprenticeg. School staff provided
‘research project,sfaff members with access to school recogds and Assisted
the researchers in identify@ng and selecting appropriaté.comparison students. .

The sample of employing organizations for each oﬁ the sites was determined

through raﬂdom_selection of a subget of the sampled stugent apprentices.

N -

Once the employing organizations were selected, the appropriate employer and

supervisor respondent(s) were identified. The procedures followed for the .

‘.

CSAR, Incorporated___

T~




four respondeht.groups arg described in greater detail in the éubsections

. that follow.

a

. 2.3.1 Selecting the éamgle of SFuispt Apprentices
[ - A v

v . . In order to establish the-sample universe of the student apprentices,

each YAP was requested to proyide a listing of all student apprentices

regisgeréq, starting at the inception oﬁ each project's operations and

" ending on March 31, 1980. CSR provided the projects(with a standard form
for this purpose. The form included sgace to record the”following informa~
tion gohcerniné each stuaent apprentice:

S e Name; |

e Address:; ’

® Telephone number; ;:>
'\‘ . ‘J ’
e Sex; >
- ® Race; 5 ‘
’ s ®. Year of graduation; : . . . -
- ~ ’

® School attended;

e ® Employer; and )

. 'S Occupaticaq} are; of apprenticeship.

X . ’

) . When ‘these forms were .returned toéFSR, they were organized by project and by |
'year oﬁ graduation. * githin these strata, each student apprentice was 7
assigned a number.c Then the sample of student app:entibes was identified by
drawing random digits and selecting the stu?ent apprentices whose assigned
numbers correasponded to the random digits drawn.

Because gome bagic data were qol{eoted for all student ap@gentices.in
&i the sample universe, it has been possible to make cbmparisons between ;ﬁe
. ’E.ﬁ f‘ ’ . -
. P Y v .
# . '
26, , A .
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. %
universe, the sample, and theArespondents to check for sample bias and

résponse bias. Collection of data on the universe of student apprentices
also revealed one limitation in the projectsi.'bcordkeeping systems. For

some of the student apprentices, ;he year of graduation w;s noq\available
from projécﬁ records. For some of)the other student apprentices, a year of
graduation was available; but it was found, in the course of further investi-
gation, to be incorrect. The absgnce or 1ncorrectness¢of"the information is

the result of the lack of incentive for projecté to maintain specific data

on the student apprentices' year of graduation.

-

2.3.2 Selecting the Sample of Cqéparison>8thdents

! .

A éignificant effort was devoted to the selection of the matched group
of comparison students. Following the selection of the sample of student
apprentices, a site viéit was conducted at each YAP for the specific purpose

of selecting the sample of comparison students. These visits were conducted
. " N

by the same sepior staff members who previously had conducted the program

fevigw-site visits during Phase I of the research pﬁojéct.' In most cases,

the site visits undertaken for comparison group sampling required an effort

equal to or greater than éhaéi;eboted to the Phase I program review.
~ —

The level of effort reqﬁired'té éomplete the comparison sampling was

.

"~ .

attributable to the logistical demands inherent in the‘selectioﬁ of the
. ¢ ' P *

»
IS

cbmparison group. Each YAP collaborated with a number of different se&on-

dary schools and, at many-of the projgcts, thgse\éecondary schools were °

within the jurisdiétion of different f%cal school-syétems, Unlike the’

student Bbprentices, théfe\was no central source of information congerning

those eligible to be sampled for the co‘Farisop qroJ%. Therefore, sampling .
~ * 3 . . X ,

g«
4
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°

of comparison students, for thé most part, required in-person visits to the
individual.high sché&ls attended by the sampled student apprentices. Fur-
thermore, arrangements of the necessary visits to the relevant locai A
secondary schools involved prior administrative approval and scheduling,
both at the local school system level and at the individual school :ével.
At the individual schools, each comparison student was selecteé based
upon the match with a particﬁiar sampled student apprentice who attended

. .
that school. Guidance counselors, cooperative education coordinators, and

vocational instructors provided accegg to neéessary schoél_records and
assisted research project staff members in identifying and seiecting appro-~
pPriate comparison students to match the sampled student éppreniices. In
summary, therefore, the selection of the sample of comparison students in-
volved a rigorous match with sampled student apprenticés and also involved

tight control of the gelection process by senior members of the research

N -

teanm. ‘ /

2.3.3 Selecting the Sample of Employers and Supervisors ¥

Prior to gPé selectién of the sample of emplqyers ané.shpervisors, the
sample of employ;;g organizgtions was determined. After thg sample of stu-
dent apprentices‘was éeleéged for each ;ite, the sample of employing organi-
zations fos_that site wgé\determined‘through random seiectiop of a subsét of

the sampled student apprentices. Just as the total sample of.stuQent appren-

tices at each te was selected by drawing random numbers, identification of
13

the group of samﬁled student apprentices whose employiﬁg organizations were

chosen for inclusion in the researcipneffort was also done through random

number selection. Selection of thg sample of employinglbrganizations in this .

a ' N

28
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manner‘ensuredethat every employing organization chosen for study had experi-
. b M . \.
ence with at 'least one of the student apprentices sampled for inclusion in

‘the study. When two or more stgdent apprentices.in tne initially selected
subsetQWEre touéd to. have geen emploged by the same organization, additional
sampled‘student apprentices were selected until.tne full complenent of e
. .employing organizations at. each site was complete; '

© Once the sample of employing organizations:was selected for each site,

-~ .

the respondent for the employer gection of the Employer/sdpervisor Interview
- N r . ., . - -
Schedule was identifiable without further sample selection processes. Selec- .

[3

tion of the respondent for this section of the interview schedule was based

upon the criterjon that this section was to be addressed to the individual

° . .
[

who made the decision that the employing organization would cooperate with

£ '

the local YAP. | . YA c

//// . Identification of the supervisor section respondent of the Employer/

»

Supervxsor Interview Schedule was based upon the supervisory relationship

’ s [}

that this respondent had with a specdific sampled student apprentice. This

¥

criterion is dizectly related to the fact that the supervisor section of the
interview schedule consists prinoipally of a job performance evaluation &8f a

specific sampled student apprentice. It had been determined as part of the

© s [ a Il

.- . L]
- . study design that no more than three job performance evaluations would be

-

' requested from any sampled employing organization. ?herefore,’for.all the

sampled”employing organizations that had employed between one and three -

~sampled student apprentices,’ the ‘Employet/Supervisor Interview Schedule

-

included names of all of these individuals so that the appropriate supervi-

sor (8)gcould.be identified. o -

[

< .
s CSR, Incorporated.____|
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Some sampled employing organizations had employed more than three sam-

pPled student apprentices. 1In the iife 6% the employing organizations in.
this category, it was necessary to Select three sampled.student dpprentices

" for whom job performance evaluations could be requqstéd. In making these -~

1

selections, an effort was made to 1ﬁblude sampled student apprentices who

had graduated in different years. Beyoﬁd that, the sqlécqion process was *

. i

'/;;;Eom. Based upon the three ‘sampled stpdent apg;fntices selected, it then

was possible to identify the supervisor respondents for each'employing

[y

orgénization in this category.

2.4 DATA COLLECTION

!’ -

This section describes the relevant features of the data collection

effort for the Phase II research~under five headings. The first subsection

)

describes the structured interview schedules used for data collection. The

second subsection describes the gelection and training of the local data

1

collection teams. The tHird subsection describes the si%e specific time

frames for data collection at the local sites. All data collection activi-

.

, ties were conducted during the last 6 months of 1980. The fourth subsecyion

:

. '\ N
presents'the interview response rates obtained during the field effort.

& R Q >
Overall, about three-fourths of the student apprentices and comparison stu-

dents wére located and interviewed. The fifth subsection describes the
. 1 .

quality coni;pi procedures implementpd in conjunction with the data collec-~

»

tion effort. Quality controls included verification of a sample of the
completed interviews and careful editinévof interview schedules as‘tﬂ$y were

received from the field. ) : . .

f
Y
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"2.4.1 - $tructured Interview Schedules

. . During the design phase of the study, two stguctured interview schedules
were developed ﬁor Bsejwitﬁ the four groups of respoﬁéenés included in thé
Pﬁase II research. One interview écheﬁule‘was developgd for use with gtudent~
apprﬁptices and éomparis;n students. It was adapted to the somewhat differ-
ent data needea frém thege two respondent groups éhrodgh the use of skip
patterns in’the sequence of questions.. Thus it was possible to use the

.Out-of-School Apprentice/Comparison-Interview Schedule with either a student

. N
apprentice respondent or a comparison student respondent. ‘ \

-

. ¥
"The other .interview schedule developed was for use with employers and

-

supervisdrs. In the case of this interview schedule, the first section

‘includes questions to be asked of the employer respondent and the second

v

sqgtion includes’questions to be asked of the supervisor respondent. Thus,

0

f completion of a single Employer/Supervisor Interview Schedule involved com-

N

ple;ion'of both these sections. In some cases, both the employer and super-
visor sections were completed by interviewing one individual who fulfilled

v * . . .
both of the functionallg defined responderit roles. In other cases, the

employer section was completed by %ntérviewing an igdividual who fulfilled

'

only the employer respondent role while the supervisor section was completed
. Q . ! .
by;interviewing between one+and three.other individuals who fulfilled the

-

supe‘visor cespondent role.: -

" Both interview schedules were based primarily upon questiohs with pre-
. . . N
coded responses. However, both interview schedules also included some ques-

. 3
tions with ogen-ended responses since some important areas of inquiry were

not amenable, to the developmént of pre-~coded response categories. Copies of

the two interview schedules are appended to this report.

.
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2.4.2 Iocal Data Collection Teams

Data collection activities for each YAP were in;tiated during site

;_ visits t6 each location conducted by the same senior members of the research
'team who had conducéed the previous program .review site visits and the com-,

parison sampling site visits. Thus, selection and training of the key mem-

‘ bers of each local data collection team were conducted in-person by sgnior

1) . A ; .

members of the research team who were well-acquainted with both the general
’ \

features of the study design and the épecific featnfés of the local YAP.

At most sites, the data collection team included one local field

3

research asgsociate and one or ﬁoge local interviewers. At each locaqionu
N o« & ‘
the field research associate had overall,responsibilitykfor local data 'q4 Co
': .' § . ®
_ collection activities under the direction of the senior member of the”

0‘

‘research tean/responsible for that locatioﬁ. In most €a¥%es, the field

.
a

research associates conducted all of the intexviews with the employers and

“

P
supervisors, carried out some of the interviews with student apprentices and

’ : s ' 8
. comparison students, and supervised interviewers who were responsible for

the conduct of the balance of the interviews withgstudent apprenticgs»aqp «
’ : . ) . 1 P
comparison students. .« When intervi%ers had to be added or replaced, the

. 4 '° 3

g\ field research associates-were responsibléﬁfor recruftipé and training the
. N - . € .
N\

new interviewers. The responsibilities of field reseafch éshqeiates in

o
<
-

' gupervising and monitoring interviewers also included yérifyingyn samg;e of

) . ’

the interviews conducted by the interviewers. -

n

. . . @
. -

2.4.3 Time Prame for Data Collection ‘ ) 5. .

0

All data Eollgction activities were conducted during thﬁflast 6 months

&~ - .°

of 1980. Within that benergl time frame, the specific time frame for data

-
2

& “ - —~

L !
) E . ‘ .

.
. f,
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. ) ’ L

collection activities at the individual sites.varied somewhat. In general,

data collection activities were completed in a shorter time at the four

sites initiated under OYP-funding than at the four sites initiated under BAT

. funding. Two factors are relevant to this difference between the two groups
- - < .n.

of.sites. Pirst, the OYP-initiated sites éenerally included a smaller .

number of sampled respondents than the BAT-initiated sites. Second, ~all the

' -t ’

. student apprentices and comparison students sampled at the OYP-initiated

sites had graduated’from high school in l979 or l980, whereas some of the .

~

sampled student apprentices at the BAT-initiated sites had graduated from
high school iﬁ'l978. This longer time period since graduation can be corre~

lated with a greater degreq of difficulty in locating the respondents for

’
3

interviews.

In addition %o the general difference between the. two types of sites,

&

@ ; ¢

" there also was individd&l variatioh among the sites relating to the time of

14

data collection. Data collection activities in’ Rhode Island, Rockford, and

‘Des Moines were initiated and compléted during the first 3 months of the data

collection period. Data’ collection activit;es in New.Jersey were initiated

and: Fompleted during the last,s months of the data collection period. Data

a
.

collection activities at Cleveland, Bbuston, Nashville, and New Orleans were

“n z . ® . -

initiated during.the f£irst 3 months of the data collection period and were

‘Completed during the lagt 3 months of the data collection period, ™ T
2.4.4 Response Rates . t ‘% . ," . v
Tablé°2-4 presents the number of student apprentices and comparison
I°. ' . v . T ' s ' ; 9

students interviewed at.each site and the interview ®esponse rates for ‘these

two respondent groups. “The interview responhserates ‘were calculated by .,

\ . ’ . ~ . f ¢ -
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Number Interviewed av\d)l;e

-

and Comparison Students by Site

TABLE 2-4 .

L

sponse Rates for Student Apprentices

¢

s
+ Studént rentices Comparison Studen'ts
N ’, -
Number Resgponse . Number * Response
\ Site Interviewed Rate Interviewed Rate
4 / -
P /
V. = L
N
. \ - \
Cleveland 133 88% . 77 77%
Houston 15 30% - —-—
Ce Nashville 81 62% _
‘ ke s )
. .New Orleans 143 633
"e. Des Moines .o ‘ 86%
.. New Jersey 99 99% -
2 Rhode Island . 94 938
g : ryw
Rockfor8 46 * 92% .
" Total ¢ 642 - .76%
4 3
o t
” k ¢
- & ©
li - s
. ~ ~ ’
. ’\.
- .
- ‘ '
! L &sh | d
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-
~
a .

N ’ ‘4’

& . .
dividing the nuimber interviewed by the number sampled. 1In total, over 75
percent of the student aéprentices'and comparison students were located and
interviewed.

Table 2-5 ﬁiesents the number of.employer/supervisor interviews com-

pPleted at each site and the interview response retes for this group. The
interview response réte; wete calculated by dividing the number of completed
interviews by the number of employing organizations_sampled. In total,
interviews were completed at over 90 percent of t mploying erganizations
sampled. This overall interviey Eespo%se rate for employers and supervisors
is somewhat higher thanﬂthe overall response rates achieved for student ,

apprentices and comparisqn students. In addition, the interview response

rates by site show less variation for employer/supervisor interviews than
2 o “ : X

¢

. -foF inte:vﬁ!ws with student apprentices and coméarison students. These

v
-
b .
- L
-

. Y X
né\aitribu to the relatively dgreater ease of locating and gaining the

L)

gha:épte;ie%ics of the/reéponse rates for employer/supervisor interviews may

.

cation and then calling them on the telephone. During‘this éflephone con- °

versation, each.respondent was asked to confirm that the interview took

»Pplace as recorded. In add8ition, one item from the completed interview-

schedule was addressed to each' respondent a seécond time_in;gﬁder to check

-
- ~
. ’ .
- . * ) >

o
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TABLE 2-5 '

-

‘Number of Bmployer/Supervisor Interviews Completed
* Vi

.and Response Rates by Site

36

ch
b
3

),
[
: _ Emglox.er(SuErvisor Interviews
NG . Number Regponse
Site Completed Rate
[ 4 <
=R
4. Cleveland - 48 964
Houston a 84%
" Nashville = S 86%
E&g Orieans . 66 ' 883
Des Moines 17 85 -
New Jersey 49 — ‘98%
' Rhode Isiand , 49 98%
. Rockford ) 24 923 .
*  fTotal y 317 928 .
L, _
. - \
Y r;:i. ¢
L

CSR, Incorporated___|

‘2




B

f ' .
‘1979 and were actually-1978 graduates;‘while”other comparison students had

/
for consistency between this response and the response recorded in the com-

pPleted interview schedule:.5

Interviews conducted by interviewers werezéerified by field research

N - ~
' associat¥g. Interviews conducted by field research associates were verified

Fs ,r
by central office staff, as were some interviews conducted by interviewers.

Verification was accomplished for 23 percent of the student apprentice

3

respondents,'zs pPercent of the comparison student respondents, and 15 per-

N

cent of the employg! respondents. None of these verifications revealed any

&

instances of data.being falsified or mishandled by any of the members of the

local data collection teams. ' -
. %
The second set of quality control procedures involved careful screening

>

-

, and editing of all completed interview schedules as they were returned from

the field. As a result of this process, it was determined that some student -

apprentice and comparison student interview schedules were not appropriate

for inclusion in the analyses. For student apprentices, the most common

problems were that some respondents did not‘recall participating in the pro-

-

dram while other respondents clearly entered their apprenticeships after

’(m

hgraduation from high school. For comparison students, the most common

A
proplems were that some comparison students had beenfsampled as graduates of -

been sampled as graduates of 198Q when, in reality, they were not expected to

L]

graduateéhntil 1981.
‘r \

Table 2-6 presents data on the number of student apprentige and compar-
* .

N

ison student interview schedules whictPwere usable for analyges and the pro-
. 5

e

portion thag:lﬁgse usable interviews constitute of the original "sample.

"

"\‘
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Overall, 52 student apprentice interview schedules and 19 comparison student

- . ’
interview schedules were excluded from the analyses. No employer/supervisor

interview schedules were excluded. For the student apprentices, the largest

~

number of exclusions were from the Jersey YAP. At this site, 25 out of
a total of 99 student apprentice int view schedules were excluded from the'

analys€s. Of the 25 excluded, l7 were omitted because the interview sched-
ules indicated that the sampled student apprentices had graduated from high

school before they had been registered as apprentices.

-

A8 indicated in Table 2~6, when all the necessary exclusions had been

accomplished, data still were available for analysis'for more than 70
: '

percent of the sample of student apprentices and comparison students. It

-

may be concluded, therefore, rthat exclusion of the inappropriate respondents
significantly enhanced the qualiéy\and the consistency of the data base used
for analysis wi;%ou significantly impairing the adequacy of the data base

in terms of the p rtion of the sampled respondents available for analysis.

2.5 DATA REDUJTION AND ANALYSIS
This section briefly describes the data reduction procedures which were

followed and-the analytic techniques which were employed to compile the

results of the Phase II research. The first subsection below describes the

.~ )

principal steps in the data reduction process. The second'subsection details

E

the resulting units- of analysis. The third subsection treats the various

analytic techniques employed. -

2.5.1  Data Reductiop Procedures

As interview schedules fere received .from the field, the Data Collection

Manager edited them for internhal conslstency and pre-coded all open-eneed

S
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TABLE 2-6

Number of Usable Interviews for Student Apprentices -

A

and qomparisoh Students by Site

K -

Student Apprentices ' Comparison Students

Number of ' Number of )

—o——,

" -Usable P:oportién g Usable Proportion

Interviews of Sapple Interviews of—Saﬁéle

Clevelgnd
Bouséon
Nashvilie
. New Orledns
' Des Moines
New_Jerie§
Rhode Island
' Rockford

Total

126
.15

76

-
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N

responses. PFollowing this initial processy the interview data were coded

7

* into numerical form and recorded in machlne readable format for key punching.
1

Ebllowing the coding, the data were keypunched and verified. Once the data

R

files were complete, a machine edit also was per#ormed in ordercto check the
f
. 'internal consistency of the interview schedules and to ensure that the valies

> for all variables were within the proper ranges. - -

LY

L] o

Following the machine edit,-basic frequencies were obtained for all the

variables. Based upon these frequencies, some categorical variables and a

large number of categories were simplified'bj collapsing discrete categories

|r into laéger logical categories. Similarly, some continuous variables were

M 1,

transformed into appropriate categorical form.

2.5‘3 Units of Analysis

The data base 'derived from the Phase II.research effort includes five
.~ ' . -

basic units: _ . .
E ' N ° . = e
N L]
e Basic indicators for all student apprentices in ;the sample universe
based upon the record review conducted in conjunction with sampling;
e Data !icmeinterviews with student apprentice respondents; o x

i

Data from intefviews with comparison student respondents;-

) ~pata from interviews with .employer respondents; and ) >

-

- Job performance evaluations based upon interviews with supervisor

respondents.

0y

>

. . : 3
With the exception of the data based fipon interviews with comparison student

-

respondents, each of the analytic units described above was subjected to”

N

4 '

separate analysis.

3

In addition to the separate analyses of the four-basic analytic units,

furtherlipalyses were perfprmed based upon two additional combinations of

,

[}

40 ©
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the énalffic units. First, the data based upon comparison student respon-
. N .
i ants were analyzed in qombiﬁation with the data based upon student appren-

tice respondents. Second, the relevant job performance ewaluations were

herged with the data based upon student apprentice respondents in order to

.

permit additional analyses. In all, therefore, six basic units or combina-

-tions of basic units were subjected to analysis.
~

-

2.5,.3 Anmalytic Techniques

"

.
’

For each of the six analytic units, basic frequencies and means were

I’C-

calculated for each wariable. In addition, for each of the 6 analytic units,

) relevant variables were selected for examination of cross tabulations and
differences of means with computation of the accompanying chi~square and

.

t-test stat;stics o; one-way ANOVAg to determine the statistigél significance
of observed differences.
In addition to these fundamental analyses, three of the analytic units
' were subjected to fyrther{ multivariate analyses. The student §ppredtice

data, the combined student apprentice and comparison student &ata, and the

employér data were analyzed using multiplé regression analysis. The multiple

regression techniq@e was applied within the framework of a causal model using

N path analysis to determine the(?irect and indirect effects of indepéndent

- x

variables upon criterion wariables. In the case of all the analytic units
the multiple rzﬁkession techniqué was reserved-.for examination of the ma or
outcomes of interest and their relationships'with the principal factor

may be Eeasopably presumed to have some association with outcomes.

\
I3 -

T
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. , y
. .
— ;




o

3: CHARACTERISTICS AND EXPERIENCES OF STUDENT APPRENTICES

4

student‘app;gntipes who were administered the same questionnaire as the
c -pafison g;oupf with appropriate sk%p patterns, during the summer of 1980.
Chap&er 3 describés the characteristic; and experiences of the student
. apprentice gréup. ' . .
3.1 PERSONAL CHARACTERISTICS AND EDUCATIONAL EXPERIENCES

OF THE APPRENTICE -SAMPLE

This section of the chapter discusses the apprentices{ demographic

character}stics and those experiences during high school which had a bearing

©

on the students' vocational objectives. The discussions are organized into-

o« ¢

four major topiés: (1) personﬁl?characterispics; kZ) educational experi-

ences, which include the students' instructional programg, occupational

- ' orientation, and career -assistance received; (3) vocational objectives during
high schgol} and (4) in-school work experiences other than in ;pprenticeship.
One kﬁy variablg used in the analyses of this sample groudp was yéar of
. graduation. This.independent variable was cross-tabulated with most other
. variables in the da;a base "to determine if ;ny differences existed in the
responses given as a function of graduation yéar. When statfétically sig-

nificant associations between variables occurred, they have been included in

- the discussions in this section and throughout the chapter.
- ]

3.1.1 Ppersonal Characteristics . . ‘ .

Table 3-1 presents selected personal tharacteristics of the student

o
[4

~apprentice sample. Of the 590 individuals coﬁpriéin@ the sample, nearly 90

42 - £~
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éerceﬁt were males, anq 80 percent were white. Blacks prédomidated the
., » ‘
minority races (18%)7 with Hispanics and american Indians representing
approximately. 2 bercent of the sample. At the time of the follow-up inter-
view, the respondeﬁ;si ages randed from 17 tﬁrough 23 years; 70 percent of
the group were either 18 or 19 years of age.

aAlmost all of the student apprentices graduated from higﬁ school (96%),
with similar proportions of gradmates found in the 1979 (42%) And 1980 (40%)
classes. Of the 4 percent of the sample who did not graduate/, all but one
completed the 1llth érade. Respondents' f;asons for dropping out of high
school centered agoun& poor school performance, motivation, or absenteeism

N "
from school (57% of this gubgroup) or personal circumstances, such as the

need for self-sd;éort' fami;y difficuléiesj pressure, or relocation (43%).
The influence of graduation’year on séx and racial/ethnic composition
of the group was found to be staéiétically significant at the .05 level. An
increase in females occurred among 1979 and 1980 graduates (13% in each.
class), compared to 1978 gr;duates }3%). On the other hand, a significant
decrease in minorities appeared in the more recent graduating classes.
Minority races comsfised 29 perceht of the 1978 gra’uates; the percentage
dropped considerﬁbly in 1979 (lﬁ}) and then increased somewhaﬁ’among 1980

graduates (22%). . ’ .

3.1.2 Bducational gxperiences'

;_:ji‘g
For the entire apprentice sample, performance in high school coursework,

as, measured by mean overall grade point averagde, was "B-." Virtually all
student apprentices (99%) attended public high schools. Over three-fourths

of the studentg (78%) were enrolled in a vocatfg;al/t al program of

43
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TABLE 3-1

Selected Personal Characteristics of Student Apprentice Sample

Personal
" . Characteristics N Percentades
> Sex : .
? Male 89

Female 11
N (590)

Race-Ethnic Group
Non-minority 80
Minority 20
N (589)

Age at Time of Interview \
17 years old 1l
18 years old 30 '
19 years old 40
20 years old 22
21+ years old 7 ‘
N (587) '

High School Graduation Year’
Did not' ‘graduate 4 ,
1978 ) 14 '
1979 42 -
1980 40 )
N (590)

. 44
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.;‘ .
instruction, élighé£§ more than one-tenth (11%) in a general instruction

program, with the remainderfdiqided between academic/college preparatory
|7 .

(7%) ardd commercial/business (4%) curricula.
\/ L4

Of the 483 sgudent apprentices who were engaged in vocational/technical

and commercial/business programs, 80 percent reported that trade and indus-

trial coursework (for example, auto mechanics or metal working) was the focus

. of their instruction. Nine percent wererenrolled in a techniéal program,

such as drafting or electronics, and the other 1l percent took coursework
from such .diverse instructional ﬁrograg? as business and office (3%), health
(3%),.home economics or family lifei(Z%), and others (3%).

Among these respondents, choice of vocational program appeared to be
influenced by year of graduation (p< .05). ‘In each éaccessive class, the\
proportion of graduates enrolled iﬂ the trade and ;gdustrlal program
decreased (1978--84%; 1979--80%; 1980--76%). Converse{y, highé; proporéi;ns
of 1980 graduates were enrolled in the health, agriculture, and business/
offiée programs.

All respondénts were queried abodt the specific occupation for which

. / B .
their courses were preparing them. Table 3-2 displays the distribution of

4

responses, organized according to the nine major occupational classifications

4

Set forth in the U. S. Department of Labor's Dictionary of Occupational
Titles (DOT), Fourth Edition, 1977. Under each major classificatich in the

table, examples of specific occupations incluéed in that category have been’

provided as illustrations.

As Table 3-2 shows, the majority of respondents (54%) indicated that

%

their courses were preparing them for machine trade occupations. Within
- AN '3

this major classification, machinists and motorized vehicle and engineering

[ 4

.
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TABLE 3~-2

-

Ma]or DOT Occupational Categories for Which Student Apprent:.ces

Felt Their Courses Were Preparing "Then.

L.

‘ Major DOT Occupational . < g
- v ) Y
Categories o Percentages

Professional, Technical, and Managerial Occupations, . 12
Drafter . ®
Technician (dental, electrical, medical) » '\}

Clerical and Sales Occupations . 3
Secretary (legal, medical) °° -
Clerk, cashier . .

@ \‘

Service Occupations 4 .
.Food service (baker, butcher) s . S .
Attendant (nurse's aid, child care)

. \ .
Agricultural, Pishery/Forestry and Related : ‘

Occupations g <1°

Arborist, gardener, landscaper y

Fisherman o .

 Processing Occupations <1
-* Chemical/pharmaceutical processor
" Pish processor

Machine Trades Occupations ' 54 -
‘Machinist . :
Motorized vehicle and engineering . J

/ equipment, n}:echanics and repairers :
Bench Work Occupations X . <1l
. Upholsterer .
Instrument repair
Str ral Work Occupations 16
Body workers
. Welders, cutters and related
laneous Occupations <1l
Film lab technician or processor . v
No Occupation 9
N A (584)

46 81
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Equipment mechanics and repairers were most frequently mentioned (18% each).

<

. Other major occupational categories for which-respondents' coursework was

’ preparing them show considerably lower percentadges. Structural work occupa-

+

tions, such as body workers or welders and cutters, and the professional,

-

technical, and managefial occupations were cited by 16 percent and fﬁ“per-

Ay

cent, respectively, of tne sample. Almost 10 percent. of the group reported

® . v
I

" that their coursework was not preparing ‘them for any occupation. \
. hd a 1’0& oy
s . ¥
Other educational'experiences of the apprentice sample involved the

types and quhlity of career information and assistance received during high
school. A substantial majority of ali respondents (83%) received assistance,

in the area of careers, preparation for work or jobs from people working in

o o’: [

their high school. However, 93 percent of thE'group subsequently reported

_that they had been provided with inyormation specifically on career oppor-

’ ' . 8 b -
tunities in apprenticesﬁip. (The highly, fbcused language of the latter

question apparently prompted improved recall By the respondents )
Three specific items related to the quality of services and/or instrtc- -
- . &
tion received during high school were rated by the group: information on

.
rocdpations: assistance with career/planning; and instruction on how to look
“for a job. For each item, Tagléﬁd—3 shows that a majority of respondents

- felt that the quality ot sérvices and/or‘instruction was "good" or "excel-

o lent.” By combining these two points on the rating scale, the percentage,
was lowest for assistance with career Planning (63%) and then rose for infor-
mation on occupations (6§%) and instruction on how to look for a job (71%).
These/ratingsx‘while not specific to apprenticéship-related setvices and/or
instruction, reflect generally favorable opiniogs about the quality of career

information and instruction offered through the schools.

47
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Opinions About the Quality of Services and/or Instruction

Received by Student Apprentices While in High School .
Career P
Service Percentages

Information on Occdpqgions

- % g

- Excellent 17
Good ' i 52
Fair T 25 ®
PooK, : ® 5
N < (589) .
Asgistance with Career Plahning
Excellent ’ 22
Good 41’
Pair . 28
Poor ‘ 9
N (588)
.~ Instruction on How To Look for a Job
\. » + Excellent . 27
e Good 44 1
. Fair . 20
~ Poo ‘ 9 .
N ) ) (589)
-]
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3.1.3 'Vocational Objectives During High School

4

Most respondents (85%) indicated that the occupations'for which their
» . ¢ .

&

coureework was preparing them did represent their specific career objective
at the tine. .During their last 2 years of high schoqI, 80 percent of the
apprentice sample felt 'Veri' or 'somewhat certain® of their career: objec-
tive, while the remaining 20'percent reported being either:fsemewhat' or
"very uncertain® abaut their career chqice, At the time‘the apprentice group
left high school, a“bare majority (51%) had no particular plans other than .
to continue in the‘job they hel? during high school. Much smailer propor-
tions of;the éroup said they Weﬁé going to look for a job (15%) oricombine
school an%twork in some way (12%). BEven fewer respondents planned to enter
a training program (8%), go to school full-time ‘(78), e;ter the Armed Forces
(33), or engade in some other activity {4%) . -

These data on vogational gertainty and specific plans upon leaving high

school were significantly assotiated with,year St graduation, as shown in

. Table 3-4. Vbcational certainty was much stronger among 1979 and 1980

graduates than among 1978 graduates. With respect to specific plans at the «
end of high school, somewhat erratic increases and decreases in the percen-

tages appeared among those whose plans were to continue in their pfesent

N

job. Eowquf, 1979 and 1980 graduates were much less’likely to look for a

_ ]
job and more likely to enter a training program.

. 4

3.1.4 In-Schéol Work Experiences

The last two topics presented in this discussion of personai arid educa-

-

"tional experiencee during high school relate to participation in a coopera-

tive'education program and paid employment other than, in apprenticeship.

~

1 %

49
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TABLE 3-4

Vocational Certainty and Specific Plans Upon Leaving High School
by Year of Graduation .

~/

Vocational Certainty and .
Specific Plans Upon Percentages
leaving High School 1979 1980

Certainty of Career Choice in

Last 2 Years of High School
Very certain . . 52
Somewhat certain ) ) 31
Somewhat uncertain ¢ 7
Very uncertain ) 10

Specific Plans When Left High School

No plans, continue in present job : 49

Look for a job ’ L, 15 -

Enter d training program " 9

Go to school full~-time 7

Enter .the Armed Forces 5

Combine school and work T « 13

Other ° 2 44,77***

2

N ‘ | (246) (239)

3

*p <.05; ***p < ,00l.
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R emerged (from 95% of the 1978 graduates to 82% of the 1980 graduates).

. apprenﬁideship sample exhibit$ a relatively high degree of wof%fexperience

Eighty-five percent of the sample participated in‘a cooperative education

program, which provides for the student's early release from high school to
! ¢ .

be employedi’hgile receiving special assistance ftom a teacher or coordina-

tor. When these data were examined by year.of graduation, a significant

- . —_—

dgcreése (p < .05) in participation by éach.succéésive giaduatinchlass

Approximately: three-fifths of the apprentice sémple (59%3 reported that
they had regular paid employment, other thah their/Eﬁprenticeship job and
such occasional jobs as mowing lawns or babysitting, during high'schoolﬂ

Among this group who were-Eegularly emplo?ed, nearly two-thirds had held only

L ]

. * 4
one (32%) or two (35%) jobs, while the remaining one-third had been employed L

in three or more different jobs during their high school years. Thus, the,

in addition to its student apprentice positions. .

4
v

3.2 STUDENT APPRENTICESHIP EXPERIENCES ’ . »w

-

In this gection, specific aspects of the experiences-studeﬁté-had as

apprentices ;re described. These X3Spects cover: (1) entr; 1;t6 student - |
apprenticeship, such as respondents’ awareness aﬁd knowledge abou; the Youth
Apprenticeship Program and thefr motivation for entériné the’ program; (2)
characteristics of the student apprenticeship employment, including occupa-

tions entéted) wages, and types of assistance received from school and P

project personnel; ané 13),tﬁe édvantages and disadvaniages-of being an

C .

apprentice.

fs

51
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‘perspective. Just over thr

.o A
3.2.1 Entry into Student Apprenticeship

v

—

provided with‘infor:ition on career opportun)ﬁff

people working in the high schools.. FuQﬂ;;

(YAP) yielded a somewhat different ’

of the Youth Apprenticeship Prog

ths of the respondents (61%) first heard

’

~ - .
about fhe program from scl f personnel ({L instructor, cooperative educa=- _ \

tion coordinator, or gugﬂance'ﬁounselorf. Of the remainder, 'similar propor- °

L]

thmﬂ?heard first from'a YAP staff member (19%) or from some other source,

.

¢ v
”’éuch as friends, cla/s_smates, or the media (20%). These data demonstrate

N hd s

hY

|

* by.respondents for becoming apprentices. Under eachkm_;or category are

that both school personnel and program staff played an important.role in

-makiﬂb students aware of the opportunities available through the Youth

/-
Apprenticeship Program. .

Information as to the reasons for becoming an apprentice g~’v1des in- " ¢

sight about respondents’' motivatidns and, in addition, may offer cﬂues about .

the nature of publicity or outreach campaigns wpich are effective in enroll—

ing student‘apprenticeSs Table 3-5 presents the most importantvreasons given”
. ’ ) O

illustrations of the types -of responses given. % 3
. ~4 . ) N
As revealed in Table 3~5, two major resgo:ffs predominate among the six_:

- .

reasons: career development or advancement (61%) and economic or vocational

oppo?%qnity (20%). Within the career development/advancement category,

v

e - .
several themes or subgroupings of reasons emerged: access to a trade; pro-"

vision of training or skills improvement; interest in-a career (either

Y

specific or general); and the provision of certification or credential credit

v v
\ . RS

il

-’
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Reasons

Career Development/Advancement , ’
Liked field or trade )
« Training, certification provided

Economic or Vocational Obbdrtunity/Security
Money, income
Work (job) experience'gained

.

Learning Experience/Exploration
Learn new things . .
See if I liked the field or trade

‘ Persongl Serise of Wérth/Independence/Erijo}me}xgt
Sense of accomplishment, freedom
Like working with hands, machinery

General--Pogitive -
\ Experience (unspecified)
. Get something go@ in life
General--Negative e
Get put of 'school early
Took up spare time
' el

-

»

-

-

od
zl ~




.

related to the field. Thus, respond¥nts spoke of the apprenticeship program
as one which offers “the best way to get into a trade,"” of the availability
of "training in all areag" of the trade or job, of being "interested in this

fiéldx' or, finally, of the "certification provided" by completing the .
. 3

program.

Econpmic or vocational opportunity and security, usually related to the
prospect of a good income, were mentioned by many respondents. However, the

anticipation of job security, job availability, and/pr.work experiencg‘gained

also gerved as strong incentives for participating in the program. Less- than
;0 percent of the apprentice sample were found in each of the remaining cate-
gories in Table 3-5. There were no apparent differences in reasons for

" entering apprenticeship as a function of graduation year.

Rnowledge about important aspects of an apprenticeship po!gtion affects

an individual's decision to enter the program and may influence one's reten-

- 7 -

tion as an apprentice.. In Table 3-6, data are presented on how informed

" respondents perceived themselves to be with respect to five different aspects

of the job, befpre they were employed as apprentices. Ehe Percentage of

\

respondenta who said they were "well informed" was highest for length of
apprenticeship (64%), clustered in the 50th percentile for nature of the

work, rate of pay, and long-term futureﬁof the job, and then dropped to 46

- percent for related instruction requirements. Approxinately one-third of\

the sample regarded themselves as "somewhat informéa' on all aspects, except

o -

for length of apprenticeship (228). These data indicate that sizeable pro-

portions of the sample had incomplete information on various aspects of the

apprenticeship jobs they intended to enter.

—~—
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TABLE 3-~6

Extent of Being Informed About Aspééts of the Apprenticeship Job

/’ngore Being Employed as an‘@pprentice

L4

Informed About
Apprenticeship

er

4

Percentages

-/

/

Nature of the Work

" Rate of Pay /

Long~-

-

/

/

Well informed

Somewhat informed
-Not informed .

N

""

/

Well informed

Somew, t informed

»

Not informed
N »

~

7

rm Future of the Job
/ﬁell informed
/ Somewhat informed °

/ Length of the Apprenticeship

/

/

Well informed

Somewhat informed

Not informed
N

> Related Instruction Requirements

“

Well informed
Somewhat §nformed
Not informed
N ’

L]

55 .,
36

(588)

50

34

16
1588)

50,

33

17
(587)

64
22
14

~ (587)

" ¥ 46

35
19
(586)

0
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? §
1 terms of the person who provided the most assistance in obtaining

employment in their apprenticeship occupation, hearly three-fifths of the

%
N Z

& .
sample (59%) identified school personnel, primarily their vocational instruc-

t

tor or cooperative education coordinator. Over one-fifth (21%) named YAP
staff mehbers, and the remaining one~-fifth said elther,that they received no

assistancé (9%) or that some other person had provided the most assistance

x(118%).

3.2.2 Characteristics of Student Apprenticeship Employment - ) .

Table 3-7 shows the occupations entered as an apprentice, orga@ized
aceording to the :;;99>DOT occupational classifications, with speci%ic,

’represehtative occupations listed under each major category. Three-fifths
[}

of the respondents were employed in the machine trades. Less thdn 20 percent
entered some type of str@ctural work. Fewer than 10 percent ;ere‘employed in

professional, technical, and managerial pccupatiohs. In every other major

_category, 5 percent or less of the group found employment as an apprentice.

-
K

Significant at the .0l level was the influence of graduation year-on occupa-=

tion entered as an apprentice. Each successiye graduating class exhibited .

?

* an increased tendency to enter‘the professional, gechnioal, ang managerial

>

occupations (1978--5%; 1979--6%; and 1980--11%) and the structural work

occupations (48, 20%, and 21%,.respectively), and a decreased likelihood of

L
‘

entering the machine trades (77%, 50%, and 55%, respectively) -

Two characteristics of the&worksite were explored with questions about

-

the employment of other\student apprentices and presence of -a union. Over 4

one-half of the apprentice sample (53%) reported that-other student apprentices
N S - .

i

were also employed at their worksite durihg the same time the respondents
<l S

1
'

56 ‘ " L

- i o . ‘ . K

- a

©

\
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TABLE 3~7 .

‘

Major DOT Occypational Chtegories Entered by Student Apprentices

- Major DOT Occupational

.
. , w Categories - Percentages

¢

Professional, Technical, and Managerial Occupations 8
Drafter -
Technician (dental, medical, electrical)

Clerical and Sales Occupations ; 3
Secretary (legal, medical)
Auto parts clerk

Service Occupations 5

. . Child care attendant '
Baker, butither

Agricultural, Fishery, Porestry and

Related Occupations
- ' Landscaper
" "  Lobster fisher

‘

Processing Occupations S
Pharmaceutical opera}or
Fish ‘procedsor

Machine Trades:Occupations .
Machinist ° .
Motorized veliicle and engineering ’

equipment mechanics and repairers

- Bench Work Occupations . . ‘ ’ P 37
Dental lab technician - . — .
Upholsterer ) -

o

Structural Work Occupations - , ' 17
“s  Body workers, transportation equipment
°  Welders, cutters, and related occupations

Miscellaneous Occupations ! : 2
Offset platemaker ' ' )
Film procesgsor . . .

’

. N ' : - (588) .

‘ i . x . ] .. * 57 ’ .. . ~
. - - CSR, Incorporated |
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were in high school. Only 9 percent, however, worked at companies where a
union represented the workers.

Table 3-8 presents’data on several characteristics of the apprenticeship
employment. Fewer than one-third of the appreﬁtice group (31%) were employed'
as apprentices in the summer preceding their senior Year. However, there was
a tendency toward more student’ apprentices beginning their employment in the
summer before their senior year !ith‘each.successive graduating class
(p < .05):' The averade iength cf time for employment as‘an apprentice dur~-
ing high school was 33 weeks. Although the respondents reported that their
employment period randed from 1 week‘to 3 years, it is apparent that-the'

majority were employed for less than 1 year during their senior Qear of high

school.’ While school was in session, the average number of hours worked was

.per week was 25. The starting hourly wage; on average, was $3.28, resulting

in average total earnings of $2,563, before deductions, during high school.
The Youth Apprenticegship Project is structured such that assistance is

lent to‘tpe student appfentices in the form of job—related'counseling. should

i
-

the individual seek it, and visits to tHe worksite. Table 3-9 displays data

3

rélated to the types of assistance received by the student apprentices from

A

school 3pd project personnel.
N \ . : N
Three-fifths of the sample did not discuss any job-related problems with

staff from their high schoels. A decreading tendency to discuss such prob-
lems was apparent with each successive graduating'class (P <.05). Aamong
those who did counsel with school personnel, similar, proportions discusqed

' skill-related problems (34%) and work adjustment problems (37%), while over

20 percent talked about both types of problems. A substantial majority_of
1 . . e

°

.—CSR, Incorporated____|




TABLE 3-8

Selected Characteristics of the Student Apprenticeship Employment

Characteristics of
Employment . NN -Percentages/Means

Employment as Apprentice Summer Before
. Senior Year

Yes \ 31
No 69
N (587)

Number of Weeks Employed
During High School -
Mean . 32.58

SD 2.20
. - N 4584)
\ Number of Hours Worked Per Week
While School in Session .
Mean 24.81
SD 7.75
- - N . (583)
St ing Bourly Wage .
' é?%§uean . » $3.28
, $0.60
. . N (583)
Total Earnings Before Deductions
- During High School
Mean ) . $2,563.00
SD ’ $1,936.78
N ‘ (559)

. oy . P
~ x
| , -
If\‘\ .
g 59 4
CSR, Iricorporated____ |
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TABLE 3-9

Types of Assistance or Support Received from School and Project
Personnel While Employed as an Apprentice

LY

[

Types and Sources

of Assistancd .Percentages
Discuss Job-Related Problems with
High School Personnel
Yes ’ 40
No 60
N (589)
Types of Problems Discussed
Skill-related problems (e.g., difficulty N
in performing tasks required) 34
Work adjustment problems (e.g., difficulty
in relationships with supervisors,
co~workers) . 37
Both skill-related agd work adjustment )
préblems - 22 \
Other problems 7 L
N . (238)
 High School Staff-Usually Helpful with Problems
Yes ) 84
. No 1s -
N (236)
Visited at Workgite by School/Project Personnel
- Yes . 77
No 23
. N , o (589)
Who Visited at Worksite \
School personnel s 30
Project personnel 48 .
Both school and project personnel 22
N L (450) ,
-

60 ¥

i
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this subgroup seeking’assistance (84%) reported that staff members were

usually hélpfhl in resolving these work problems. ‘ . R

While employed as apprentices, over three-quarters of all thelreépon-'

¥

dents (77%) were visited at their worksites by_staff from either the school

or sponsoring_organization. Among those who received a visit, 48‘percent

.

indicated that someone came from the organization'sponsoring the Youth

Apprenticeship Project, 30 percent were visited'by someone from tﬁe school,

and. 22 percent were contacted by personnel from both sources. The likelihood

of being visited increased with each succesgsive graduating class (p < .05)5

Those respondents who continuied in their'apprenticeship job following

P
graduation from high school (78% of the sample) were asked if they had

]

regularly attended classes or received some other form of instruction (eg.,

a correspondence course) after graduation in conJunction with their _appren-

ticeship. Fewer tHan 30 percent (28%} had done.so.‘
Orre final'topic relating to student apprenticeship experiences concerns *

whether or not the respondents changed their career pfgns and, if so, how

those plans dhaﬂg'd as a result of their being an apprentice during high J

school. Table 3-10 details these data from respondents and shows that only

.

one-fifth (21%) did change tl‘ir pPlans. This subgroup then identified up to
three ways their plans had changed; the' most common response (45%) was want-

ing some occupational trade or field ‘dther -than that held as«anﬂapprentice.
Others found that their career plans were affected by economic'considerations

(9%) , usually wanting more moneéy, or“personal'indecisiveness or changes
(10%). Bowever, for over one-third of this subgrdup} their apprenticeship
experience had the positive effect of either'confirming their interest in the

.

P
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TABLE 3-10

' Changes in Career Plans BESed on ApprentiEeship
Experiences During High School

" Changes in Career Plans Based on High Changed Career

N [

Percentages

3 L 4

Aggregate of Three

School Apprenticeship Experiences Plans Ways Plans Changed -
+ Q . ' .
Changed Career Plans Based on High School
Apprenticeship . .
Yes 21
No 79
N (589)
N NG
Ways Career Plans Changed .
Confirmed interest/plans ‘ 18
Want similar job ‘ e
JIncreased interest in field, trade N . -
Motivated toward. training/educqtion t 18.
Go to college . ‘x
Want further training (school, courses)
. . ’
{ Changed field/job 45 " s
) Go .into different field,” job
© Didn't like §rade, job .
4 v '
/ Economic disincentives in trade/)ob . . 9}
Want more money
- Liked field, can't afford tools B .
' Onspecified/uncertain plans ) 10 _ ‘
' Don't know what I want to do D -
Change in self (unspecified) . 4
N & Vs B S T oare ¢
. ! ’ ¢
) 'z e
- . ‘ 14 -
* N .
7] 1. ] .
s he K ) 2 . ]
! * 5»/ '; H .|:
] : 4
. v . o , > . e
s " - k\‘). 4
~ Y ] R ' - ? ~ '
v, b2 : ] S
' C - i (SR, Incorpofated____|
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field (18%) or increasing their motivation for training ‘or fugther education

(18%).

\

‘e

3

> -
5

. &

‘ A

3.2.3 Advantages and Disadvantages'of Student Apprenticeship

In this concluding section of the description of student’apprenticeship

experiences, respondents' perceptions about the most important advantage and

disadvantage of being a student'apprentice are reported.

% - o .
.3=12, which present the data, are organized simifarly.

Y “

Tables 3~11 and

Major categories of

3

advantages and disadvantages were derived from respondents’ commé.ts and,

4

& » <

ngunder each major category shown in the~ tables, illustrative remarks appear. ' o o’
) . €ited more frequently by the sample than any other beneflt was that the
, s s

apprenticeship providés tralning in ‘a trade (37%). Falling considerably N

* b

-

et

v

. ‘below. this level of frequency was the category, learning pkills by direct

ot

)f ) o vapplication, mentioned by the néxt largeét group,of respondents 4%). Clus- ;

tered at the lo-percent-level were three other advantages n d by respori- -
SN - : i | ’ . °
. . dents: enhancement of career or job opportunities; ‘economic opportunities,
o . v’e }

and finally, general positive advantage, usually simply repofbes.as 'experi-

<

ence.” Thus, the‘advantages whicﬁ were ‘cited by respondentsirelated over~

» a

¢ wbelmingly to their' learning a trade, obtaining skills- in the actual job

. o

<

setting, and enhancing their career or job opportunities, as opposed to—other "
. .- L /
personal, ecbnomic, or geneval.vocationally orlented benefits. - . .

¢ -

X Y, ’TUrning‘to the most importan} problem'orﬁdisadvahtage, Tabﬂ.er;-lzw

jf reveals -that over one-half of the respondents (53%) said there-wgs no disad-'
. ,‘3 ' vantage.' of the remainder, more respondents identitied inadequate pay, work - l
* E. ’enviroﬁment, or hours worked (16%) as the primarylirotlem. Appromimately . .
one-tenth of the sample (9%) fél:}that the constraints on-t;eir'ggee time, .

- - -

. v ’




. \‘/ &z %".
“ TABLE 3~11 ¥ d
. Most Important, Advantage of Being a Student Apprentice .-
. - - . _ < s & .
’ , _ Most Important Advantage - Pergentages '
. -
[ 4 e - -
A -’ \\.\\ N - o ) .
Learninq Skills by ‘Direct Application 14
"y Wo:k exper ience ) PN
) Tt Learn on the job . -
O ' Career Ecploration 2 6 .7
3/, . . Rnow field befére full time, employmént .
. Opportunity to change Jobs if 1 dog t like one
N Rechpt of. Training/learning a Trade 37
Learn different skills
Part—time work ‘and school.
. , . o . IR
. Enhancement of Career/Job Opportunities 10
.t ' Get: a head start on career '
. | \ Certif\lcation ) -
. Economic Opportunities . 10
Get paid for learning/trammg ~ :
Lo~ ~ Money .
> Self-Sufficiency/Personal AwareneSSvand }mprowements s 1 .
- Self-exploration, know more about self .
. Meeting people, working with people ) )
éeneral-q?ositive Co- K Y10
N Experience (unspecified) g
t Preparatidn for future . . . ,
- - . . - - - ‘ / ~ =
+Other ~F e , " 3 )
N Get-out of school F . ‘< - :
. Got me a job o ‘ . o,
None' e S 3
_ N, ” : {585) ’
<
. . ) ta . 7 ~ :
[ g \ » \-J\ d
. " .
. .
i+ - ' ’
“ 64 , ' R v'
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: . TABLE 3-12 \
Most Important Disadvantage of Being a Student Apprentice’ O
o ¢ - ? ., . o
9. 4 v ! > . i .
- Most Important Disadvantage o Percentage‘s.
> \ ) !
¢ ¢ ;, \ L
Constraints on Pree Time/School Work and Activities 9
. Constraint on®studies
] Missed out on: school activities ¢ - - !
’Inadequate Training/Supervision/Support : < 5 ’ )
Lack of adgu%e training ) .
“ Lack of superdision
N ) -
‘Conflict with Employer/Boss o -8
. - Hassle with boss, Sthers ’ .
Asgigned "dirty" work )
f TS ’ . - \
) Inadeqixate.\‘Pay/Work Environment/Number of Hours :
Wor ked ' ' ‘ 16
Not -enpugh working hours . °
. No unigﬁg . . Y,
) Jiork/Responsibilities Too Difficult - ' 1
Too hard . .
Responsibilities are more than for a stu'Se'nt «
. Program Pa'perwork Excessive - 1
N “~  Paperwork - i
' "Too many ‘questionnaires, too much, research -
Apprenticeship Too pohg/Slow Advancemer;t S5-
Advancement too slow . \
. Not .informed about length of program SN
L Personal Problems/Circumstances 2 ’ i v
Transportation problems . o
More nervous to do well in job
,\f\/ None _ 53
N . (586)
\ -
' ’ L. R
- 65
‘ : ' 'CSR, Incorporated |




the major difficulty.

-

which affected their studies and participation in school activities, posed

Eight percent reported that conflicts with their boss

-

or others at the worksite, characterized as "hassles" or 'dirty' work assign-

.
- ¥

ments, constituted the most important disadvantage. 1In summgry, predominant

in the type of disadvantages areé conditipns at or related to the worksite.

N ‘ 2

Pigures presented earlier,on starting hourly wages “and earnings lend some .

credence tc the validity of ccmplaints about ‘pay rate and inadequate nunter
of‘york‘hours. No appagent differences, accorQing to year of graduation,
were found for either mostiimg%rtantiadvantage or disadvantage oﬁ.beinq a
student apprentice.

These dataisupport the ccnclusion that a majority of gtudent apprentices
redarded;their experiences favorably. That over one-half of the group (53%)
reported no diiadvantages connected u‘a their apprenticeshlp exXperience is

in itself impresgsive. 1In a later chapter, employers' perceptions and asseés-

ments about the student apprenticeship project willﬁbe explored and will
provide a basis for comparigon on some of these aspects discussed with the

3.3 POST-HIGH SCHOOL LABOR MARKET EXPERIENCES

apprenticeship group.

Three major topics, relevant to the experiences of the apprentice sgample
k# ’

in their post-high school period, are presented here:

v

(1) employment pat-

-

terns, including current job status, occupations in which employed,'and

earnings; (2) retention in apprenticeship; and (3) school-to-work transition

~

problems from a retrospective viewpoint.

N

The retention in apprenticeship

discussions will attempt to integrate most of the salient aspects reported

about the sample by comparing 's:§yers' and "leavers” in apprenticeship.

-

3

66 ot

.

o~
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These examinations will lay further gro’ndwork for the project assessments

and ‘mpacts which appear in the following section. o

an - /
3.3,1 Post-High School Employment Patterns L

[ N .
In terns'of current employment status, over three-quarters of the
‘ t . N

apprentice sample (77%) were employed at the tim’,of .the .interyiew. éeven
Pergent, although not currently employed, had held some job(s) since high
school, as opposed to 4 percent of the group who had not been empioyed at °
‘all since leaving high school. Slightly more than ten percent (11%) con-
sidered themselves to be full-time students at the time of the interview.
Among those who-were full-time students, a majority were seeking either a

bachelor's (37%) or a post-graduate (17%) degree, approximately one-quarter ‘
’ I
(278%) an associate degree, vhile the remainder were pursuing some _Other

degree (6%) or did not plan to obtain any degree (138). There were no

s ’
apparent differences in status as a student,-degree aspirations, or current

" employment as'a‘fpnction of year of graduation from high school. |

- e L4

Less than 30 percent (28%) of those'who had been employed since leaving

high school had held other jobs besides- their current or most recent one.

0f this subgroup, mpes“gad worked at only one’ (53%) or two (278) other jobs; ©

as opposed to,three or more (20%)' Overall, the apprentice sample regarded

thelr high school diploma as a terminai degree and had been in the work force

.

fairly consistently since leaving high school’. -

Work-related expeniences since high school influenced the career plans
of 'less than one quarter of the sample (24%). Table 3-13 exhibits the cate~
\
gories and percentages for the aggregated responses of up to three ways these .

respoudents plans had changed, although most identified onky one way. Fre-

.4 » !

quently mentioned specific responses appear under the major categories.

&

«

t 6 7 - L4

o
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sible job within the field and other  respondents to cons1der start1ng their

" data in Table 3-l3'reveal the apprentice sample to be'a relatively stable

group with respect to career plans in their post-high school period.

-

‘members 'of the sample who were currently or recently employed. Those indi-

Among those whose career plans had changed, the post~-high school work-

related experiences prov1ded positlve reinforcement in their chosen field

AN

for nearly one-half of the subgroup. Ten percent reported that their work-
related experiences confirmed or increased their interest in the field, or

trade, which prompted some of these respondents to look forda more respon-

own businesses. Thirty~-five percent experienced an increased motivation to

L

further the1r education, to obtain training, or to learn other speclalties
within or related o their original trade, field, or occupation.

For the majority of the subgroup, however, work-related experiences
produced a different-result. Most detided to change to a different field,
trade, or job (37%). These individuals found that their earlier career
choice was un8uitable Primarily because it did- not match their interests,

expectations, or perceived abilities. - The remainder indicated that their

Career plans were undecided (108) or that economic disincentives, primarily
. . ) :

low pay, had made them chonsider'their pPlans (8%).. Overali, however, the t

~

Characteristics of their post-high school employment were elicited from

-

viduals whe were primarily students at the time of the interview ot 6ho had

not held a job since leaving high school are exluded from this discugsion.
§ ”~
Qabie 3-l4 presents the data on respondents current Or most recent occupa- v

-~ *

tidns, using the major DOT ocbupational categories and illustrating each
Yoo |9
category with specific, frequently mentioned occupations. Jugst under one-

half of the individuaLK currently‘employed or.employed since high school
” g . ' -

.
\ . 1.
v

. - ' : CSR, Incorporated____|
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TABLE 3-13

y

[ -

GChanges in Career Plans Based on WorkHRelated Experiences

Among the Apprentice Sample

°

3

-

N ;

S

-

Percentages

Changes in Career Plans Based
on Work-Related Experiences

Changed Career
Plans

Aggregate of Three
Ways .Plans Changed

* Changed Career Plans Baged on Work~-Related
Experiences
Yes
No
N

24
76
(587)

Ways Career Plans Changed
Confirmed interest/plans
Looking for more responsible joh
Have become more interested
Motivated toward training/education
Decided to further education
Want to learn other specialties
within trade

<

Changed field{job
Wan{ to enter another field, job
Want' to look for a better job

Economic disincentives inlﬁrade/job
Try to get better pay
Money wasn't good

wOn't finish school/college

Uhspecified/uncertXin plans
Uhdecided about which career to
pursue
Pound that there w;sn 't much
chance for advancement

10

35

37

10




were in the machine trades (48%), andfone-fifth had entered structural work —

occupations (208). In each of the remaining occupational categories, less »
than one~tenth of the respondent group appeared.
These data are most interesting when compared to the figures for occu<

pations in which respondents were actually’ employed as student apprentices

(see Table 3-’7).p A decrease of 12 percent in the-machine trades and. 3 per-

cent in the professional and technical occupations was evident among ,those
Ky . @

I .
currently or recently employed. A small increage of from 2-6 percent was

=found in four other’ current occupational categorles: service (2%); struc-

*

tural work (3%); Tiscellaneous-(4%); and %lerical and sales (6%). It appears

'hours worked per week was 42. With regard tégpay tate, average current

that some shift toward less technical or skilled jobs occurred among the

apprentice sample in the post-high school periodv~ This shift is attribut-
R , k4 .

&

able, in part, to that portion of the group who held other intervening jobs

and to the exclusion of students and those who had not been employed: since

high school. . .
Table 3-15 displays selecJLa characteristics of apprentices' currest or
| 4 N
\ ’ , . . .
most necent lapor market experiences. In the occupations just discussed, the

length of employment averaged 52 weeks, or 1 year, and the average number of

hourly wage equaled 34.73, compared to the average starting rate g@ 33,q1.

Current annualized earning; averaged le 619. Table 3-15 also shows wage
and income averages by year oﬁ‘graduation.' As would be expected, 1978 high

school g:aduates earned consideraply more than graduates who had been working

‘for a shorter period of time.
v . \ -
]
E —— . v -
\ o \ ,
o 3 3
o -\
N 1'? L 24 . RS \ ” 70 " - . .
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TABLE 3-14

Current or Most Recent Occupation of Apprentice Group
(Excluding Full-Time Students and 'mosew
-Not Employed Since High School) ‘

-

re

Major DOT Occupational | ' v

Categories . e Percentages

Professional, Technical, and Managerial Occupations
Drafter
Dental assistant 7
{c1erical and Sales .Occupations
J Secretary (legal, medical)
Auto parts clerk

Service Occupations
Nurse's aid
Restaurant -cook

Agricultural, Fishery, Forestry and e ’-
Related Occupations-
Landscaper ' T
Lobster fisher:

Process iné Occupations
Baker \ ,
Chemical processor

Machine Trades Occupations
Machinist ,'
Auto mechania. -
Bench Work Ocgcupations
Pen and’pencil repairer
Metal grinder, polisher

Structural Work Occhations
Anto body repairer
Welder

Miscellaneous Occupations:
Qae station attendant R
Hoisting and conveying. .




TABLE 3-15

N

Selected Characteristics of Apprentices' Current Labor Market Exper iences

>

Charaéteristics of Current

i.al’bor Market Ecpez:ieg:es

Percentages/Means

Boployment Status
Currently’ employed
Enployed any time since high school
Not: employed sin je high school s
ll-time stude
N

&

er of Weeks Job Held
Mean e
SD
N

1
1y

Number of Hours Worked Per Week
Mean '
SD
N

’

4
Starting Hourly Wege
Mean -
sD
( ‘N

Current Bourly Wage
Mean %,
sD

N

Current Annualizéd Income -
Mean i,
SD .
N b A

-~

Aveu:age Curten?anourly Wage by Year of
Graduatgng ‘
1978 % -
1979

1980 ’
W ’ s - *

* average Annualjzed Income by Year of Graduation

978
1999 Bb“
1980 b

F

77

7

4

‘11
(586)

52.44
45.45
(496)

41.52
8.28
(491)

"$3.81
3$1.29
+-(463)

’

3$4.73
31.50
(492)

$10,619.00
$4,626.60
*(504)
?

>

35 089 o
$5.02
34.04

$13,623.00
v$11,001.00
39'027000

-
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;.3.2 Retention in Apprenticeship.

o

At the time of the interview, over 42 percent of the respondents were

still employed in their student apprentice job; 58 percent were not, with -
more having left that position after graduation (36%) than before (25%).

Among the leaVers, 62 percent said they resigned voluntarilyj 8 percent were
fired, 22 percent were laid off for lack of work, and the remaining 8 percent/
identigied various otﬁ%r reasons for leaving. Table 3-16 presents these data

. \
according to year of graduation andgreveals significan§~increases among more

recent 'graduates in retention status and in leaving the job because of lack
of work}or other reasons. Conversely, a deqgease occurred in those who
resigned vqluntarily or were fired:

BExcluding ‘those requndent; who were 1laid off or fired, most former

apprentices left because of inadequacies in the'work conditiong or general

dissatisfaction'with the job. More specifically, Table 3~17 shows that over
/one-quarter of this subgroup ;26%) cited: inadehuate or poér pay, benefits,"
work environment, or number of\hours worked as the most important reason for
-leaving. Eight percent felt that the training or oppOrtunity for advancement

‘&as too limited. Nearly 20 percent left because they were dissatisfied with
their job or &rade, and another 10. percent sa1d conflict with their, employer

or boss‘was the primary reason for leaving. No differedces were apparent in

-

reasons for leaving the apprenticeship}posit’/}~as a\function of graduation

4 ¢ 'F
Year. - . .

»

*Table 3-18 presents selqcted personal and educational characteristics

of the apprentice sample found to be sig ificantly associated with retention

E

status. These\data can be summarized as 50110ws- / -
. )

1




‘TABLE 3-16

KRetention Status and Manner in Which Left Apprenticeshlp Job
by Year of Graduation

i

Percentages
Retention and Manner in ) Chi
Which Left Job 1978 1979 1980  Square
) T — -
Retention in Apprenticeship Job -~
Still employed in job 24 37 55
No longer employed in job 76 63 45 .
N : (82) " (246) (239) 29,35%*
Manner in Which Left Job \
Resigned voluntarily 71 65 55
Pired 13 6 6
Laid off for lack of work 13 19 . 29
Other 3 10 10
N (62) (156) ¢ (108) 13.08*
. !é - .
*P< .05;.“**P< J0l., - . » }:
e
© e ) ) \e
\ . o ‘

o




TABLE 3-17

[

Most Important Reason for Leaving Apprenticeship Posif!tn Among Those

. Who Resigned or Left for Other Reasons

hesignation or Other Reason

« for Leaving Job

Percentages

A

Other Emplqyment Found
Another job offer i
Tb join Arned Fbxces L

Inadequate Training/Opportunity for Advancement
Not learning enough i
Limited opportynity for advancement

"Conflict with BEmployer/Boss
Didn't get along with boss/superviso:
Boss expected too much
Inadequate or Poor P#y/Benefits/Work Environment/
Mumber of Hours Worked
e Wanted more money
Wanted better benefits
Dissatisfaction with Job/Trade
Didn't meet my expectations ' _
2 Wanted a better job

.

Business Problems:
Company went out of business .
Periods of -lay off- : . i

' Program Ended B
_ School ended )
Not offered any longer \

General Self~Improvement .
oTo attend college/take courses
© To better myself (unspecified)

Personal Problems/Circumstances
Physical health problems/pregnancy
Transportation problems p

L8 kN

>

10

10

26

-19
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’
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e Stayers were more likely than leavers to be from the-non-minérity,
rather than minority, racial/ethnic group and to be high school
graduates, . A

A

Stayers, as opposed,.to leavers, showed a greater likelihood of téking
a trade and industrial—program of instruction in high school, and a
. lesser likelihood of béing involved in technical and other 1nstruo-
tional programs; ‘ .

" . ( . . ]

Stayers were much more certain of their omreer choice. .during 4¢he ’
lagst 2 years of high school than were leavers; 2 .
. / . - {
With respect to specific plans at the end of high school, stayers
were markedly more committed to continuing in their Present jobs.
- Compared to leavers, they were not nearly as likely to look for a
job or, to a lesser degree, to go to school full-time;.g3nd *

.

Finally, stayers exhibited a much stronger likelihood of "not at
all® changing their career goals since jhigh school, while leavers
were more likely to find that the1r goals had changed to a 'moderate'

or "great” extent. :

-, '

& Q ~

s

Cross-tabulations between retention status and variables related to the

student §Pprenticeship experiences yielded only a few significant findings._h

First, the better 1nformeq the students were about the long-term future of
¢

the apprTnticeship job before their employment the greater the likelihood

-

that these individuals stayed in the position {p <¢.01). Second, leavers

were much more likely than stayers to seek help for apprenticeship-related

’

problems from high sLhool staff and to change the1r career plans based on

their student apprenticeship experiences (p <.00l). Third, more stayers

than leave‘s (34% vs. 21%) engaged in same form of apprenticeship-r&¥ated .
instruction after graduation from high‘school ( < .0l). Eourth, diLadvan-
tages of being a student apprentice were found to be associated with reten-
tion status at the .08 level. The major d}fferences were that stayers were.

less likely tharf leavers to report cpnflicts with a boss or supervisor (3%

vs. ll%) and more likely to say there were no,disadvantages (55% vs. 48%).

»

®

/-
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. . "' TABLE 3-18. ' . - %
i A T
. Selected Personal and 'Biucational Characte‘stics of the R
Apprentice Sample by Retention 3s an @prentice " ) DR
. - R
) ) : K 54 ‘ T
) Personal and Educational /\ oy Percfentages 'Chi':‘?- ",
. . Characteristics . Stayerg, [Leavers Squarg T
( : ) \Gv Yoy Kf\ v L . N
Race-Ethnic Group S T e Kt
. Non-minority SR "o 8% ¥ we ...l <L
- ., Minority < ° 15 .« 24 S o
N ) CV s (245) . (344) S AT "
. . N P 2T T ' ey | < - ' !
High School Graduate- T S, .y " -
© Yes . - 9& = ¥ 95, ¢ o
No . s L
N .- (246)  (3aff T 5,20
’ .. J ot
Vocational Program of Instruction o ) . . TN
Trade and industrial " 84"' . 76 « 20
Technical 6 v a1k - "
. Business/office LM ~ 2 ’ . > .,
" Other . 6 b % C e .
N L (203) (280) ~ 0 1h.43%
\] - [
Certainty of Careeg Choice . 8 ) :
‘. % . Very certain 57 41 . : ‘
Somewhat certain. 31 33 &
Somewhat uncertain 7 15 . MRS
‘ Very uncertain 5° 10 -
N hkk - >
‘ ) N ] _ (246) (344) 20.55*% IR
Specific Plans When Left High School |
- . No plans, continue in/present job 67 40
E Look for a Job 4 23" D
’ » Enter a training pgog 9 6 v -
Go to school full-time 4 10 °a
Enter the Armed Forces 2 3 ?
J Combine school and work 12 13 ) \ /]
. Other 2 5 1
‘ N " (246) (344) 64.66%%* L .
. Extent to Which Career Goals Have e .
‘\\ Changed Since High 3¢hool . T
‘ Not at all 47 + 25 .
Very little 13 15 -
To some extent .15 16
!, To a moderate extent 11 9 ‘
v To a great extent . 13 25
. 'N . . | (246) (344) - 36.99%%*
N K ) . ’ ‘
*D < .05; “*p <\.01; *¥%p < ,00L. | ] ) -
: e - 77 fra CSR, Incorporoted____|
&2 e
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« Several post-highTschool &mployment variables were strongly influenced by

'“retention. statug. -Table 3-19 displays &e'se data on change in cgreer plans, °

* [

-

;; student status, employmeiit statug, and current or most recent occupétions held.

[\ ) .
~Twice as many leavers as stayers reportbd thz: thgir career plans had changed
, . - . ;

as a result of wark-related experiences following high school® and three times

— e "

. «
‘more leavers than stayers iden{ified themselves as fufl-time students at the
, 1S,
time of the interview. With fbspect to'being currently employed, virtually

zn.
all the stayers (99%) held JObS at the time of the interview,’ compared to

. ¢

st recent occupations were

Ekéies—gna—iowe?*Eetention in

rthe’clerical and sales, service, and miscellanéous occupations.

three-quarters: (76%) %of the'leavers.' Current o

charactEr&zed‘b§ higher .g&tention in the machin

N
. .
©
- . . f

3.3.3 School-to-Work Transition

_ ' .
One hypothesis formulated in the study design postulates that the types

»
-

,of school-to-work transition problems experienced by the apprentice "sample
wouldadiffer from those enperienceé by the comparison group. This presumed
difference is based first on the fact that apprentices are placeo in a job
dnring school whic mafibe retained after graduation\fron high school, _
thereby reducing the pressures related)to the immediate future. Second,
qiven the nature of thelyouth‘Appfenticeship Project, guidance andgsupport
are extended to the students through school by project personnel,.which may
help ameliorate individuals' uncertainty with réspect to career ‘choices and
interests, 1In the following discussions, the high"school courses which

proved most beneficial in making the school-to-work transition and the types

of transition problems exberienteo/by the sample are examined.
‘»,. 6"‘

[ ’ 718 o ’ .' v . - .
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 TABLE. 3-19 - ) - !
) | Selected Post-High School Employment mperienced,s
by Retention as an.Apprentice
Selected Post-High School_l Percentages Chi
Experiences ‘ Staygrs Leavers Square
Ch‘ang‘ed Career Plans Based opn .
Work-Related Experiences ) . .
Yes s 15 30
o ' < 85 70 \’
N (245) (342) 218, 17%k%x
\ _ .
Primarily 3 Student Now -
¢ Yes ~ . - 5 16
No . o 95 84 :
N ° (246) (343) 18.64***
Currently Employed
Yes 99 76
No . 1 24 °
N (235) (291) 55,39% %%
Current or Most Recent Occupation , <
Professional, technical, and
managerial 6 5
Clerical and sales 3 13 ‘
Service ' 4 10 3§
chine trades - 60 37 %
tructural work 19 20
scell eous 4 9
Othe occupational groups . 4 6
(234) t264) 45.77%%k* "
*** p < ,001. T ,
i
| 4
< ‘
VT \-
79 Q4
(€) w |
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Table 3-20 presents the aggregated d for\the three hioh school
-courses named by the\apprentice ;;m;le as most bensficial in making the
Xtransition from school to work. Those specific courses mentioned most often
are listed, in descendiég order of frequency, under each major course cate-
gory. Over one—quarter of the sample (27%) indicated that trade and indus-
tr¥ial courses were most beneficial in their transition,{ Machine shop and
auto mechanics were mentioned more frequently than any ot the other courses
within this~major category. Slightly fewer than one-quarter of the respon-
dents k24%) identified mathematics as the most beneficial course; nearly all
of this group simply said math (unspecified), as opposed to calculus, .alge-
- ) +
Bra, geometry, etc. Less than one-fifth (178%) reported that language arts,’
specifically Enolish, proved most helpgul in their transition. Just under
10 percent (9%) indicated that their tecﬁnical courses were most beneficial.
Relatively few respondents mentioned courses in each of the remaining
‘categories.

Based on%their experiences since high school, all respondents identified
the most important problem that- they encountered in,making the change from -
being a student to beiné‘a worker. Among the entire sample, about-- three-

eighths (36%) said they had no major problems. The remainder (64%). provided
'a variety of. answers, which have been grouped into the major _categories -
shown in Table '3-21. The ensuing discussion will concentrate first on the
#problems identifi_ed by the entire gtoup and then on difference_s according to )
' .'graduation year. / : ’
Amo?g the respondents who reported schooi-t;4vork proBlems, over one- °
third. {348) indicated that the adjustment’to personal: independence and aew‘

or added responsibilities chaqactetized their most important problem.

\\ - ~
\ T l 86 . Q-

v
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TABLE 3220 x"

.
Y

Bigh School Courses Which' the Apprentice Group Felt

Were Most Beneficial in the Schopl-to-}Worlg Transition

-

/

-

High School Courses

Most Beneficial Percentages' . v oo s
! — - A
Business/Office ‘ .6 . o
Business, general
Typing *° . A - © Ty
+ Home Economics/Family Life 1 ”
Technical 9
Drafting )
Mechanical drawing . . “,. . .
Electrical \ " s
v ‘ -
Trader and Industrial - 27
Machine shop . \ )
»  Auto mechanics x N
Woodshop . ‘
_Printing o -6
Metalshop .
Trade and industrial .
Auto bady : : .
Shop, unspecified . &
Other Vocational/Technical ’ 5 .
+ ' Co-op, ungpecified o
Vocational, unspecified ‘/\\ N
Language Arts . - 17 o o '
" English ; .o '
‘ . v . £
. . ) - \‘ . 1) l
- Mathematics - 24 ‘, ¢ .
Math, unsgecified
» < ™~ - )
Physicai and Biological Sciences ' 5 - < R
Science, unspecified
, C ; &
Social Sciences 3 *® -

) ( . ” - . "' - L
Other - . ) Ty 12 «\
None 1l ;

N (1,557) ‘ »

y 3. -

v. i
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,Included idlthis categoFy were comments related to being on one's own, to
*facing the ;orld,' and to being regponsible for personal or co-workers"
.safet§ in the workplace. Nearly one-quarter of the groﬁp'(23%) identﬁfied
time management as beigg the most impor?anﬁ ﬁrqblem they faced. Di?ficulties“

in adjusting tonthé routihe and the particular hours of work, in working

. full-time, and in being on time to work were frequengly mentioned by these

respondehts. Relatively low percentages appeared in Each_of the remaining

-
LY z

. o )
.categories in Table 3-21.: Clustering at or near the l0-percent-level ‘were

. .

schooling inadequate or different (11%), the lack of experience or training

(10%), and attitude toward work (9%).

v

School-to-work transition problems were dinfluenced by year of gradua- -
t:ion‘.s More recent .graduates showed a greater ﬁfndency to identify problems

o relaged$to time management, lack of étperience or training, and schooling,

inadeqdate or different. They’also seemed-less likely to report the type§

. 1
+

of personal adjustment problems resultigg from newly assumed independepce or.

n @ -

,

greater responsibility'an%}their own immaturity or indecisivenessf

A series of cross-tabulations revealed that most important transition

problem was significantly assogiated, at-the .05 level, only wifh career

. - - » 3 -
assistance from high school personnel. Sllqptly higher proportions of those
who had received "assistance, compared to those who had not, reported that

attitude regarding work (7% vs. 4%) and-persqnél independencé ané responsi=- .,

bility (35% vs. 29%) constituted their most important tfansition\problems.
ﬁowevek, a’lower proportion of those who‘hAd tecéived help said lack of
‘,4

-

experience or training (11% vs. 22%) -poged their major transition difficulty.
. These data suggest that personal problems and insecurities, rathef than

4 & 3

€ 2

. . . IS

82 o
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» «~TABLE 3-21

Most Important Problems in School-to-Work Transition
By Year of Graduation

Most Dmportant . Percentagdes

. .
by . . \
Transition Problem 1978 1979 1980 Total
Relations with Adults - 5 7, 1 5
Age, authority Lt .

Not being recognized

- *

Timé Management/Reliability . 14 23 28 23
Adjusting to routine
Hours of work \
Attitude Toward Work 12 7 10 9

Lack of freedom
Physical labor

La¢k Experience/Training , 2 11 12 10
Pollowing instructions’
. Pinding right job

Schooling Inadequate/Different ) 5 15 10 ©11
’ Don't see classmates/friends )
School doesn't prepare N BN

Economic Burdens/Job Oppoétunity 5 7 6 6
More bills :
Financial.obligations v "

Immaturity/Indecisiveness 7 r <1 2
Fear of making mistakes
No more guessing ‘ . o
Independence/Responsibility 50 28 ~~"33 34
Change in lifesgtyle
Making a success in life

N . N (58),  (163)  (144)  (380)

Chi-square equals 34.57 with 14 degrees of freedom; p < .0l.

,
- N . M
. .

v CSR, Incorporated____
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~ . ‘ &
skill-related difficulties, were more likely to prompt individuals to seek
s - . B

career~related assistance from high school personnel.

3.4 PROGRAM ASSESSMENTS AND IMPACTS ) ~ s
' 4

This section of the chapter presents data related to program assessments
and impacts, e.g., (1) program evaluations, which include recommendation of
apprenticeéhip to repondents' ériends and program success in-facilitating !
the échool-to-work transition; and (2)‘job satisfactionh ratings on six
different items. A comparison of satisfaction ratings appears for respon-

dents whd no longer hold théir apprenticeship job and those who are‘still

emplogpd in their original apprent;ceship position.

3.4.1 Program Evaluation

Table 3-22 displays the aistribution of responses to the two program

evaluation items according to current retention as an apprentice. Nearly

all.bf the apprentice sample (96%) said they would recommend apéren%iceship~

. to a friend. Stayers were more incliﬁe? than leavers’ to recommend appren-

4 - »
.

) ticeship to a friend (p < .05),.

A

One of the objectives of the Youth Apprenticeship Project has been to
help stydents make the school-to-work trénsition. Most respondents felt ¥
that the demonstration was "very successful® (64%) or "somewhat successful™

(30%) in accomplishing this goal. Whén examined in light of retention /

étatqs, howeVer, a significantly higher proportion of stayers rated the

\\ project as “very successful.”
.\\' ’

Ay
3.4.2 Job Satisfaction

- Job satisfaction ratings on six different items were elicited from mem-

bers of the apprentice sample. Table 3-23 presents these ratings for two
’ - U

R 0

84 - -
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. TABLE 3-22

v

Program Evaluations froh Apprentice Sample
* by Retention as an Apprentice

Program » Percentages

Evaluatiqns Stayers Leavers

h i
o v

Recommend Apprenticeship to a Friend
. Yes - . 98 95
No ) 2 5
N . (246) (344)°

Projébt Success in School-to-Work
Transition
Very successful
Somewhat successful
/Not very successful
, Very unsuccessful (a failure)

N c : | 24.25%%%

*p x .05; "***p < ,001. . .




N\ ,
dist%nct respondent groups. The first group includes those individuals who

-

had left their appre;iiceship'position at the time of the interview (58% of
' the entire sample). Thesge resPondents were asked to rate their satisfaction
with their previously held apprentlceshlp job. The second grgup conslsted

of all individuals in the sample, except those who had not been employed

.

. since high school (94%). They rated their current or most recently held

A\l

job. This second group, then, includes persons‘still.employed in their
gpprenticeship job who were rating that pos;tion, and persons employed or °
recently emplo&eﬁ in another job who were raping the nondpprenticeship job.
In Table 3-24,.the current job satigfaction :aéingslare presented to show

the differences between apprenticeship job holders and others.

Two major points emerge in comparing the data-from Table 3~23. The

first is-that satisfaction levels ("very satisfied” and’ "satisfied") for

1

those rating their former apprenticeship job were from 9 to 15 percentage
points below the levels for those who rated their current or most recent jbb.

Second, the rank order of'the six aspects, at®cording to ascending levels of

satisfaction, was the same in both broups. ‘Thus, in both groups,.fewer

'

respondents were satisfied with opportunity for advencemeﬁt"(sl% and 76%)
than with any other aspect; among those dhe had left apprenticeship, 15 per-
cent fewér were satisfled Then, increasing percentages of both groups were .’

satisfied with rate of pay (64% vS. 77%), :ecognition for doing a good job

3

(73% vs. 86%), supervision (79% vs. 91%), on-the-job instruction (83% vs.

92%), and, finally, sense of accomplishment“on';he job (84% vs. 93%).

- v

The job satisfaction items for both groups were cross-tabulated with

. . . e .
. “ - . -

year of.graduation. No differences for any of the six aspects were apparent’

9

in the group rating their previously held apprenticeshié job. In the group

\ -

’

A}
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TABLE 3-23

Level of Satisfaction with Aspects of Former Apprenticeship J‘ob

and of Current or Most Recent Job

Percentages

Former Apprentices
Rating Apprentice-

v

Job Satisfaction

All Employed Since
High School .

Itenms ship Job Only Rating Current or.
Mogt Recent Job
Rate of Pay .
Very satisfied . ) 6 17
Satigfied 58 v 60
Dissatisfied 27 ' 19
Very dissatisfied . 9 4,
N. . (343) . (557&\ .
Opportunity for Advanf:ement
.Very satisfied 14 26
Satisfied . 47 50
. Dissatisfied R "30 19
Very d;ssatisfied . 9 5
N v (343) (555)
Superv:.s:.on ) ) L
_Very satisfied - 23 © o3
Satisfied ) 56 60 -
Dissatisfied , 15 6 .
Very dissatisfied i 6 “a 3
N " . (343) (555)
, - .C -
- Recognition for Doing a’ Good Job.
Very satisfied . 21’ 34
Satisfied , . 52: . 52
Dissatistied . . , 16 < 10
Very dissatisfied 11. 4
> N . ’ (343) (556)
. /
On-the-Job Instruction )
Very Satisfi - 32 36-
Satisfied ’ . 51 56
Dissatisfied . . 11
Very dissatisfied - 6 1
N ¢ . ’ (343) (555)
Sense of Accomplishment in the Job
Very Satisfied . . 32 42 s
- Satisfied - . 52 51
‘Dissatisfied ' 11 6 O\
Very dissatisfied ) "5 1
N . - . (343) (555)

CSR, Incorporated____|
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‘\\‘ rating the€ir.current or most recent job, only rate of pay was significantly

‘

associated with year of graduation (p < «05). BAn inverse association exlsted

between th@se two variables- that is, the Proportions' of those who were "“very
4 .

satisfied® and "satisfied" with rate of pay tended to decrease amond more

recent graduates (L978--83%; 1979--76%; 1980--99%).

Table 3-24 present; the chf}eﬁt or most recent job satisfaction data,
compar ing ratings made by the stayers and the leavers. For three of the six
aspects analyzed, 31gn1f1cant'd1fferences were found. The data reveal that,
compared to leavers, stayers were 11kely to be somewhat less satisfied with

hd

rate of pay and more satisfied with supervision. With regard to sense of

, 8
* accomplishment in the job, stayers show a much stronger likelihood than v
. . ' /
. leavers of being "very'satisfied." . %
¢ T . \
3.5 MULTIVARIATE MODEL OF RETENTIBN IN APPRENTICESHIP -

- .

Another way of looKing at the lnfluences of critical variables and out-
comes fer the participante who stayed with their apprenticeships is to apply

the multivariate statistical procedure‘of path anal-ysis.l Path analysis

A - ,‘ . A
"is a version of multiple regression that adds variables td the equation in a

specified order. This perfits the investigator to estimate not only the .

total influence qf a given variable on a given outéome, but also to estimate

the extent to which that ififluence is exerted directly versus be#ng meeiated

A

) w
lror an overv1ew of path analysis see D. P. Alwin and R. M. Hauser,
"The Decomposition of Effects in Path Analysis." American Sociological
Review, 40 (1975), J., Anderson and F. Evans, "Causal Models in BEducational
Regearch: Recursive Models. American Bducational Research Journal, 11 -
) (1974) ; H. M. Blalock,’ Jr., Causal Inference in Nonexperimental .Research
+  (Chapel Hill, N.C.: Univ. Qf North Carolina Press, 1961); and O. D. Duncan,
Introduction to Structural Equation Models (New York: Academic Press, 1975).

. : ' : 88« :

v
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TABLE 3-24 N o
¥ . . ¥
Current or Most Recent Job Satisfaction, Ratings
by Retention as an Apprentice
Cyrrent or Most Recent D w e Percentages Chi
Job Satisfaction Item v Stayers Leavers Square
&
Rate of Pay s
Very satisfied 12 © 22
Satisfied " 63 58
Disdatisfied 20 17
Very dissatisfied 5 3 )
N (242) (315) 10.41*
Opportunity for Advancement .
Very satisfied = 26 26
Satigsfied . 54 47 ¢
Dissatisfied 16 21
Very dissatisfied 4 ]
N (241) (314)' ¢ 4.73
Supervision - .
Very satisfied 30 33
¢ Satisfied 65 56 )i
Dissatisfied 2 9 + .
Very dissatisfied 3 3 ) .
N (242) (313) 10.99%* /\
" Recognition for Doing a Good Job ..
) Very satisfied 3%° - .. 33 . ‘ ’
Satisfjed 50 - - ® 55
Dissatisfied 11 8 e
Very dissatisfied 4 4 . . .
N. oo (242) .° {314) 2.20
On-the=Job Instruction ' :
Very satisfied ‘38 34
Satisfied 53 59
Digsatisfied 7 - 7
Very disgsatisfied 2. <1
‘N (242) {313) v 2.96
»
Sense of Accomplishment in the Job . , - .
‘' Very satisfied. 50 36
. Satisfiéd § 44 57
Dissatisfied 5 6
Very dissatisfied . <1 <1 T
N T, . (242) (313) 12 4+
* .
P < .08 **p < .0l. 89 ‘ .
i . CSA, Incorporated
“ - 1 U‘ 1 .
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Like all multiple regression.procedures, Path

~

through intervening yariables.
analysis also yields estimates of how mich influence a given variable has

when all the other variables are controlled.

" ¢
Path analysis was used with the apprentice sample to examine the influ-
'4
ence of persistence in an apprenticeship on selected outcomes. The particu-

lar analysis used in this examination was a simple, fully recuarsive model

for the effects of persistence.
« v !

[ .

Ezjgre 3-1 presents a diagram summarizing

ne var1ous outcomes which have been

the path analysis model used to ex

suggested as a result of the preceding analyses.

v .

Persistence in apprenticeship was treated as a dummy variable in which

L4

scores of 1 were as31gned to apprentices in their initial apprentlceship

positions. Scores of 0 were assigned to others, i.e., those who left their

apprenticeship jobs. The‘dummy variable, "pérsistenif in"aporenticeship,'

was analyzed as an intervening variable that mediated the effects oﬁgthe

@

following background characteristics:

0

- ® Sex: Scores of 1 were assigned to males and scores of 0 to females;_
’ . N 14

® Age: Scores were simply the ages of students in years;®

° ﬁace: Scores of 1 weve assigned to nonminorities and scores of 0 to )
minority participants; KV'; :

) QJLop Students:, Scores of 1 were assigned to students who partici-
pated in high school cooperative education programs and scores of 0
to others,

) graduation Year: Scores of 3 were assigned.to students who were®
graduated from high school in 1978, gcores of 2 to students who were
graduated in 1979, and scores of 1 to students who were graduated in
1980;

L R - “
o High School Grades: Scores from 1l to 8 were’ ass1gned to categories

from "D or below"” to ™A of A+" that students used to report their

overall grade point average in high school; -, C.

-

L




" v\
., Background ) »| - . Outcomes
Variables <
oY A
<
i ES
, Persistence in .
. an Apprenticeship

\/‘”‘
Figure 3-1 .
Diagram Summarizing Path Analysis Model for Analyzing the Effects of
Persistence in Apprenticeship Positions Held During High School.
o)
/f
L Y
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® High School Career Assistance: Scores were based on participant -
responses to the question, "Hid you .receive any assistance from T«
people working in your high school in the area-of careers, prepara-

= tion for work or jobs?"™ Scores of 1 were assigned to "Yes" answers:
and scores of 0 to "No" answers;' }

¢

<

-

e High School rentice Information: Scores of l were assigned “to
participant "Yes"™ responses and scores of 0 to "No" responses to the

: question; "At any timeé was information provided on career.oppor.tu-

nities in apprenticeship?' -

* @ Likelihood of Colleqe: This variable involved a, three-category scale
.ranging from 0 to 2#Participants receiving the highest score both.
had taken a college preparatory curriculum in high school and had

"' expected to become full-time students at the end of high school; and B

‘\ ’ I ¥ Starting Apprenticeship Wages. Scares were s:.mply the dollars per
hour that the YAP participants received when they began their student
. dapprenticeships in high school. : . e

Three outcome variables were analyzed i the path analysis model. These

included- .
® Annualized Income: This variable was the total projected income in

. dollars that participants could expect to earn in a year given their

’ current hourly wage, income from other work, and the number of hours
they worked each week-

-

- e Job Satisfaction: This variable was the sum of responses to the six

’ .individual job satisfattion items related to the respondents ‘current

" or most recent occupation. . On a'Likert scale, ]ob satisfaction scale
scores could range from 6 to 24; and

® Job Performance: This variaBle was the sum of job supervisors' rat-
{ngs of the apprentice on ten work performance items collected with
the employer interview schedule. On a Likert scale, these external
measures of job performance coudd range from 10 to 40. The variable,
- job perfotmance, in many ways could be viewed as the most important -
' ’ single outcome of YAP participation. : . .

”~

Table 3-25 summarizes the results of these path analysesL The entries in
Table 3-25‘are.metric Yi.e.,t'ray/score' or "unstandardized") regression

coe}ficients. - These coefficients appeared to be most appropriate for the
present study because thEy tell how much of a gain on the various outcomes

was produced by participating in an apprenticeship. The conventional test

3
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of gtatistical significance in path analytic studies is whether or not the

. -, -
. . N »

- metric regression toefficients are at lea§t‘twice their standard ertor. It

should be emphasized that the data from this study necessarily were obtained

.
> f

from a relatively weak quasi—experimental design. Therefore, thése analyses
. P . ; i . .

should be .regarded as "process" analyses rather than "capsal" analyses, wnd

-
-

the various regression coefficients shotild be interpreted'more:-as "“influ~

i . hd -

ences' than a§ *effects.” To improve clarity, Table 4-13 shows only the
&

Q

total and direct influences of various.variables on* the outcomes. These\

,values were computed according to the standard path analytic procedures.

)

" Indirect, ot mediated, influences can be “calculated Ry subtracting the direct

influences from the total influences.
< .

Also to improve clarity, the various analyses reported here in 'Table

3-25 omit the residual, or error, influences that would be required in a'

report for a journal. These error influences are direct, inverse functions

of the multiple correlation coefficients between all influencing-variables

and outcomes, howevér, and multiple correlations 1n this table, although

?ather low by absolute standards, are roughly in the’ expected range for path
~

analytic studies in education, s001olégy, or , psychology.

‘
-

-

The most nottable trend in the ‘analyses was the positive influence of

) apprenticeship persistence on job performance.l The stayers in apprenticeship

.

yd .

improved their performance by four full units over non-persisters, i. e.,

apprenticeship leavers. ‘It should be emphasized, however, that ambiguities

\

remained iK the path analysis results. It could not be detegmineg from the -

. ) .
present data, for example, whether persisters performed better because thez !
persisted or persigted because they performed better. Nevertheless, the

. .
results did provide persuasive evidence that persistencé is associated with ~*
- S . . .

~

s

oy

s
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TABLE 3-25

»

Metric Regression Weights Sﬁmmarizing Effects of Various

Characteristics on Outcomes for Apprentices

{
\e- . -
f7 Job * Annualized . Job
. Performance > Income . Satisfaction
P (N=259) (N=471) o (N=47})
Effect of. s Total Direct Total Direct Total Direct
Sex ~0.729 ~1.183 3061.94* 2620.65% -.126 -.161
Age 1.108 0.809 -137.73 44.41 .305 . .335
Race “1.976 1.621 +-129.78 -46.34 .556 577,
Co-op Student . -1.875 ~-1.687 ~596.38 ~387.22 -.997*
Graduation Year - -2.410*. -1.453 2308.15*%* 2231,.27* -.225
High School Grades 0.536 0.431 124.44 ‘99,52 T .123
High School Career -
Assistance .’ i 0.825 0.968 ~9l.6€$ 233.36 -.186
. High School Apprentice ' . -
Information ’ -03325 -1.111 219.05 745.53 .423
Likelihood of College " 0.092 , 0.796 -24.80 144.12 -.554
Starting Apprentice . . .
Wage -0.078 ~0.262 1839,20* 1835.34* .196 .201
Persistence ine . .
Apprenticeship 4.000* 4.000* 132.09 132.09 -.150 -.150
Multiple R L .361 .45 . .176
JWeight at leasg,twice its standard error. ’
109 ) ' ) |
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better perfordance. On the other hand, persistence exerted small, nonsig—
nificant 1nfluences on annualized income.and job satisfaction.
When annualized income was used as the outcome measure, the sex of the

apprentice, the apprentice's year of graduation, and’the hourly~wage when

the apprﬁptice started his/her student apprenticeship were all more predic-

L4 . . . . . s * k]
tive of annualized income than*persistence in apprenticeship. Persistence
4

in -apprenticeship had a positive but nonsignificant influence.on,annualized

income. 1In other words, being male, having worked longer) and having

started at a higher wage are the main influénces on annualized income.

. .

The only factor which had a significant influence on the outcome vari-

ables of job satisfaction was whether or not the YAP participant was a
cooperative education student in high school. .Interestingly, this influence

wa’ in a negative direction. 1In other words, respondents who had been in

cooperative education programs tended to be less satisfiell with their current

or most recent jobs than those persons who did not participate in co-~op

| -

pfograms. s ?

\
.
1

In summary, the resylts of these path-analyses suggest three important°
\aspécts about outcomes of the demonstration, program. First, the apprentices
B

who are ‘rated as better job performers By their job superv1sors are tending

tfo remain in the apprenticeship positions started in high school.. Second,

the three effectd of sex, the length of time out of high school, and starting~

.hourly wages as an‘apprentice were the strongest determinants of annualized
income; Third, few background characteristics appeared to have much influ-
ence on the respondents' reported level of job satisfaction regarding a cur-
rent or most recent job. The only’exception was status as a cooperative
education student during high school, which negatively influenced'the overall

job satisfaction measures. ‘ .

95 .
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4 CHAPTER 4: APPRENTICE-COMPARISON STUDY OF PROGRAM IMPACTS " e

v
'

This chapter of the report presents the findings of i@pacts assessegd By
the use of a constructed control-group as a base for comparison wiéh pa;ti--
cipants, i.g., the student apprentices. The chaptér consiéts of four sec-
tions: (1) a brief introduction to the apprenﬁice-comparison resezrch

. design; (2) a description of the personal characteristics and educational

experiences of the student appreaféCEE'Eﬁd comparisons; (3) an ana}ysis of
dif ferences between the’program participants and comparisons on their post-~
‘high school labor market experien;es; and (4) a multivariate analysfs (path’
analysis) of program participation inffﬁences on selected outcome

var iables.

<

4.1 OVERVIEW OF COMPARISON DESIGN

An intégral part of the overall Phase II research design involved the
B use of a constructed cont;ol group in order to assess tge net impacts of
hitudeny particfpation in the YA?s.l Noﬁ-apprenticed students frop the high

school class years of 1979 and 1989 were selected to be reasonably similar

-

to the student apprentice grouﬁ, except that they were not participants in
the Youth Apprenticeship Demonstration. The most important aspects of the
apprentice-comparison design related to,determining whether the post-high
school labor market experiences of progtam barticipants were sﬁgnigicantly .

different from the non-participants and whether certain program impacts might

\

be inferred from such differences.

»

1gece Chapter 2: Methods, for a more thorough description of the,
research design and sampling procedures, :

-

. ' ‘ © 96 ‘ .
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5 Special effort was inen to both the selection of the constructed con-
¥ ’ .

trol group and to qualit& control procedures in data reduction. Respondents
who fell "outside™ the overall interyention model of the Youth Apprenticeship

. \ o . .
Demonstration were excluded inf the data analysis. For example, both the .

v -

student apprentices and the comparisons who still were enrolled in high - .

~

school or who had dropped out of school were excluded from analyses related

to program impacts.2 This procedure in editing the data, glus the matching

.

strategy used in selecting the comparisoh sample, was-viewéd as‘a fairly

. . ‘ . '

rigorous test to determine net progrim impacts on student apprentices. None-
A d

thelessa the constructed control group should not be viewed as a control group

A : ’
in a strictly experimental sense. Therefore, differences between the student

apprentice grohp'and the comparison group sometimes may be attributable to 4
.pelection factors and to variables ‘other than program participatiop or non-

participation.

L
.

4.2 PERSONAL CHARAdéERISTICS AND EDUCATIONAL EXPERIENCES OF APPRENTICE AND -
! COMPARISON "SAMPLES :
: i

This sectionoexamiﬁes the characteristics and experiences-of the appren-
tice and comparison samples prior to high school graduation. Such charac-
teristics, of course, might affect the post~high school labor market experi-
ences of the respondents. Separate subsections offer analyses related to:

Sy
(1) personal characteristics of the student apprentice and comparison groups;

. N {\f .
(2) educational experiences and career viewpoints of the two groups;

L]

4 - .
2gelection of the apprentice and com~-g:7;_'wf¥;es was based upon
high school class year. As might be expec"‘-‘i}..""l spondents ‘were not
graduated with their class or dropped out of $c Jﬁ!”-fore graduation.

' Thus, these respondents were excluded from the co ison study.

\ A S
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and (3) in-school work experience characteristics of the program participants
i

and the constructed control group.

4.2.1 personal Characteristics . - .

y

Table 4-1, following, presents a comparison of selected personal dhg;-;
N \ *
acteristics of the apprentice and comparison samples. No statistical dif-

ferences are ‘evident between the groups of student apprentices and compari-
sons withlregard to thir sex, minoq}ty status, or their ages at the time of
the interview. N

éighty-s%¥en percent of both the program p;rticipants asd the con-
structed control group were ﬁale and 13 percent were female. Also, the
distributions with regard to minoritx status were nearly identical. Of the
apprentice sample, 8l percent consistsd of non-minority tespondents, compared
to 8q percent nonminority for, the comparison group. Finally, despite some
" variation in the age distribution‘of the two groups at the time the interview
was conducted, the ditférences‘were not statistically sigﬁificaht. Part of
this variation in age can be attributed to the fact, that relatively more 1980
high school g;adﬁates from ths'comparison group resp;nded to the interview.

In general, therefore, sxamination of selected personal characteristics

[ A ]

of the apprentice and comparison groups igdicatsd a fai{;y high degree of
similaritg’between the two samples on basic'demographic characterist'i!:s.3
Thus,‘differences found between t;e apprentice and comparison groups on pro-
gtsmmatic variables are not likely to be due to demographic differences between

the groups.

. v

Y

3Cbmparis5i"%udents were selected on a matching basis with student
apprentices according to sex and minority status, but not spec1f1cally
according to age. ) —

¥ (SR Incorporated____|
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TABLE 4-1

Selected Personal Characteristics of Apprentice g

and Comparison Samples

~

Percentage Chi

Characteristic Apprentice Comparison Square
Sex

Male 87 87

Female 13 13

N (478) (433) 0.01
Minority Status >

Minority 19 20

Non-mimority 8l 80

N (477) (433) 0.29
Age at Time of Interview .

18 years of age or less 35 39

19 years of age 46 42

20 years of age 16 16

21 years of age or more ' 3 3

N . (478) (433) . 2.10

—
»
C
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4.2.2 Educational Experiences of Apprentice and Comparison Samples

-

Table 4-2 compares the student apprentice and constructed control ;&oup

on'selecped high school experiences }h relationship to educational programs.

N >
No differences. were evident between the apprentices and comParison samples

»

in the high school curricula in‘which they were enrolled or in the vocational
‘programs they participated in during high school. The majority of both the

apprentices and comparisons (78% vs. 72%) were enrolled in a vocational-

N

technical curriculum while attending high school and the vocational program
S
was largely in the trade and industrial area (79% vs. 75%).

Although n°§ included in any other analyses presented in this chapter,

the percentage of high school graduates from the apprentice.sample and com-
b]
parison sample has been provided at the end of Table 4-2. Ninety-six percent

of both groups were graduated from high , ;school. Slightly more of the sub~'
jects in the comparison sample were 198é\high school graduates, bu; the
overall distribution by graduation status and graduation year were not-sig-
nificéntly different. However, when high school dropouts were excluded from
the chi-square analysis, differences between the apprentice and comparison
sample by year ;f graduation were marginally fignificant (p <.05). The com«

parison sample, therefore, contained a larger proportion of 1980 graduates.
LY .

Botg the student apprentice and comparison groups almost exclusively (99%)

M *

attended public high schools. ‘ '

100

‘
- s
. . - [
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o E . TABLE 4-2 . (

Selected High School Educational Program Experiences.bf .
. : Student Apprentice and Comparison Samples
Educational . Percentage Chi
) - v
Experience - . Apprentice Comparison Square
.

High School Curriculum ~ ’

: ' Academic/college preparatory ' 7 9
Commqrcial/business 4 : 5
Vocationall/technical -+ 78 - 72 .

General/other , 11 ) 14
_ ’ N ’ ” N (477) (431) 5.57
Vocational Program in High School L - .
Trade and industrial 79 75 . .
Technicfl ) N 11
Business and office 3 0y 6 1
Other 9 8
- N (390) (329) 44
~ High School Graduate ' )
' Did not graduate 4 4 .
, . , 1979 high school graduate 48 s 42 . C .
N 1980 high school graduate .48 54 : ot
' . N - (500) (453) 3.98
{ ' \ ’~\'» ' N , - _ . _
e , » . . °
RS N
LY A
, \
. v
Y - b § ] -
v . AL /
[ R -
. A N ‘
e T . .
‘ 1017, ) .
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N :;g}:,; PN
‘ # s S
Table 4~-3 presents the major DOT cat sf?bg Epg@occupqﬁlens that
‘N P vﬂ‘ ..
the apprentlce ‘and comparlsan sample repbitis “‘,.‘» ere preparing for-
in high school. Because of the few occup tgd in. the Btoce581hg,
agricultural, end benchwork (DOT) categorles, (0 ugatlons were

»

collapsed into’a—single category, "other occupatloﬁal groups,“ to meeﬁ the

v -

"minimum specifications for a chi-square test. The apprentice and comparison

groups reported significantly different occupatibnhi'areas of preparatory-
‘ ¥ R - . ~ LI

@
[

trainiﬁé in high school. The largest difference between the two groups was
most ewident in the machinectrades category, with 51 percent of the apﬁ%en-

tices reporting th;s occupational area vss 42 percent of the constructed
. .

control group. - This difference appears largely balanced by the higher

-

propoxtion of the comparison sample reporting occup@tions in the clerical

and sales category (7% for the comparison group vs. 3% for apprentices) and
.L’\\ : l ‘\
iﬂ\phe miscellaneous occupations category (16% vs. 9% for comparisons and

ey . -

- t 4
apprentices, respectively).

The apprentice and comparison samples exhibited #®everal other different

N

aspects in their high school experiences. For example, the apbréntice group
—reported highe} overall high school grade point éberagés (in general, a
s
sokid B average for the apprentices and a B minus average for the comparison
‘sample) . The differences, alth&hgh not large in an absolute sense,'nonethé:
less were statistically significant (p < .00l). Thus, .8s indicated by high

school grade point average, the student apprentice group tended to bé_some-
what better in high school achievement than the comparison group. Higher

] ) » v
grade point averages fog the student apprentice group may ha&g represented a

selection factor in program student recruitment. .« A :

102
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TABLE 4-3

- -

Collapééd Major DOT Categories of Reported Occupations -5

e 3

PrgR?réd for in High School for Apprentice-and Comparison Sampleftr*ﬂﬂl///,,/
. . .

e o rd °

*/ Educational Perceﬁtage

Experience Apprentice [ Comparison

Ve
v B .
. «

Professional, Technical, Managerial
Occupations

Drafter -

Technician (dental, medical)‘’

S

Clerieal and Sales Occupation
Secretary (legal/medical)
Clerk (stockrooq)

Service Occupatfions
Food service
Child care attendant

Machine Trades Occupations
. Machinist
% Auto mechanic

Structural Work Occupations
Body worker
Welders, cutters, and related

Miscellaneous 0c3hpqtipns
Film lab technician

Other Occupational Groups !

N ' (478) (433)

Chi-square within 6 degrees of'freedgm = 19.54; p < .01.
~
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. agd 93 percent reported receiving information on career opportunities in ..

“One othér impdrtant factor that distinguished the apprentice from the

constructed control group during high schbol relates. to the degree of voca-

.

tional certainty and whether 1nformat10n or apprent1Cesh1p was provided in

.

.the hlgh schools. Table 4-4 presents selected data on career information

-

and career decision variables between the apprentice and constructed control
‘ '3

group. - ~ -

@

A laréer proportion of the stddent apprenticé‘group than of the com~

s

parison group reported that thelr high school was preparlng them for an
occupatlon which was ‘helr career objectlve (88% vs., 82% for apprentlces and
cdwparlsons, respectively). Thus, the student apprentices tended to view

thd&r occupational training in high school to be more in line with their

.

-career objectives. In terms of high school assistance prov1ded in careers:

and {nformeﬁion provided on apprenticeship during high school, the' appren-

a

tice group tended to respond more affirmatively. Eighty-four peréent of the

* . o
.

Ppprentice respondents reported receiving high school assistance in careers

=
%

appreNticeship. The corresponding percéntages on the same items for the

-

&

co isons were 75 percent and 70 percent, respectively. These diﬁferenCes,

.‘ kY

in particular, may reflect the diffgrgnt proportlons of apprentlces and com-
Y

. Parisons who participated in cogperative educatiem—programs, a factor to be

—~—_

~

discussed in the following section.

Significant differences (p < .00l) wére found between the apprehtice
and constructed control groups on their degree of:certainty about their
career choice while in high school. Over half of both the apprentiCe‘and
ICOmparison graup respondents reported tgat Ehey were "very Certain" or

- . - *,
"somewhat certain” about their career choices during high school (81%

- 104 ~
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TABLE 4-4

v

Selected Aspects of Careers and Career Assistance in High School

- A\

k)
for Apprentice and Comparison Samples . . :

- . ]
[
S
/ . - t .
- L - Percentage Chi
A b . a ‘
Characteristic : Apprentice Comparison- Square .

‘g

.
- " T

Occupation Prepared for in High - C o
’ School Was Career Objective .

Yes 88 82
No ‘ 12 S P
[N % &
N , (462) (413) 6.22%
High School Assistance Provided . ) N ‘
in Careers
Yes 84 75
No 16 v 25 :
< N . (478) (432) . 10.00%*,
Received Information on Apprenticeship \\\,’ ' L
' Yes : 93 ¥ 70 . ’ 3
No R ' . 7 30
: N - . - (477) ~ f433) 84,.92%%x*
Certainty of Career Choice During
High School . i
Very certain . 50 38
Somewhat certain 31 32°
Somewhat_uncertain 10 ) K 4
Very uncertain 9 13 .
N (478) . (433) 19.88%*»
r ' . .
*p <.05; **p< ,0l; ***p< 001, N .
’ )
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and 70%, respectively). Half of the apprentice group, howevet, reported

that they were "very certain" about their career cholce during high school

P ’ .
versus 38 percent of the constructed control group reporting they were "very
certain.” Conversely, 30 percent of the comparison students repotted'ste

degree of unCertaiﬁty'qbout their career choice compared to vnly 19 percént

- of the apprentice group. The degree of certainty about one's career cho}ce,

retrospectively reported in this survey, howevér,‘éhould be viewed somewhat

guardedly. Such opinions may simply reflect a justification for behaviors, *
e )’. -]

‘alreadfnmade‘in career paths. On the other hand, the student apprentices®

H

choices before entering the contractual arranggment of an apprenticeship
" » R ¢ . ) < v
agreement. Thus, the contractual aspect of apprenticeship might cpntribute

to selection of those students most certain about: their careers.

N ,

While different pfoﬁortions of the apprentice and constructed control

L ) -

%

group reported'that certain kinds of career assistance were provided in high

school, no differences were found between the groups on three ratings of the

-

. k] . . . k] ‘
quality of high school career assistance services. On "information on occu~'

4

pations," "assistance with career planning," and "instruction on how to look

for a job," over half of both the apprentice and comparison respondents)
evaluated such gervfces in high school as "good" or "excellent."
g : -7 °

‘In additiqnfythexé was no difference between the apprentices and con-

~

. s m .,
structéd controls on the degree to which their reported dareer plans changed

-

since the end of high school. For both the apprentice and comparison groups,
"~ about one-third of the respondents (36% fof apprentices and 38%. for compari-

’"éoné) reported that their career goals had not changed at all since the end

~r

of high school. Thus, about two-thirds of both the student apprentice and -
. —— A

»

A

a4 .

were a likely group in general to have considered the viability of career “




"gest the first indicator of post~high school impacts of the Youth Apprentice-

const;ucted'control groups reported some degree of career goal changes since
high school. 1In terms of specific eareer‘plans et the time high school.
ended, however, tne apprentice and comparison samples'were si%nificantly
different on their reported plans. Table 4-3 presents the neported plans
for the eppnentice and comparisonasamplesvaé the‘end of high.school, i.e.,
at the time'ef hiéh school graduation for.these subsamplesl ‘

Fifty;bhree percent of the student apprentices reported that they had
no particulan‘plans at the end of high school other than to continue with
tne jos they had'dnring high scnoei. This compares’ to 40 percent of the
comparison sample who responded to‘the same category. As might be expected;

therefore, more of thetcomparison ;espondents than the apprentices reported

plans "to loock for a joh" (21% vs. 12%) and "go to school full~time" (15%

»°

vs. 8%). The latter finding could be expected since a larger proportion of

3 )

-~

the comparison sample,then the apprentice sample came from college prepara-

tory curricula.

.

- N g
The reported Slans~at the 'end bf high school for the apprentice and
constructed control grouprsuggest that the High school diploma is likely to

bé a terminal degree for a relatively large portion of both the student
apprentice and comparison groups. ThHe relative differences between the two

-

samples in terms of continuing with a job they held during high school sug-

ship Demongtration. 1In other words, a larger proportion of the appreptice

)
sample remained in their ﬁigh school jobs which, for many, were épﬁi:::i:\c
ship positions, - Thus, for the student apprentice group, fewer subjects were

faced with the necessity of having to look for a job at the end of high

SchOOl . ¢ . ¢
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TABLE 4-5
Reported Plans at the End of High School

for Apprentice and Comparison Samples

Reported Plans At ‘ Percentage

End of High School ' Apprentice Comparison

No Particular Plans, Continue with_

Job Held During High School 53 a0
~ Look for a Job ' , "12 .21 S
Enter a Training Program V ne 9 5
\ Go to School Full-Time . 8 15 o
Enter &ilitary Service 2 . . 4
Combine School aﬂd WOék in Some Way 12 12
Other - ' . R 3
w (478) (433)
Chi;squage within' 6 deéiees of freedom = 36.26; p< .001. .
. 4
\
N . : ¢ v , )
, . 108
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4:2.3 In-School wWork Experiences
\ ¢

"+ With regard to participation in cooperative education during ¢he senior

-

year of high school, apprentice and comparison respondents reported signifi- !

cantly different participation rates (p< .00l). Eighty-th:zﬁ—ﬁércent of the

epprenxice group reported involvement in a co-op program versus only 42 per-

cent of the comparison resﬁondents. *

In éddition, the apprentice group tended to exhibit more work experi-
ences, i.e., jobs, even apart from the apprenticeship experience. Eleven
percent of the comparison sample reported that they had not been emplo&ed

for pay during their high school years. This compares to (by definition)

zero percent of the apprentice group without some paid employment during

high school. ¢

*

¢

Interestingly, the student apprenticeship position was the only paid
employmeﬁt during high school for approximately 40 percent of the respondents

L3
in the student apprentice group. Of the comparison sample, about 30 percent

reported only one regular job during high school and 11 percent reported no

paid employment at all.
As a group, therefore, both the apprentice and comparison samples were

relatively experienced workers by the time they graduated from high school.a

The overall awerage number of jobs held in high school for the apprentice

and comparison groups wae 2.37 for the apprentice sample and 2.02 for the

o

constructed control group, a differencg statistically significént at the "

- -

P < .001 level. . ’
— . * - . >

4.3 POST-HIGH SCHOOL LABOR MARKET EXPERIENCES OF APPRENTICE AND COMPARISON
SAMPLES . .

- The previous section of this chapter discussed the personal and high

school characteristics of the student apprentice and comparison samplqs:
t
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This section centers upon the post-high school labor market experiences of
the two groups, i.e., the general area& of impact in the Phase II research
design. The section consists of three_ subsections dealing with major factors

L3

of post-high school labor market expergencés, including: (1) the current
[

¥
) émployment status of respondents in ea;h of the two groups; (2) the employ-
ment characteristics of respondents invthe two samples; and (3) the éspegts
of the school-to-work transition érobiems experienced by the apprentice and
Vo constructed control groups. ; ‘

-
o - v -

4.,3.1 Current Employment Status -

Table 4-6 presents data related to the current employment status of the
o
apprentice and comparison samples. A significantly larger proportion of the

comparison sample than the apprentice group (18% vs. 1l1l%)treported that they
& 2 -
were primarily students (post-secondary) at'tpé time of the interview.

Among tﬁis student subgroup, nearly one-quarter reported seeking an A.A.
<

3
degree (23%), and over one-half sought a B.S. (40%) or post-graduate degree

v

(11%). There were no apparent differences between the two samples with
respect to degree aspiratggns. Further data on employmént:pattgrns aftér

. graéFEETGn fzow high school were not coilectéd from respondents who con-
sidered their primary status as fstudent." Excluding the "student" group
fog both the apprentice a;d‘Eonstructed:dbnt;ol group, éhergfore; the
majority of respondents in the t;; groups (87%~3nd 84%,-respectively)‘ Ch
repotted that they were currently emplo;ed. Of those not employed at the .
time of the interview, oély 5 peré;nt o{ bgzh the apprentice an@ comparison

samples'reported that they had not been’ employed at any time sinc&-high

school. " -

CSR, Incorporated____|
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TABLE 4-6 .
Selec;ed Post-High School Labor Market Experiences of

v e
Apprentice and Comparison Samples

¢ Percentage chi
' Characteristics - Apprentice Comparison ‘Square
Employment Status

:Primarily a Student Now 11 18

Currently Employed 77 68

Not Employed 12 .o 14

N . (478) .(433) 10.50%*

. Other Jobs Since High School :

Yes . 24 32
- No 76 68

N . (449) (408) 6.89%*

Changed Career Plans as a Result of
Work Since High School - ]
# Yes - ' ' 24 25 .

No . - 76 75 t , ‘

N . - (476) (432) 0.20
**pe 0L . !

A L Y
. &
, N
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Further, the majority of both of the employed apprentice and constructed

control group respon%snts reported that they had not had jobs other than *
L 3

their current job since high school (76% and 38%, respectively). . Thus, 8

y

percent fewer of the apprentice sample than the cémparison sample reported

¢

having had one or more jobs besides their current job since high school.
Finally, about 75 percent of both the appr?ntiqe group and comparison group
reported that their career plans had not chggged as a result of their work
}efperiences since high schpol. Thig was aﬁpréximately the same proportion

of respondents who reported career direction changes as a result of work
- * *

experiences in high. school. . (

<

Of the 25 percent of the student apprentice saﬁple and constructed con-

- ]
trol sample who did report career changes as a result of post~high school
LT . . : ~
work experiences, most were positive, e.qg., "confirmed interest in field"

.

[ d .
and "motivated to further education.™ The types of career changes were not

-

significantly different for the apprentice and compa?ison‘samples. \

4.3.2 Employment Characteristics ) ) ¥

r

Lo Table 4-7 presents the major DOT occupational categorie@rfor the current
or most recent jobs of the apprentice and comparison samples. The reported

occupational areas for the two groups were significantly d!fferent,\§lthough //~/’

differences within each 62%hﬁ$tipha} area were not large. The most notable

’exceptions'werelﬁhose occupations categorized as either clerical and sales

*

or in the mechan;qai trades.
A largerlproportion of the apprentice grou; than the constructed con-\\
' 7
trol group reported current or ﬁost recenttemployﬁent in the mechanical
trades area 248% vs. 36%). Conversely, ﬁo;:.of th:‘comparison_group were

. / N .
currently (Of most recently) engaged in clerical and sales occypations,

o : -

> (5§, Incorporated |
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TABLE 4-7 .

Collapsed Major DOT Categories of Reported Current or Mos

P .
3

Recent Occupation For Apprentice and Comparison Samples

Major Percentage '

DOT Categories Apprentice  Comparison

Professional, Technical and 6 . 5
Managerial Occupations
# Drafter
Technician (dental, mechanical)

Clerical and Sales %béupations 9 17
Secretary (legal, medical)
Auto parts clerk -

Sérvice Occupations . - 8 9 . .
Child care attendant

Machine Trades Occupations 48 . 36 *
Machinist ’ ' : '
Auto mechanic . )

Structural Work Occupations 20 18
- Auto body repairer
Welder : .

Miscellaneous Occupations 5 9 . '
- Offset plate wérker
Film processor

> N '

-

+

Other Occupations - « 4 6 ,
Agriculture/Processing/Benchwork
Occupations - ¢

N ' ' L (399) (332)

-

. Chi-square within 6 degrees of freedom = 627.96; p <.001.
\ . {

e
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i.e., 17 percent for the comparison group vs. 9 percent for the apprentice

.

sample.

Ky

Table 4-8 presents wage data and other informatiod on employment dura-

tion for the apprentice and cogparison samples. There were m% significant

v

differences between the program ﬁérticipants and the constructed control

-

éroup on current hourly wage, starting hou}ly wage, number éf hours usupally
worked’per week, number of weeks employeé in one's current job, or annualized
incomé. ‘Tﬁé wage data reported by all respondent$ was contverted to a;
hourly rate whén pay meéhods were on a %ifferent basis. The vagiable,
"annualized income," was created by projecting an estimated yearly income

from the average weekly income of the respondents -(for both regular jobs

and/or part-time employment, if applicable). Thus, on these hard indicators

of program impacts, no siénificant differences were found between apprentices

and the comparisons.'
In addition to the employment data just discussed, post-high school

outcomes also included measures of occupational stability and job satisfac-

‘tion regarding the respondents' current or most recent job. Occupational

stability was defined as the match between the occupation for which the

respbndents trained in high schoolpand the occuﬁation currently or most
s N . ¢ \
orecently held by those 'respondents at the time of the interview.

v

Table 4£§lpresénts the occupational stability measures for the two

fespondent groups using the DOT occupational code in descending order of
. N L ] - t'

specificf%y.q That is, the three-digit DOT codes représént the most specific O
- coded occupation (for example: méchinisté and related occupations), within a e

larger two-digit DOT code division (metal\ﬁachin§ng é;cdpations);'whic;’

compr‘ses gply one of nine major divisions in tﬁé one-digit ;ategory

(machine trades occupations). "
.

>
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. : " TABLE 4-8 7
* Wage Information and Employment Duration for Apprentice
¢ and Comparison Samples /
Employment Samples t ’
Characteristic Apprentice Comparison value /
‘Current Hourly Wage
Mean ,$ 4.54 - % 4.46
*.8SD . 1.34 - 1.50
N (396) » . (323) 0.79
. . ;
. ~
Starting Hourly Wage Vo N _
Mean $ 3.70 ¢ 8 3.70 -‘ ]
o SD 1.19 1.17 - ¢
N/ (348) (271) 0.03 .
Number of Hours Worked )
Per Week * ’
Mean 40.96 40.56
. SD 8.30 8.55 ,
N (392) (396) 0.63
Number of Weeks in the Job
Mean ' 48.68 s 49,01
" SD 42.95 -58.98
N, (398) (332) 0.09
Annualized Income . .
Mean ~$ 10,074 $ 9,662
SD 4,230 4,408
N ' (404) (342) 1.30
] * ’
R ¢ A ? <
¥ ) 3 P " o
) - 4
.‘“ % (
-5 >
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‘ ) TABLE 4-9 .

Ocqupafional Stability Measures for Apprentice .

and Comparison Samples

¢

Type of Percentage /‘ Chi
Measure : App;éﬁtice Comparison Square
‘ . ’
Three-Digit DOT Code . o .
Match . © 45 - 34 — -
No Match ' 55 - 66 10.15*%*
Two-Digit DOT Code <0 ‘ i -~
Match X t 38
. No Match ; 1g~ 62 L16.27%%%
One-Digit DOT Code - : ' %%
Match . 62 . 48 ,
No Match . §\ 38 « . 52° 15.13%*+
N Coe (399)° < " (332)
Note: Table includes only those respondents: who reported a current or .

most recent occupation. The stability measure indicates the corres-
pondence between one's current or most recent occupation and the
occupation that the subject reported training for in-high school.

. i "

**p <.01; ***p< .001. < s .
. ’
& : 4
‘ )
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? . As Table 4-9 shows, in each of the é%ree'stability measures, apprentices

were much more likely than the comparisons to be working currently or
‘ (

.recently in an occupation for which they trained in high school. As might

R .
be expected, this likelihood was strongest in the one- and two-digit codes

- ' &

y

since the measures were not independent. Because most student apprentices
were recruited from high school vocational classes, the higher occupational
stéBility‘foi the program participants may be attributeg.to a selection

factor. Nonetheless, since the match was between occupation prepared fo

0 .

and current or most recent occupation, the stability indicator did not

include job changes in both groups. Thus, occupational stability was viewed

-

as a soft indicator of.program impact.
\ .
Job satisfaction scores on current or most recent occupation provided

.-

B another ‘important measure of pogsible impact in the apprentice~-comparison
study.” Table 4-10 exhibits data on the scores derived from both the
apprentice and comparison sample. Respondents rated their jobs on six
different satisfaction areas using a four-point scale (l=very dissatisfiéd;
2=dissatisfied; 3=satisfied; 4=mvery satisfied). A scale score also was con-

structed by summing the individual item score results in an overall job
satisfactiqn scale score. The apprentice group included both leavers and

3

stayers in the in-school apprenticeship positions. For every aspect of job
satisfaction rated, significant differences were found between the two

groups, and these differences consistently favored the apprentice sample.

The'apprentice respondents, in every instance, showed a higher satisfaction.

-~ . .

level than did the comparison respondents. The difference was especially
3
pronounced for the mean job satisfaction'scale (mean scores of 18.79 and

18.01 for the apprentice and comparisons, respectively). Participation in

?

117 ’
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g TABLE 4-10

Means and Stahdard Deviations of Job Satisfaction Scores
- .

on éurrent or Most Recent Job for Apprentice "

and* Comparison Samples

)

LY
Job Samples

.

Satisfaction Apprentice Comparison
Rate of Pay : P

Mean . 2.88 2.77

g SD . .70 .69

Opportunity for Advancement
Mean ° 2.96 2.78
SDh , .81 - .83
Supervision
Mean 3.19 3.06
SD ‘ .67 .68
-
Recognition for Doing
" Good Job
Mean 3.15
sD .76

OJT Instruction
" Mean . 3.28
SD ) ‘ ~ .65
i
Sense of Accomplishment on Job A
Mean ) 3.33¢
sD ' .63
Job Satisfaction Scale Score -
Mean . 18.79 18.01
sD . 3.07 3.04 3. 73%%*
' (445) (398) .

Note: Apprentice gfoup contains both workers who stayed in and left
the positions they had as student apprentices.
*p <..05; ** p < .01, *** p < _00l. i

4
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the YAPs thus appeared to bear a significant influence on the degree of job

satisfaction reported by the participants following high school graduation.

4.3.3 School~-to-Work Transition

Aspects of the school~-to-work transition were rﬁbotted by respondents

r

in both sample groups in terms of high chpol courses most beneficial in
helping to make the tranéition ffom school to work. Table 4-11 prégénts the
data on the frequently mentioned most beneficial high school courses,

clustered by major categories. Although the respondents named specific —

-

-8ourses -and course titles in identifying those courses helpful in the

o

school-to-work transition, the courses were grouped into major areds of

>

vocational or academic curricula. The table shows the aggregated responses °

~

for up to three courses iéentified by the respondents. No chi-square was

/

-

- <

conducted on the aggregate, but analyses on each of three separate course
listngQ revealed no sigﬁificant differences between the two respondent
groups. The proportions o% each group are nearly identical in each éategory,
yith trade and industrial, mathematics, and language arts courses menEiéned
most often. These results suggest that students share a somewhat common |
perception of Eho;e'courses most beneficig; in making the transition frém
school to work. AlsdT\aithoggh.the reggondenés were primarily vbcgtional

students while %n high school, it was inte}esting to.note thit about‘half of

4

the courses mentioned as helpful.in the school~-to-work transition were in ,

the academic cétegory.

~
-

Table 4-12 presents the distributgoq of the most important school~-to-
work transition prob;337 reported byGthe apprentice and comparisqn groups.
The table excludes those respondents from both samples who reported that

%
they had not experienced any school-to-work transition problem (38% of

B

) - 119
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TABLE 4-11

. Categories of _High School Courses Most Benefici

’ School-to~Work Transition for the Apprentice and

Comparison-Samples

-

A

,

f
gl in —

High School - - Percentage
Course Categories Apprentice Compardson
> * >
X, .
Vocational/Technical ‘Combined 47 © gs
A
Business/Qffice 6 5
Home Economics/Family Life / -1 1
Technical 9 8
' Trade and Industrial’’ 26 " 25
Other Vocational/Technical * 5 " . 6
Y
Academic Combined / 49 52
¥ Language Arts ] - 17 19
. & L S
Mathematics N 24 23
PhysicalyBiological Sciences .5 - 5
Social Sciences . s Sl 3 5
-
‘.
Other 3 2
None . 1 - 1.
‘o
Tozal Responses * (1260) (1163)
- . @ ‘
NN ’ R .
@ . ) : - ;
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. TABLE 4-12
- . ) - * @
g N Most Important School-to-Work Transition Problem
\.',. vl Y-
* Reported by Apprentice and Comparison Samples
% . . - " -

“‘ SchogLitb-Work ¢ . ' Percentage

Y N ° . * -
,\' ..+ Transition Problem Apprentice, Comparison
. Relations with Adults S 4 3
ot Authority

Relations with boss

s » Time Management/Reliability °* . 25 26
Adjusting to hours
Being on time )
Attitude Toward Work 9 ) 4
- Not wanting to work ;:)
Lack of freedom

. ]
" ‘'Lack of Experience/Training ’ 12 . 17
Finding the right job

Lack of experience

4 o i} .
School Inadequate/Pifferent ' 13 .10
Few demands in school com~ > X -
pared to job ' !
Students don't haye to work ' ’ ‘ -
Money Problems/Job Opportunities 7 - 8
Financial obligations’ : ..

Low wages for beginning, workers

Initiative/Unsure of Self : . 1 1
Fear of making mistakes -
Not a kid anymore * L
IndepgndencefﬁesponsiEility 29 ) 31
Being on Jour own , | " 7
Accepting responsibilities . - ‘
. t A : Co ‘ :
N . (302) (267)
? L0
Chi-square with 7 degrees of freedom = 10.54; NS. .
? .' ’ ' o' ) ‘
] ' o , . . S~ ’
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the apprentices and 37% of the comparisons). No significant differences

were found in the types of transition problems noted by the apprentice group
and the constructed control group.  Problems regarding the managemen;"t
),,\ time and increased indépendence or responsibility weré the most frequently

. ] .
mentioned school-to-work transitiop problems for both of the samples. The

L -

lack of differences (both in the types of problems or their very existence)

-

between the two respondent groups suggested two aspects about school-to-work.
transition problems. First, it may be that not all youth experience school-

to-work transition problems (or at least view the transition adjustment as a

*

ipioblem). Second, there do appear ta be some common types pf scyool-tp-work

transition problems (e.g., coping with time management and iﬁdependence);

-

which seem characteristic for the particular age group in this study.

<

- 4.4 MULTIVARIATE MODEL OF THE IMPACTS OF PROGRAM PARTICIPATION

s multiple-;egrpssion analysis similar to the student appréntices'

-

. A " .
multivariate anal¢sis, described in detail in Chapter 3, was employed in the

apprent ice~comparison research. The particular'analysis used in the com~

.

parison was, again, the simplest’'fully recursive path analysis model for the

effects of having had participated in an apprentideéKé;\during high school.
o .

This model is represented diagrammatically in Figure-4-1l. ' More specifically,

V2 a person who had been a YAP participant was treated- as afaummy variable,
¢ ‘ "o

with scores of 1 applied to the stddent appﬁentice dgroup.and scores of 0 to

~

members of the comparison group. : v

3

In the main, background characteristids were the same as those used to

e

examine persiétence in an appreniiceship (see Chébéer 3) . However, one

variable, namaly the wages (in dollars per hour) apprentices reifived when

. . X

—_— . ~ )
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* q
Background
Characteristics > Outcomes
o
: | N
. Having an
Apprenticeship
Figure 4-1
0 ) &
Diagram Summarizing Path Analysis Model for Analyzing the Effects )
of Having Participated in a Youth Appten{iceship Project. )
L3 s
»
& S
* {
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they began their épprenticeship, was deleted.. Similarlg, one outcomé

.. .
N \

variable was dropped'and another added. Job-performance as an outcome was

omitted because job performance evalugtions were not collected for the com~-
‘ . .
. e

.parison grbup. Occupatioan*gtability;was added as an outcome variable.®

This variable was measured by assignihg scores of 1 to regpondents still

-~ : :
working in "the g}elds for which they had studied in high school, and scores

of 0 to others._ ' T . .

”

‘Table 4~-13 summarizes the Eesults-of each separate path analysis. 8
. - . ¢ . * - ’

The entries in Table 4-13 once agaid'a%e petric, i.e., "raw score" or

' "unstandardizéd” regression coefficients, Because they tell how much of a
k)
gain on the various outcomes was produged by participating in an

apprenticeship. The results in Table 4-13 indicate that participation. in .
apprénticeship had a significant positive influence on occupatfopal V *

stability and job SéE}A@action. In othér words, ticipation in an"

apprenticeship makes it more likely that people will like and stay with the .
, . n ! .

job for which they are training. aPart;cipation in an apprenticeship alsq

~ .
’

had a small but not significant positive influence on income, but this

-~

influence is far outweighed by the fact that men are pgld more than women

-

and that income increases as post-higﬁ school experience increases.

- 'y - .
. ° « . N R . 1

In general,_ overall hiqh school grade-point averages were-positively ¢

"and significantly related to 6ccupational stability. Better performers in

¢ .

high school (as indicated by gradés),tended to enter occupations for which
they trained in high school or better high school performers teaded to
report they had trained for- the occupation in which they were currently

emplgyed. cOnverseiy, the éq&a indicated a significant negative

124 . ‘ ' -
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" . data, it seemed most likely that the apprentices tended to stay in the same

relationship between occupational stability and the degree of likelihood that
the respondent would attend college. The program participants, other things

3

being equal, had about a 26 percent better chance of being @urrently or most

recently employed at a job for whjich they were trained in high school.

- $
In terms of annualized income for apprentices and comparisons, it appeared

° *

‘that there was no distinct (significant) advantage of program participation.

"As with the apB%entice ngg~analysis data presenéed in Chapter 3, sex of the

¢

respondent and the number of years out of high school were significant o3
dictors of annualized income.: Starting hourly wage was not used in these path

analyses. . ]

- ~

Finally, program participation had a significant influence on job satis-

faction in the current or most recent job of the respondents. This result of

student apprenticeship exberience is interesting since the program partici--3%
~ ’ ' ’ : Co
pants included both those still in the apprenticeships and those with new cur-

3

rent jobs. While no precise explanation of this finding was evident in the

type 6§ job (occupational stability) even if they. left their apprenticeship.

3 L)

»
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TABLE 4-13

.

Metric Regression Weights Summarizing Effects of Various

*

8

( <

. Characteristics on Outcomes for Apprentice and Comparison Groups d
Occupational ) Annualized - . Job

f' Stability Income Satisfaction

* . s L4 e —

' (N = 725) (N = 725) (N = 725)
Effect of Total Direct Total Direct  Total’ Direct
Sex .174 +177 |, 3280.51* 3283.40* ,237 - ,245
Age - .011 .023 ~5.68 7.72 .091 .128
Race . .043 . 064 23.02 46.64 .323  .388
Co-op, Student . »043 -.010 -37.94 -92,95 ~-,371 -.436
Graduation Year -.013 -.062 2378.94* 2284.67* -,100 -.249
H. S. Grades ' .107* .099% 127.95 119.44 .140* ,116
H. S. Career Assistance .035 .038 ~658.97 ~-655.73 .111 .120
H. S. Apprentice . . . .

Information <115 .008 ‘187.75 68.15 .682% .353
Likelihood of College ' =-,301* ~-.286* ~=190.42 -172.79 =~-.,273 =-.227
HaVing an Apprenticeship .259%* . 259% 290.35 290.35 £799*%  ,799% -

Multiple R .241 ’ .184 «175

v ’ .
*Weight.at least twice fts standard error. .
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CHAPTER 5: CHARACTERISTICS AND EXPERIENCES OF PARTICIEATING EMPLOYERS

The samplg of emgloyer respéﬁéents was selected from all those emp}oyers'
who participated in the Youth Apprenticeship Demonstration between ;978 and
1980. The select;o; procedures for the employer sample are detailed in
Chapter 2. A total of 317 employers were interviewed. This chapter des- .

cribes the characteristics and experiences of these participating employers.

The chapter is organized into the following sections: (1) characteristics of -

participating employers; (2) exPériences and perceptions of participating.'

D
¢

employers with resﬁect to the project and apprenticestp; (3) assessments
and outcomes among the employer sample; and (4) multivariate analysis of

employer assessments and outcomes.

T & »

5.1 CHARACTERISTICS OF PARTICIPATING EMPLOYERS s

This'section presents the characteristics of the emplSyer sample. ;5

«
» -

"includes three fundamental descriptors of the employers' firms: number Qf

-

a

. |
employees, type of business, and collective bargaining status. In addition,

the sex and racial/ethnic composition of the respbndents is provided. Tdble

5-1 displays the characterjstics of employersi companies. ' .

LY

Ovéf three-fourths of the employer respondents were affiliated with,very *

»

small organizations employing less than 50 individuals. Use of the Standard ,
Industrial Classification sys§em yielded the information that manufacturing, -
and servige organizations predominate in the sample. Within the predominant

categories, Table 5-1 provides examples of the most common types“of busi~ -

nesses encountered. The overwhelming"majority of the employers did not have .
, & .

a unionized work force.

v -
k4

'y
.

’
o
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TABLE 5-1

Selected Characteristies of Participating Employers

Selected

<

Chardcteristics . Percentages
- - , .
Number of Employees . . . .
0-19 - 58
20-49 I8
50-99 . . - 12
100 and over . ) 12

N s . < (315)

Standard Industrial Classification
Manufacturing 44
Machinery, except electronics
Fabricated metal products®.

5523253 ' 8,
( Aufo repair . *

Miscellaneous repair -services

Retail ° ° . v 9

° Auto dealers and gas, stationsg
) Furnlture,—home furnlshings, and .
equipment -

All Others ) 9
Construction (special trade and other) .
Transportation, electric, gas, sanitary

) services
‘ Wholesale trade (durable and non~durable
goods) ]

« . Public administ ation (env1ronmental . _— .
quality, housing) . . ’

Agrmgplture, forestry, flshery i

Figaneial, 1nsurance¢ ;eal estate a

N . " ' (316)

- e i ' )
Collective Bargaining'Status

Employees organized . . 10

Employees not organized , 90 b

) - N , o BEE)
b, N . L »
. 4 Va . 3

1 L] ' ' i .
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The employer respondents were 90 percent male and 10 percent female.

Nearly all were whites (94%8), with blacks accounting for slightly over one-

half of the minorities. . ‘ .

. / 8

Rt

5.2 EXPERIENCES AND PERCEPTIONS OF PARTICIPATING EMPLOYERS WITH RESPECT TO
THE PROJECT AND APPRENTICESHIP

‘} This section of the chapter is divided into three subsections that pre~-.
. sent descriptive data on employers experiences and perc\ptions in relatio;
to the project and prenticeship as a system of training. These subsections

are: (1) entry into the project; (2) participatory experiences andipercep-
4

tions; (3) and school-to-work transition problems. <
, . .

The first subsection describes the types of information that employers
. . “ . \
' received about the YAP, including the availability of financial incentives;

their motivations for participating; previous knowledge~and use of appren~

.« gt

I ticeshipP; and modifications they made in their work process in order to “

register their apprenﬁiceship program under the project. The second subsec-
" .

oo

tion examines employers' - actual experiences with and perceptions‘of thé pro-

ject and of apprsnticeship. These discussions treat the enployers' level of

.participation. their current use and status of apprenticeship as a system of

training, Bureau of Apprenticeship (BAT) involvement, and whether or not the

~

employers requested the stipends due them. The third sugsection deals with

I

Q,' " - the types of school-to-work@trangftion problems students face. Employers'

] t

Mcomments on this process are comparedrwith those elicited from the appren-

-
a v s hd

ticeship sample.

\
» -~ ’
$ - -

. o

hd v

» '5.2.1 Entry into the Project .. —_— !
. - . . ’

) Table 5-2 exhibits selected variables pertaining to e yers' awareness
" + t .

* .and knowledge of YAP features, including financial incentives available to

0[ .. .‘ L. " ~ ’ -
. - . 129 . . | 4

.~
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th:; as participants in the project. A plurality*of the employer sample #
(42%) indicated that they first heard about the YAP from school personnel,

.while a slightly. smaller percentage’ (37%) reported thgir initial awareness

- .
came from project personnel. Among the remainders some heard from students
working in the company (6%), some from other empleyers (4%), ‘while othets_ .
heard from a variety of other sources. —

A substantial majority of the sample were aware from the outset that

L)

employersgwere expected to retain the apprentices’ after graduation., Of thqgse
. . . .

who did not know initially about this feature, one~fifth of them became aw
. ' « =
of it at some "later" time, while the other four~fifths either "never were

informed” or found out about it "now," meaning as a consequence of the inter-

«
¢

view gquestion.

: 3. , .
o "Financial,;nceﬁtives’¢or;partigipating emploxers flay take two forms:
N & @ N . a
receipt of sti ds for apprentices employed during their high school years,
. B 0 - v

- o
» . L Y R . N . R -
or use of the Targeted Jobs Tzf C it bxyemployers who hire cooperative

education students and @fmbers of o 'e; sgeciflc target groups. All

¢ -

- P

employers, except those in New Jer

- [

y*(where stggs 3 were not used), were

queried about the1r awareness of the fact that sfﬁpehds would cease at the

time of each student apprentice's graduatioh:f Nearly all of the employets

in the seven sites kney of this feature before Ehtry into-the prdject. Among ~

¢
°

s
the small number of those-who were not aware of thls, sllghtly over one-thlrd

found out about it ‘later (36%) and the remainder neves,were told or learned

of it during the interview procese (64?):
. - 9

1)

| With respect to the Targeted Jobs Tax Credit,- a majority of the

-+

employers were aware of this tax incentive, although a considerably smaller

¢
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TABLE 5-2 !
)
Employers' Awareness of Youth- Apprenticeship Project
Informational - :
Aspects /> . ' Percentages
/ -
How Employers First Hearcf About the Pro;ect
School personnel ~ 42
Project personnel | n 37
Studint, other employer “— 10
Othe . 11
N ‘ s ) . (316)
Aware That Apprenti'ces Are To Be Retained
After Graduation .
Yes, from outset ~ 86
No, later or ngver - - 14
N ‘ ’ (317)
\ hd [y ,
Awa\e that Stipends Cease at Apprentices' ”
Graduation k . .
Yes, from outset 93
No, 'later or never 7 *
N- —_ (267)
Awareness and Use of Targeted Jobs Tax !
Credit - ~ _
. Aware of it and have used it or plan to 30
Aware of it buf have fot used it 27
Not aware of it 42
N -0 (317)
- T ) ' : -
, .
~ \.
‘ “
— A \
by X
|
~ ,f? . ’ . :
' 131 . o
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o proportion of the group had used it or planned to use it. A sizeable minor-

, ity were not aware of the tax credit.
: war ~

Data on employers' motivations to participate iﬁ the project are dis-
1 J
played in the following tablg. Table 5-3 shows the aspects of the project

1)

- which were of integest to the employers, with illustrative comments under
o

- -

each major catégori_of responses. One~half dfmgﬁe eﬁﬁlS}eré éaid that the

availability of students who had been previously trained or screened consti-
'

tuted the most important aspect influencigi tﬁeir decision to participate.

-~

The availability of experienced, motivated students thus was the deterﬁining

;

Sn—

factor in attracting these employers to the pg&ject. Over one-third of the

7

sample identified altruistic motives for their participation, such as being
able to provide further €raining\and employment for young people or simply
. being able to help youth. Only one-tenth indicated. that economic advantagesf‘

primarily the receipt of stipends,*%onstituted the most important aspect
A ' ‘ .

’

influencing their entry.
Further questioning about financial incentives was conductéd %n order
to determine their importance in encouraging employer participation. The

. 1
results were somewhat contradictory. On the one hand, the reported impor-

tance of stipends in eﬁployefs' decisiopn to participate, asked of all

employers except thoée‘in few Jersey, was relatively high. Approximately
three-fifths of this group said stipends were "very” or fsomewhat“‘imponant.
On the other hand, more than three-quarters of these émployers indicated tﬁey
’ , & 9 . .
would have participated even if stipends had not been availablef To further
¥ | 2

later reported that they believed financial incentives, such as a direct sub-' *

sidy or a tax credit, were necessary to motivate employers to hire student

confound this issue, slightly less than three-fourths of 'the entire sample v ﬁZC’

»

-
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- who expressed some reservatlons, almost one-half (49%) were concerned about

a YAP, 31 percent of alltemployers said they' had used apprenticeship ﬁte-

-

&

apprentices. It would appear that, while financial incentives did not con-

stitute the predominant factor in these employers' motivation to participate
R . - - ]

b

(recall that only one=<tenth said it was the most important aspect in the1r

de01s1on), they percelved that, in general, such incentives were neededAto

motivate other employers. : ‘ -
Over three-quarters of the sample (77%) indicated that they‘ha& no ini-

tial reservations about participating in the' projéct. Among the .23 percent

-

—in,

the quality and dependability of the students they might employ. - A slightly
smaller, Percentage of the respondents i€ this subgroup (46%) said tnat the

involvement of the Federal Government, with its "red tape" and paperwork,

- . %

concerned them. The remaining 6 percent were uncnetain whether participating

-
s

in the program 3Euld benefit their_business(or the students involved. \

Employers' previous experience with apprenticeship was ascertained by
[N ? *
their awareness -of apprenticeship as a formal system of €Eaining and their
. ] ? P

use of registered apprenticeship ‘prior to participating in the‘project.‘
. ) Lo /

'S o~

Seventy-two percent of the employers were aware of apptenticeshié as a formal

system of trainihg’prior to entry into afYAP. When asked directly about’

P o
.

their companies' use of. registered apprenticeship prior to'participation i~

°

vidusly, while 69 percent reported that they had not.- ’ ‘
When employers registered their apprenticeship progra@(é) under a YAP, "
- o . .
22 percent had to modify their fﬁfﬁs'kwork pyocesses to accommodate the '
, o

training of student apprentices. Among th s subgroup, the modifications fell

into two major categories: changing the production process or schedule (69%)

4 °

and gdding training sessions (31%). ) ) .
® - Lo . ) -
> . . . -.} "
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4 °
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'.Some employers in the first category found that production processes
. A

themselves were altered. Others in this ‘group reported that they had to
. .' 4 : ‘.
reschedule their processes to accommodate the student’ apprentices, or adjust

their orgé%izational stracture to give the student .apprentices comprehensliive

’ {
exposure and experience in all phases of the company's plant operatf@n. :

In the second category, émployers either added separate training ses-
> )

-
i

<

sions or spent-additional time with the student(s) to teach the techniques
used in their shops. A few employers also qomménéed on the ensuing need to

change communication lines within the shop.

v

.
<

'5.2.2 Participato;y'!hperiences and Perceptions

Our discussion turns now to actual experiences of employers as a conse-

quence, of involvement with the project and with apprenticeship. Included in
I - . Q -
this. description are the level of project participation, as revealed by num-

. ’ -

«
bers of apprentices hired and retained; employers' current use of apprentice~

ship aé‘q systém‘of tr%ining; BAT involvemént; and employers' practices in

requesting stipends. ’
The level of employer§' participaq‘pn in the YAPs was measured by two

&

variaples: the total number of student apprentices hired and the number of

graduate apprentices é¢urrently eggloyed. Table 5-4 exhibfts these data,

reported by all employers in the sample. . .

With respect to the total number of student apprentices hired through

.

-

the deménstration, over one-half of the employers said they had hired only

one Qr two apprent&ces. Conéersely;;iijf/yhan one-fifth of the employers

reported that_they.had hired more +th&n four student apprentices. The average

.

number of student apprentices hired by each employer was 3.4.

4 & B

- -

AN
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,TABLE 5-4
Level of Employer Participation iq'the'

.o0N . 3
Youth Apprenticeship Project

Percentages

Student Apprentices - Graduate
Employed Apprentices Stil,

. Employed

3

4

5=10°

~

11L-25
Don'st know

N

45

27
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Overall, more than one-halfgof the emploiifé had graduate apprentices/
currently working for them. Of those employers who currently employed grad-
* uate apprentices, slightly over one-half of them employed one graduate

¢ apprentice, while'slightly less than half of them employed two. or more grad-

uate apprentices. The average rumber ¥f .graduate apprentices curreftly

employed was 2.0. )

.
*

. 4
A critical consequence of employers' experience with apprenticeship was

<
0

their curreé& use Of and practices related to this form of training within
their own gusinesses. Table 5-5 presents employers' answers to questions
pertaining to the number of registered apprenticeship programs in their com-
panies, whether or not such programs were considered an integral part of the
company's training approach, and if arrangements existed for graduate appren-,
tices tp continue their train;ng by receiving some form of related

’

.instruction. R {
Among the entire employer sample, nearly three-quarters reported that
they have registered apprenticeship programs in their companies. Further-

more, over two-thirds of the emp%gyers regarded registered apprenticeship as

- a permanent and significant compone?t of their companies' approach to

0

-4

training. -
Those employers who currently employed graduate apprentices (55 percent

of the sample) were queried about whether or not any arrangements existed
e

for these apprentices to receive some form of related iﬁstruction as part of
their apprenticeship. Among these employers, nearly two-thirds replied that‘ !

such arrangements do exist.

Al

The primary role of BAT was to oversee the registration of apprentice-

ship programs and of apprentices. BAT'S involvement in registration .

'
’

-~
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TABLE:5-5 ° o -

.

Current Use and Status of.Apprenticeship as' a System %

of Training Among Participating Employers-

Current Use/Status of . \‘ .

Apprenticeship ’ Percentages

-
0

Number of Registered Oc?upations

0 ~26
1 . 55 .
2 10 )
3 6
4 or more - 3,
N (317)
Consider- Registered Apprenticeship a s
- Permanent Part of Company's Training,
Yes “ o 70 R
No . . 30
N ” (317)
Arrange Related Instruction for Graduate
Apprentices

Yes . 63
No 37

N N J (172)

[*4
, . .
-v/ ’
\ .
~ W v
’\q - i
-0 ‘ - :
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activi;ies for the YAPs, which were specifically aimed at in-school appren-
tices, constituted an additional, somewhat parailei activity ‘to BAT's primar;
mission. BAT's monitoring function, vis-a-vis the projects, involved liaison
with and periodic reporting'gtom YAP sponsors. BAT staff increasingly have
been dirécting efforts toward Fhe additiom of new registered apprenticeship
programs, dnd_cohtacts with empioyers participating in the prajects might

- have helped to promote BAT'giéoal of adding new sponsors o{ apprenticeship. .
Of interest then, was the frequency and hglpfulness of BAT staff con-

-

tacts as. reported by the employers. Of all employers in the sample; over
one-thir@ (39%) héd been contacted by a BAT representative since they began
participating in the project. Nearly all of this subgroup reported that the
BAT representative had been "very“ or "somewhat helpful™ (55% and 33%,

. respectively) in matters relating to the employers' apprenticeship programs.

A snalj;propoitioﬁ of these:kmployers indiéated that the indiviéual had been

o
@

™ "not very helpful” (2%) or "not helpful at all", (10%).

A final agpect of employers' experiences in'project par;icipation con~

cerns their practice of requesting reimburseheht forJapprenticés hgred and

* retained during the high school training phase. All employers, except those
in New Jersey; were\asked if they had reques?ed stipends ih the total amount
due their companies. Within this group, 83 percent had, done so, while 17
percent had ;ot: Those who hadinot done so explained the circumstances sur-
rounding their not requesting the full amount of stipends.

'A majority (51%) of those whé had not reqpested éhe full amouné due them
indicated that it sigp;y was unimportanf and that they were most interested
in getting the employee. Over one-tentp (12%) did not want to bother yith
the paperwork and the wait involved fn obtaining the reimbusement. Of the

A I
.
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remaining 37 percent, 25 percent reported that their company disbanded or

v

* underwent a reorganization and 12 percent said the ‘apprentice quit orwas

t . B

terminated, making the employers ineligible for reimbursement:
. '3 . /

"5.2.3 School~-to-Work Transition Problems

Q

This third majpr subsection about employers' experiences and perceptions

rélates to the typés of problems, from the employers' viéwpoint, that' stu-
dents face in making the transition from school to work. The data reflect
;mployer perceptions about the process of transition. As such, they provide
a possihle coﬁnterpoint to the types of transition probléms reportéd by the
sampled apprentices. Thus, the perspect;ves of adults (emp}oyérs) and of
youth (apprentices) about these problems are compared in this presentation.

A Both the eﬁgloyer and supérvisor reépondents (i; those cases wﬁ;re the

latter also were-interviewed to provide apprentices' individual job perfor-

mance evaluations) identified students' transition problems. Ten percént of

the combined émployer and supervisor respondents reported that theFe were no
major school-to-work transiéion pgobiems faced by students, 4 percent either
could not identify the most iﬁportant pgbblem or gave a miscellany of
answers, and 86 percent responded with answers éategorized in the following
table. Table 5-6 presents the major transition problem categories, with
illuét;atiqe remarks unéer each category, foﬁ'éhe employer/suéervisor and
apprentice samples. ‘?ignificang differences between thé'two groups were
.found. .ﬁ ) ;
Looking first at résponses givennby the employer sample, it can be seen

that the. students' attitude toward work was the major problem identified by

over one-third of the employer group. The connotation associated with work
~ 14

L
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TABLE 5-6
Differences in Most Important School-to-Work Transition Problems

Among the Employer/Shperv;sor and the Apprentice Samples

| ' // Percentages |, °

g
[

[ - L'
Transition - Employer/Supervisor Apprentice
Problems . Sample Sample
{a -
Relations with Adults , 3 5

Learn who authority is
Working with adults
Time Management/Reliability 10 ‘ 23
Punctuality, attendance on job
Adjusting to time schedule )
Attitude Toward Work 38 i 9
Lack of fesponsibility
Poor attitude,. motivation . . - < .
Lack Experience/Training . 12 ’ 10
Lack of knowledge ‘ S \ ©
Lack of experience - '
Schooling Inadequate/Different, . 12 ‘ 11
School doesn't prepare for work
No cournseling re job expectations

Economic Burdens/Job Opportunity 2 6
Capital outlay for tools ’

£ Low pay o .

Immaturity/Indecisiveness 16 2

Lack of maturity .
Uncertainty re trade or self '

Independence/Responsibility 7 ’ 34
) Realization that they have to work
Adjustments to own hqfé, etc. . .
N : (309) ! (380)

3

. “« T ®

Chi-square equals 187.10 with 7 degrees of freedom; p < .00l.

NOTE: Illustrative employer comments shown as examples differ, in some
cases, from those made by the apprentice sample. However, the
major categories of transition problems are the same for both
groups.

o
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2 s . ¢

' attitude was decidedly negative. Employers regarded the students as lacking

a 'sense of responsibility and being poorly motivated. Immaturity or }ndeqf-

-

siveness was the next most frequently mentioned major problem. These charac-

’ L

teris}ics were seen primarily as a function of the students' youth. Cluster-*

ing at or near the 10 percent level were perceived inadegquacies in schooling,

4 ®

the lack of experience or training found among students, and their?difficul-

°

ties with respect to time management and reliability.

Differences between the employer and apbrentice groups were mérked in

Four transition problém categories: tlme management/rellablllty, attltude

‘ N
<

toward work; immaturity/iﬁdecisiveness: and independence/responsibility. The

o B

apprentice group was much more likeli‘to report édjustment—to-adulthood prob-

-~

lems, charagterized by _their newly found independence and-~need to manage ctime

L}
?

L4 '
in different kays, than to report attitudinal or personai\groblems. The

“employers were much more 1nc11ned to be critlgal of personal attttudes affect-

Ang work and, to a lesser extent, of sﬁudents general lack of maturlty. The

. e

apprentlce sample, in speaking .of attltudes toward work, identlfled con~

-
¢

straints 1mposed by the workplace (e. R lack of freedom-and doing phy51cal
labor) . Employers, ‘on the Zther hand, "commented on the students' lack of
se}f-disci;line and dedication and on the{r bringing the "play theory" to the
N . A ’

workplace. ’ o ) ' ) o - ' .

The asbenddngy of attitudinal and'mat;ration‘problems in rhe eyes of

. .

employers and the dom;nance of problems related to greater inéependence and

L

time management demands in the eyes of the appréptice group revealed two
rather contradictory viewpoints. These differing expectations brought to the

wofk environment by the employer an@ apprentice groups may complicate suc-

. £

cessful transition from school.

__CSR, Incorporated___|




5.3 ASSESSMENTS AND OUTCOMES AMONG THE EMPLOYER SAMPLE -

L3 . -

The measure of impacts for participating employers involves self-reported

-

© ~

project assessments and definitive outcomes related to project participation.

This section of the chapter presents descriptive data pertaining both to
“ - A -~
assessments and outcomes. It is organized within four discrete subsections.

a

- The first subsection discusses specific project assessments made by

employers, including overall project satisfaction, position on continued

« :

Federal funding for YAPs, recommendation of the projects to other employets,

success of the projects in helping students make the school-to-work transi-

- - q A
tion, a comparison of student apprentices with other young Smployees hired by -
r .
employers’ firms, and the single best and worst project features. Th§'§gcond

subsection pregents apprentices' job performance evaluations, ‘made by super-

P »

visors within the employing organizations. Job performance scores are exam-

»

ined in conjunction with various assesgment and outcome measures to show dif-

* .

ferences wh;ch occurred among the selected variables. Turning from project-

specific impacts, "the third subsection presents employers' satisfaction with

L

apprenticeship as a system of training;, apart from involvement ir a YAP. In >

the last subsection, the influence of previous experience with apprenticeship

upon some of the project outcomes and assessments is examined.

A . :

v .
5.3.1 Project Assessments

Key project assessments made by employers are presenJﬁd in Table 5-7,

which reveals first that overall satisfaction with the YAPs was high. More

than oge-half of the employers indicated that they’were "very satisfied" while

over one~third were -"somewhat satisfied." Fewer than one-tenth reported be%ng

"somewhat"” or "very dissatisfied.” when asked if, as taxpayers, they favored

~

3 .
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TABLE 5-7

’

L3

v

< - ¢
Project Assessments Made by Employers )
. ¢
éroject , )
Assessments Percentages
’ £~ .
Overall Satisfaction With Project .
Very satisfied 57
Somewhat satisfied 34
Somewhat dissatisfied 5
Very dissatisfied 4
N (316)
. 8
Position on Continued Federal Funding .
of Projects ~ -
Favor . 90
Oppose , Cy 10
N ' (317) .
Recommend;§\the Project to Other, Employers P
Yes . 63 N
No 37
N (317y M
Success in Helping Students Make School-to- h
Work Transition L
Very successful-” 53
Somewhat successful 38
Not very successful : 7
Very unsuccessful (a failure) 2 )
N : (314)
. Compare Ptudent Apprentices With Other ,
Young loyees Hired .
-, Better than most / ‘ 55 ’
" About the same as most'- . - 41
.Worse than most 4
N \ A 4 (314)
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A {§

B , .

or opposed continued Federal funding for such projects as the YAP, néarl&

*

all the employers said they favored continued expenditures. As a result of
their participation in'the program, nearly two-thirds of the sample had

recommended the project to other employers. . // )
: * 4
Orie of the objectives of the Youth Apprenticeship Demonstration has
. ]

been to help students make the transition from school to work. Most

employers viewed YAPs as "very" or "somewhat successful" in accomplishing

-

this goal. Employers compared the student apprentices hired through the

project with other young people who had worked for their companies. As shown

>

in Table 5~7, the majority rated thé student apprentices as "better than'

<

most"™ other young employees. . N

Another type of evaluative data collected from employers pertains to
) .

best and worst project features. -The following discussions receunt those

’ \ -

features which employers identified, based on theif experiences with the

»*

Youth Apprenticeéhip Projects. Table 5-8 displays the distribution of- - ‘
responses acéross cateéories’wh}ch wére named as the best single projectlfea-
ture. Illé§trative comments ap;ear under each major cateéory. Over one-
quarter of the employers said that availability of stidents with previous
training was the sing}e best feature of the project. So&ewhat fewer felt

that having prescreehned, motivated students as apprentices constituted the

highligﬁf of the projec;? These two categories account for nearly one-half

¢

of the sample and correspond closely to the primary project features which

motivated émﬁiqyérs 40 participate (see Table 5-3),

The sense of satisfaction in training students and in improving the

training program generally was cited as the best feature by over one-fifth
‘ ‘ . L}

« 4 .
of the employers. Another significant proportion of the employers felt that

.t

. ,7 L l4£5 /
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= ‘ TA-BLE 5-8 ¢
§ -
A Employers' Assessments of the Best Single Feature )
of the Youth_App:ehgiceship'Projec;s
. 3
Best -Peature
; - . ) v
of Projects Percentages '’
-- . ‘Q\
Help Employ Youth 15 A
- . .Chance, for youth to get out and work \ . ‘%’
Helping¥students . '
- . N ‘ f‘
Improved Training Program 22
Train a gtudent in field/company way
Being able to give better training program .
Pre-Trained Students o ' . 26
Getting someone with experience -
Prior training given in schools ’
- \ P
Pre-Sgr’eened, Motivated Students 21
Screening of students. . .
Students' eagerness to work °
- ®
Economic Advantages . ) 13
Availability of stipends R
Person inexpensively trained °
None ‘ . ) . ’ 3 ,
N \ | (315) ’ '
- \
-
% R " N
. » )
4 4 .
~* ) M
* ! ) "
. 4 ’ ~ [ 4
. . -7 \ PR
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b3 : -, v .
the opportunity to employ youth‘gonstituted the best project feature. These

features suggest an altruistic orientation. toward youth and a standard of

. — L] N ’
’ 4 R , -

/ excellence: in the employers' views of their business. Economic advantages,

4in the form of stipends or inexpensive training of apprentjces, weréﬂmen-

tioned by 13 percent of the sémplé. Only a handful of employers (3%) sa{d
. . . . - * - K‘ . e

X there were no best features of the project.

/

Turning now to- the worst project featu?e,.Table 5-9 shows thq& over -one~

_third-of the sample said there were noné! The remainifhg respondents men-

e

tioned features whigh cluste®d into three categorie§ having direct impact

N N . [
on the employers: proﬂ;‘ms imposed by the project's structure; problems

N\
f;:;; the schools' function 'in preparing students for entry into apprentice-
ship; and problems with the tudents themselves. . ' r
> The first category, related to the project's structure, included

slightly(less than one-thirdvof the employers. Within this group, some said

that project burdens, in the form of paperwork and lack of" BAT communication,, -

weré the worst aspect. $Others found that the training time and schedul;ng of
» s . '
- training, impoigd by student turfover and working around the students' school

schedules, was the worst p:dblem. Yet others felt that the program was .L\_/
» .

limited, because of its short duration, was inoperative (in Houston), or“had .

.

. N 1
a low number of available apprentices.~* ‘

In the second category, nearly one-fifth of the employers spoke of the

—

schools’ inadeqﬁate training ﬁ%q screening of~students who entered the
. . ‘. S
appréptlceship project. Finally, 15 percent of the employers commented on

\
problems with the students themselves, who were viewed primarilx,as being
-

undependable and irresponsible in their attitudes toward work.

147 ‘ M
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TABLE 5-9 -

‘Employers'. Assesshents of the Worst Singlé Feature

of ;he_Yogth'Apprenticeﬁyip Projects.

3

7
Worst Feature

of Prdjec5§/ ’ - : Percentéées

Inadequate Screening of Students .
Poor selection of participants
Need a little better selection of students

Inadequate Training of Students
Poor school training
Qgsk of previous training

Undependable, Irresponsible Students
Poqr/lazy attitude of stydents
Lack of responsibflity/attengance on job

-

» .
Other Problems With Students
Adjustment to productivity- schedule
Communication with young people

Trainiﬁg Time/Scheduling
Working around school schedule
Student turnover'

Limited Program/Number gf Apprentices °
Program should be offered earlier,
Dropping of program (Houston)

« Project Burdens
Lack of BAT communication
Paperwork

’,

CSR,’ Incorporated ____




:i:

- < &

5.3.2 Job Performance Evaluation\s" v ¢

Some of the sampled student apprentices were evaluated individually on

-~>

their job performance by their supervisors in the employing organizations.

~

In cases where an employiné pfganization had hired a large number of in-
school apprentices, job performance evaluations were elicited for a maximum
of three students. 1In addition,: the supervisor respondents provided informa-

.

\~tion on whether or not thé.particuiag student apprentice was still_employed
by the company- and, if not, why the student apprentice had terminated empley-
ment. In most cases, the respondent for the supervisor _component of the
interview (which incluéed the job performance ;valuation) was the same as
the ;espondent for the employer component. However, for some of the inter-
views, there were separate respondents.

Su;ervisors' ewaluative data are preseéted for approximately 4éoasamp;ed
student apprentices. Supervisors rated each student employee, using a fbdi-
point scale, on ten aspects related to job pgrformance. The féur—point scale
was structured as follows: poor = 1l; fair = 2; good = 3; and excellent = 4.

1 Mean scores were then derived for each'performanée item and for a composite

job performapce rating. These mean scores were used to analyze differences

in the selected assessment and ouéﬁome variables included in the following

discugsions. °

4 Table 5-10 presents‘séparate mean ‘scores and standard deviations for
each of the ten jgb perf?rmance ifems, accord;ng to the appsentices' curéént

status with the‘company (i.e., sfill employed or terminated)i Since 1.0

equals the lowest possible item score and 4.0 represents the highest score,

when the ten items are summed to provide a composite job performance scale,

N
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TABLE 5-10
Job Performance Evaluations by Retention Status ¢
5 = . .
- _ —
[} \ ’ M ‘
) . . r .
. . Job Performance Retention Status
Item ' Still Employed Terminated .t-value
/ » .
. 13
Work Attitude .
Mean © 3.29 2.62
. SD . 0.69 . 0.93 8.28%*
Skill Level ) . '
. Mean 'we3.01 2.54
) SD . ’ 0.76 0.91 5.71%
Ability to Learn ) . Q . :
Mean. 3.16 . 2.72 -
N SD %~ . 0.74 0.88 5.48%
Cooperation . .
Mean 3.42 2.82° v ) :
SD , . 0.71 0.92 . T.41* -
. Punetuality o .
Mean 3.27 2.61 ‘ - ‘
SD 0.77 0.97 7.59%
’ Following Instructions- . :
: Mean 3.18 N 2.71 -t
- 8D . * 0.73 0.90. »  5.82%
) Relationships with Co-Workers - B ‘ ) s '
= Mean 3.41 - 2.91 . ’ . .
SD 0.64 0.85 6.80%.
Self-Initiative -
. Mean . 3.02 2.40 \
. SD N 0.77 v 1.08 6.95% -~
Pride in Work . N )
. Mean 3.22 : 2.58 g
SD . Y 0.74 v- 0.95 ©7.70%
Overall Performance . : . '
Méan X 3.22 2.57 ‘
SD ] 0.71 0.91 8.09%¥ '
~ . Totalled Job Performance Scale o )
Mean 32.22 . 26.47 )
SD 5.52 . 7.49 . 8.79*
s . 1)
: N ' (176) (285)
*p < ,001. . o™
- - ~ L
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£
the range'of scores varies from‘é low of 10 to a high of 40. As Table 5-10
reveals, on every item and on the composite rating, the evaluation score was
‘higher for apprentices still employed by the cempany than for those termi-
nated. Obviously, employere retained the better employees! The qreatest

mean differences between the two.groups were found in work attitude,'punc-

tuality, and pride in work. The l9west dlfferences occurred in ability to

learn, ab111ty to follow 1nstruct10ns, and Sklll level. Thus, the major
\ PO >
differences between the two groups, in the employers' view, .lay in personal

.

attitudes toward work, as opposed to mental or technical abilities.

& The composite job performance score was analyzed in conjunction with
numereus other variables in an effort to eﬁ;mi%e differences rn job perfor-
. mance eceres with differenCes in.various assessmente and oytcomes. Table

. 5-11 displays tLe'results. In cemparing stqgent apprentices to other young

employees hired by their firms, employers™ ratings became more favorable as

.

job performance scores rose. In other words, employers. who said'student
apprentiCes were "worse than most"™ other youthful employees rated their stu-
. dent apprentlces. on the average, as "poor" (20.15), while those employers

" who reported that their student apprentices were "better than most" rated s

-

their student apprentices, on the average, as "good" (3§.32).

New registered apprentiCesHip programs due to project participation and
recommendation of the project to other employers also weére related to student
‘performance ratings. Higher job performaHCe evaluation scores, were evident

o

among emblo&ers who gave affirmative respbnses'for these ‘two variables.
) - ‘ -

. °  As Table 5-10 revealed, stident appréntices still employed at the firms °

had the highest mean ]Ob performance ratqng (32. 22) Table 5-11 shows that

the ratlngs given for the two subgroups of terminated student apprentices

¥
5 '
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. TABLE 5-11

Composite Job Performance Sqores Accordﬁng to

' Selected Assessments and Outcomes

’

L
i Jolm Performance Scores -
Selected Project Assessments Standard
and Outcomes . Mean Deviation N F-ratio
Compare Apprentices to Other o
" Young Employees
Better than most 30.32 6.79 , (266)
About the same as most 27.04 7.26 (168)
Worse than most 20.15 . 7.11 { 20) 26, 94%**
New Registered Apprenticeship L .
Program Due to Participation .
Yes 29.67 7.40 {216)
No 27.78 7.2 (241) 7.65%*
Recommended Project to Other
Employees .
Yes * , 29.60 6.93 (297) .
No | ] 26.94 7.81 | ' (160) 13,96%**
Apprentice's Current Status ' .
Still employed at company 32.22 . 5.52 (175)
Voluntary termination 27.82 . . 7.13 (206)
Involuntary termination 22.68 ©7.25 ( 75) 58,38%**
Reason fér Termination . .
Poor work, motivation 20.18 6.44 (~67) H
Other job, more pay 29,15 - 6.56 (107)
Purther education 30.53 6.88 ( 17)
Personal, ‘other reasons 27.75 5.96 € 32)
Business, program problems 27.89 679 ( 27)
Don't know " 26,00 7.18 ( 32) 17.61%**
. **p < ,01; ***p < ,001. ‘
- ! ! .
1Y » -
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declined from that high level, with those who left involuntarily receiving

the lowest average score.

The data on reasons for termination showed that relatively high mean
~
performance ratings were given to apprentices who left to further thei* edu-
cation Qr get another job with more pay. Those high scores, to which the

students' incentive apparently contributed, contrast markedly with thé low
5 ° ! ’ N % 4
job performance evaluation score received by’ those apprentices whose.poor
, - -
work. or motivation played a role in their termination.

»

° 5.3.3 Apprenticeship Satisfaction

Apprenticeship satisfaction, as distinct from satisfaction with the

YAPS, was.measured by one variable. All employers rated their satisfaqtion

with registered apprenticeship as a system of training, disregarding such

®

features of the YAé'ag provision of subsidies and in-school youth employment.

Ninety percent of the sample reported being "very satisfied"™ (54%) or "some-

what satisfied" (36%). Tﬁe remaining 10 perci?; were "somewhat" (7%) or

+"very dissatisfied" (3%).

¢
+
A L)

‘ [ 3 . . ’

- . . N : -,
Y L v .5.3,4 Influence of Previous Experience with Apﬁrenticeship

“Table 5-12 presénts data wpich reveal the influence of prewious appren-
y 4 \ N . . .
’ ticeship experience on selected project assessments and outcomes. With
resgect to project assessments, overall satisfaction with appreﬁiiceship as

a general systel of training and the comparison of student, apprentices witq '

other young employees were found to be negatively associated with 'previous .

~

apprenticeship experiénce. That is, employers with previods éfberience

tended "to be less.satisfied with apprentiéeship and less inclined to rate

> -

o
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TABLE 5-12
Differences in Assessments and Outcomes Among Employers

«With and Without Previous Apprenticeship Experience

Percentages
Selected Assessments ‘ With Previous Without Previous Chi
and Outcomes Experience Experience Square
Overall Satisfaction With
Apprenticeship
Very satisfied 54 55
Somewhat satisfied 31 38 !
Digsatisfied . .15 7
N (98) (218) 6.23*
Compare Student Apprentices
With Other Yound' Employees
Hired .
Bett%r than most 43 © 61 _
About the same as most 55 34 *
Worse than most 2 5
N (97) (216) 12.52%*
L d s
Succzess in Helping Students
Make School-to-Work Transition
Very successful L 42 58
Somewhat successful .48 33
‘Failure/Not very successful 10 9
N . (96) - (217) T7.41*
Consider Registered Apprenticeship .
Permanen; ’ ‘
} Yes . 78 66
No 22 . 34
N (98) . (218) 4,22*
Related Instruction Arranged ° ’
for Graduate Apprentices
*  Yes 76 56
No 24 44 . . @ :
N, (58) (114) ' ‘6.40%*
. ~ <
7 3
*p < ,05; **p < ,0l.
o
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student apprentices as better than other young employees than, employers whose
exposure to apprenticeship came through project participation. ‘ | ‘ .
: .

With respect to proj)é; outcomes, employers with previous apprenticeship
- experience also were less likely to rate the projects as highly successful
in accomplishing the school-to-work transition goal. waever, they were more
'likely than the other~eﬁbloyef; éo consider registered apérenticeship a per-
manent part of their companies' approach to training and to arrange for
related instruction for graduate apprentices still emplpyéd by their firms.
These data suggest that while employers who were in a positién to view
apprenticeship from the perspective of pre~ and pos;-project involvement
showed somewhat higher dissatisfaction levels they simultaneously revealed a

greater commitment to the permanency of registered apprenticeship programs !

and the provision of related instruction for graduate apprentices.
L 4

5.4 MULTIVARIATE ANALYSIS OF EMPLOYER ASSESSMENTS AND OUTCOMES

Examination of the’univariate results sugqeéted that multivariate analy-

-

sis of the employer data pight be%illuminating. Accordingly, these data were

¢

v analyzed with ﬁultipleﬂregression procedures that closeiy paralleled the
multivariate analyses of apprentice and compmrison 'student data, wﬁich were

* presented in Chapters 3 and 4 of this report. These multivariate analyses .
of the employer data are discussed-in gﬁreéfsubsections. The firs; subseg~

tion describes the basic analytic design; the second subsection presents the

. “

 multivariate results; and the third subsection summarizes the implications of

these results. ’ v

¥
'

\lr F .

5.4.1 Design of the Multivariate Analyses
"

- X ‘

The multiple regression analysis was applied within the framework of a

» causal path model. More specifically, it seemed likely that 'the number of

‘- \ 155
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' years each project operated would be a key variaple mediating the influence of

. *

employer and program characteristics iudpon outcomes, so the employer data were

analyzed following the simple, fully Yecursive path model presented in Figure

5-1. Subsequent paragraphs describe the variables included within each of the

three principal components of the multiyariate design displayed in Figure'sel

. ® [N

and the relevant subgroups of the employer sample which were useh for the

*

multivariate analyses. ‘ . .

Employer and Program Characteristics. Measures of seven employer and

* . .
program characteristics were included in the analyses. These seven iné&catbr

variables and their derivations are as follows:
e Number of Employees--This variable was measured in units of 100

employees, based upon the total number of employees reported by the
émployer; |

-«

e Manufacturing Firm--Standard Industrial Classification (SIC) codes
were assigned to each employer's response to the question, "In what.
type of business would you say that: your company is engaged?" A
score of "1" was then assigned for each code within the manufacturlng
category and a score of: "(Q" for'each code 1n any other category,

e Union Firm--A score of "1" was assigned when the employer answered
"yes" and a score of "0" when the employer answered "no" to the ques-
tion, "Are your employees repred€nted by a union?!; )

¢ Previous Apprenticeship Experience--ﬁ score of "l1" was assigned when
the employer answered "yes® and a score of "0" when the employer
answered "no" to the question, 'Pr1or to your ompany s participation
in the Youth Apprenticeship Project, did your company use registered
apprenticeship to provide training in any occupations?" .

e Financial Incentlves Necessary--This measure was the first of two
variables that explored the role of financial incentives. A score
of ""1" was assigned when the employer answered "yes" and a score of
"0" when the employer answered "no" to the question, ‘"In general, do
you think some form of financial incentive, such as a direct subsidy
or a tax credit, is necessary to motivate employers to hire student
apprentices?"; 0

e Importance of Stipends--This measure was the secohd variable that
explored the role of financial incentives. Scores from "1" to "4,"

"

1156
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o

representing responses ranging from "not important®™ to "very import-
ant," were assigned according tO the employer's response to the .
question, "In general, then, how important was the availability of
stipends in your decision to participate in the program?"; and
Aware of Expected Reteption~--A score.of "1" .was assigned when the
employer answered "yes" and a score of "Q" when the- employer answered
"no" to .the question, "Were 'you made aware from the outset that .
employers were expected to retain thefstudent apprentices after
graduation?' .

5«

Years Qperated. Values were assigned to each employer respondent to

Nepresent the number of years that the locailYAP had been in operation ag .

the time of the‘;nterview (late 1980). ‘A value of "3" was assigneg for the

" three YAPs which began operations during **he 1977-78 school iear and still

»»
‘were ;n’opeégtion duriné thé 1979-80 school year (Cleveland, Nashville, and

New érleans).- A value of "2" was .assigned fgr the four YAPs which began

operaﬂibns during the 1978-79 school year and continued operations during

B

:the 1979-80 school year (Des M01nes, New Jersey, Rhode Island, and Rockford) .

A value of “l')éas assigned for the oné prOJect which began operation during
the 1977 78\school,year apd was terminated upon completioh of that first year
> o e * s
of opefation gaouston) - o LT
. . .
Outcomes. *Multivariate results are reported for the follow1ng four
measures of, outcome. < : .

L 4 s teon v b )

° Satisﬁaction with the ‘Youth Apprenticeship Pro;ect--Scores £rom ""
to "4," representing responses ranging from' "very dissatisfied" to ’
"véry satisfied," were as31gned according to the employer % response
to the question, "All things’ considered, hows satisfied’ have you been

. w1th the Youth Apprenticeship Project?"; e .

y >,

.. o o
e . Permanence of Apprenticeship--A scote of "1" was §351gned when the
employer?answered "yes" -and a score of "0" when the‘employer ariswered
"no" to the question, "Do you currently«rega;d registered appreptice-
ship as a permanent -and significant component ‘of your company’ 8 "
approach to: training?”; . -, -

-

.

£ Te L4 a a

. e Number of Apprentices Hired--This measure represents the employer')'
AN

- - accounting of the total number;of student’ apprentioes hired through
the Youth Apprenticeship Project at the.time of 1nterview' apd -

S .
4 r

K

o “ s
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e Number of Graduate Apprentices Still Employed--This méasure repre-
sents the employer's accounting of the number of former student

. appsentices who, at the time of interview, had graduated from high

' school and were still employed by that employing organization. ) . : d

2

© . « . - |

"soft" measures

The first two variables listedamay'be regarded as relatively

>

«

)

. that, #n pr1nci§le¢ could be objectively verified.

whether émployers thought financxal 1ncent1ves were necessary rathér than
. programmatic feature, however, g “second multiple regres51on analysis was- -

_employer subgroup, the imporEance of stipends item replaced the item regard- d

this third analysis..bhe variable regarding\prev1ous apprenticeship experi-

because they measure the employer s subjective reactions concernLng‘the value -

gf the pro:ect and the permanence of apprenticeship. The last two variables .
or

\ - sf M -

.may be rega:ded as relativély "hard" Mheasures becauseuthey represent exter—

-

nal, quantifiable measures of behav1or exhibited by employers and apprentices

) -

9

Ana;ytic Subgroups. None of the questions relating to stipendS\were

posed to the New Jersey employer respondents, since stipends were not used by

/

~

the New Jersey YAP. Therefore, in brder to apply multiple regression analy-

sis' to all the employer respondents it was necessary to use the item about

* ’

-
~ . °

the rating of the -importance of stipends.- Because stipends are an important .

- - .~

R S _}/ N . ’ " .

< . \ )
applied to employer respondents in all sites except NewAJersey. For ﬁhis R
" b

-

ing ‘the necessity of financial 1ncentf5es as an 1ndependent variable.' 5

w - .

The general thrust of USDOL policy in recent yeags has Sought to expand -
f LA 7
the-apprenti%eship system of“trainingr In this'connectipn, there also has

>‘ \ ¥ g M ‘
been strong interest in~the YAPs' role in generating new-sponsors of appren— -t

o

e SN

ticehip programs. ‘The>. ore, additional analyses were applied to those

employers who indica!e» t_they had not used registered apprenticeship

prior to their participation\in the Youth Apprenticeship Demonstration. For <

ence waSvdeleted.

Once again, one analysis was,performed for all employers .
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»
i

using the financial incentives indicator and another analysis was perfo‘med

for employets outslde New Jersey us1ng the importance of stipends indicator.

To summ&tize, multiple regression analysis was applled to a total of
N 4
. [} v >

}pur analytic subgroups. < i

’ e o

e All employer respondents; .

R ~,

2

so Employer respondents‘outside of New Jersey;
’ .3

., ® All employer respondents without prev1ous experience with apprentice~-
) ship; and -

" e Employer respondents outside of New Qer y without previous expegi-
‘ ence with apprenticeship. 3

- /

Examination of. the results from these subgroﬂps suggested that, reporting of
results should focus upon the Sirst and last subgrbups. The first subgroup

B

is the most comprehensive and the last subhgroup includes both factors of

" special interest, i.e., the role of financial incentives and expansion of .

apprenticesnip sponsors. Consequently, the multiple regression results pre-

-~

sented in the following subdlction are based on: (1) all employer respon-
L

dents; and (2) employer respondents outside.of New Jersey who did not have
previous:experience with apprenticeship. When the results for the second
and third subgroups differed from or expanded the findings for the’ first and

fourth subgroups these results have been noted in the text.

N -
-

Sed.2 Multivariate Results

Table 5~-13 presents the multiple regression results for the two rela-

i

tively "Soft" measures' of outcome, i.e., sakjsfaction with the YAP and per-

manence of apprenticeship. The data presented in Table 5-13 reveal that the_

[} N

number of years operated had a positive and significant relationship with

satisfaction with the projects. Also, the relat&onship was stronger for the

oo . : A
MR . , -

£
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subgroup which included only. those employers without previous‘apprenticeship

experience. °In other words, those employers who cooperated with YAPs who'

had been in operation for a longer period of‘time‘were more likely to;éxpresg\

.
-

satisfaction with these projects, with this tendency being strongest for .

these employers without previous apprenticeship experience.
~ ; 4

Table 5<13 data also reveal that, for -all the, employers, the manufac~ *
turing firms and the number of years operated were positively related-with

permanence of apprenticeship. In other words, employers who were affiliated
" . \

with manufacturing firms and- those who hdd cooperated with older YAPs were

more likely to say that they considered apprenticeship permanent.

For the employers outside of New Jegsey without previous experience,
the importance™f stipends and the number of years operated also had signif-

icant, positive relationships with permgnence of apprEntiCeshQI': That/ié,

N €

among employers without previods apprenticeship experience, those who said

that stipends wé)e\an important factor in their decision to participate and ”

those who cobperated with YAPs opepating for a longer time period

were more likely to say that ‘they considered apérenticaship permanent. In

the analysis for all employers outside Negw Jersey, the same positive re’--

-

tionship was found between the importance of stipends and permanence of
apprenticeship. Thus, the relationship betweén importance of stipends and
permanence of apprenticeship existed for all employers for whom these

data were available, not just for those employers without previous appren-

ticeship experience. .
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TABLE 5-13 v
. . Y .
Metric Regression Weights Summarizipg the Effects of Employer and N
Program Characteristics on Satisfaction With the Projects ‘
‘ and Pe{hanence of Apprenticeship
> . s.\
Effects by ‘ Satisfaction Permanence i
& .
- Subgroup with the YAP Apprenticeshi
> <+ LA ’ [ “ ’ . -
¢ \
All Emplovers (N = 308) .. (N = 308) -
t . Total Direct Total Direct
Number of Employees (in 100's) ,.000 .003 | .003 .004
Manufacturing Firm .013 .00§J%v .109* .106*
Union Firm . .050 .134 .062 .095 .
Previous Apprenticeship Experience ~.085 -.046 .085 .101
Financial Incentives Necessary ’ -.024 ~-.066 .105 .088
Aware of Expected Retention -.100 © -.098 ..063 .064
Years Operated .288* .+ ,288* .113* .113* .
Multiple R * .235 .259
e ’
‘Employers Outside New Jersey Without A
Prévious ‘Apprenticeship Experience ° (N = 185) (N = 185) . i~
’ Total Direct Total Direct
Number of Employees (in 100's) .007 .908 ..005  .005
Manufacturing Firm L -.039 -.068 .106 .094
Union Firm . .201 .161 .073 .057
Importance of Stipends. .086 %025 .130* .105* -
Aware of Expected Retentivn -.032 .081 .072 .118
Years Operated . 414> .414* .168* .168*
Multjple R . .340 - _.374 ‘
* Weight at least twice its standard error.
\ ’ . ~
I‘ > e
» N
- A "1 o l;}_" .41
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It was noted previously that the relationship between the number of

: »
years operdted and satisfaction with the YAPS was stronger for those employ-
r §
ers without previous apprenticeship experience. Similarly, the relationship

between the numoer of years operated and permanence of apprenticeship was
2l - -
stronger for those employers without previous apprenticeship experience.

Thus, the number of years operated is consistently correlated with both of
the relatively "“soft" outcome indicators within both analytic subgroups and
that the relationship between .the number of years ope}ated and both cutcome

? .
measures is consistently stronger for those employers without previeus

e

/apprenticeship experience. This means that the most important factor which

could be identified in gaining the support of employers was the length of
|

time €hat the YAP had been. in operation, and that the 1mportance of this

factor was even greater for those employers without prev1ous apprenticeship
experience. .

Table 5«14 presents multiple .regression :esults for two relatively

»

"hard® outcome measures, i. e., the number of apprentices hired and. the number
of graduate apprentices still employed. For all employers.ethere was a sig=- .

: Ve
nificant, positive relationship between the number of years operated and the

° Y

number of-apprenticesAhired; This simply means that employers whq cooper-

ated with the older: YAPs were likely to have hired a greater numbei ,of

» -

student’ apprentices.. Fot those employers outside of New Jersey without pre~

-

vious apprenticesh;p experience. the number of appzentices hired was nega-
tively related with the importance of stipends and positively'related with

the number of years operated Thus, employers without prévious apprentice-

shipeexperience who dida, not considen stipéhds to be important in their deci- |

siontto participate and vho cobperated with YAPs which-had been in operation

- J ™

longer were likely to have hired a greater number of student apprentices.
. . N K -
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" " TABLE 5-14 . : //
. /- . _
“Metric Regression Weights Summarizing the Effects of Employer and

[
!

« Program Characteristics on Employment:. and Retention of

Student Apprentices #
i )
Number of Number of Graduate .
Effects by N Apprentices Apprentices Still |
Subgroup : ) Hired Employed .
’ 1 *
All Employers . (N =_308) (N = 301)
Total Direct Total Direct 5
" Number of Employees (in 100's) .044 .056 036  .039*%
Manufacturing Firm .337 .305 .423* .404*
Union Firm { | 8 .453 .826 <640 . . ,722*
Previous Apprenticeship Experience -.328 -.150 -.148 -.104"
Financial Incentives Necessary ~-.044 -.232 =.165 ' ¢=.223
Aware of Expected Retention -.359 -.349 .053 .070
Years Operated 1.286*  1,286*% .328%* .328*
Multiple R .220 o .265 A
Employers Outside New Jersey Without ' . ‘ N
Previous Apprenticeship Experience (N = 185) (N = 175)
Total Direct Total Direct
Number of -Employees (in 100's) .020. © .024 018 .016 y
Manufacturing Pirm . .313 172 1 .213 .085
Union Pirm' 3.013* 2.817 ?+498* 2.364*
Importance of Stipends 1 ~.490 -.787* -.269%  -,269% .
Aware of Expected Retention - 1.411 -.859 .275 .275
. qugf Operated % [ 2,015%* 2.015* . 550* +550%*
\ Multiple R A .+ 343 .373
\' . .

* Weight at least twice its standard error.

o

e
.
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For employers outside New Jersey without previous apprénticeship experi-.
ence; firms which were unionized showed a positive relationship with the
gotal number of apprentices hired in'terms of totél effects, but not in terms
of direct effects. For this analytic subgroup, the influence of the union
firms on apprentices hired can be considered'statisticelly significant, but

was mediated through the number of xearsooperated. Results for all emplofers

\d . «

without previous apprghticeship experience revealed a significant, positive
relationship between the number of apprentices‘hired and whether the bdginess
was a union firm, both for total effects and direct effects. Thus, it m y

-

be concluded that the union firms and the number of years operated generally

sirlve effect on the number of apprentices hired for.employers with-

out premious apprenticeship experience. ' ) ﬁ \

! The number of apprentices hired may be considered an imtermeélate out~ /

come because‘lt‘represents an important step in'achieving the goals of the |
v .

demonstration project. However, if employers hired large numbers of student

<} apprentices but did not retaim them after graduation, an-ultimate outcome in,

.
-

#serms of the project .goals has not Been achieved. Therefore, the number of

graduate apprentices s;ill employed may be regarded as the most important §

. <

outcome indxdrtor mcluded in the employer data. . ﬁ '

For all employers. there were positjve relatlahships between the number
- A

of graduate apprentlces still employed and the number of employees. the manu-~

.

A3N

>
A

facturing firms, the union firms,\and the numbér of yefrs operéted. Thus,

employers who were more likely to cnrrently employ graduate apprentlces were
l A

(

those who had larger numbers of employees, those who were engaged in manu-

facturing,";h e whose employees were represented by a union, and those who

-~

. "had cooperated with YAPs which had been in opekation longer;
- 4

.
oty
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. , For employers outside of New Jersey without previous apprenticeship

experience, the pattern was somewhat different. For this analytic subgroup,
the number of graduate apprentices still employed was positively related with
, £ ‘ )
P R .\
the union firms and the number of years operated, and negatively related with

‘the importance of stipends. For employers without previous apprenticeship

-

experience, therefore, those who were more_likely to have gra®uate appren-
5

tices stil] employed were those whose employees were represented by a union,
those who did not consider stipends to be an important factdr in their dECl‘

sion to participate, and those who cooperated with older YAPS.
. ) .
/
The data presented in Table 5-14 require some technical clarifications.

]
‘'The regression results for the numger of graduate apprentices still employed .

would be somewhat different if the number of apprentices hired had'been used

as, an independent varjable in the regression model for this outcome Thiq,r

>

indicator was not employed as an independent variable in the results repdrted

4

in Table 5-14, because the number still employed is a subset of the total
number of apprentices hired. It is not advisable to include such "part-

whole” relationships in multiple regression analysis because technical dis-

tortions can be introduced that produce difficulties in interpretation.

-

Nevertheless, .the data presented in Table 5-l4§have their own set of
difficulties of interpretation. To clarify thes¥ issues, regression results,
which included the number of apprentices hired as a final variable in the

equation for the number of graduate apprentices still employed, were obtained.

They will be discussed briefly to help guide the interpretation of the data

just,presented. When'the number of apprentices hired was introduced into the
~

regre351on equation for- the number of graduate apprentices still employed,
s ) - ‘

ehe sigq$ficant influence of the number of. years operated was eliminated,

, - -
g o >
1} -
(3
B v

51
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‘whereas the significant influences of the other three factors were not sub-

¢
.

N

”

stantially affected. This finding suggested that the influence of the number
of years operated upon the number of graduate apprentices still employed

4
mainly reflected the impact of the number of years operated on the total

number of apprentices hired. " %
»

When the same procedure was applied to the employers outside New Jersey
. &

without previous 'apprenticeship experience, the results were more intricate.
3 ! ! T,

I

Three factors (if union firm is includ ) significantly”influenced the number
of apprentices hired:for these emplgyers. The same three factors signifi-l

cantly influenced the number of graduate apprentices stillﬁé;pfgyedL When - '

.
¢

the number of apprentices hired was added to the regression equation pre-

dicting the number of graduate apprentices still employed-for this subgroup,

the significant influence‘of the union firms was not affected but the sigJ
‘ &

nificant. influences of the other two indicators were eliminated. ““This

. R + s . . ‘.
pattern suggested that the influences of the importance of stipends and the
number of years operated primarily reflected the influence of-these :

¢
l

variables on the nuﬁber of apprentices hlred, and that employers who

. 8
considered stipends 1mportant were less likely to have graduaté'apprentices

I
still employed mainly because they hired fewer apprentices in the first
~ - 6 -
place. Such employers may not have been 31gnlﬁ¢can§ly less likely to reta1n

the apprgntices that they had hired. § e . : ’
. Results for employers outside New Jersey w1€hput previous apprent1ceship
egpfrience suggested a’ similar pattern for iﬁe rdleﬁpfdstipends.' Employers '

without previous apprenticeship experience Wwho considered stipends important

tended to ‘be smaller employers\and tended to hire relatively low numbers of

P

apprentices. 'Because they had hired relatively i%w numbers of apprentices,-

o ~ ‘o -
& . . e o ’ -
- P . . O . . -~ . W
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.

-

¢

they also tended to have relLtively low numbers of graduate apprentices still

employed.

]

t

’

It appears, therefore, that employers who started apprenticeship

~telatively'longﬂperiod of time.

‘Programs largely because of stipends made minimal contributions to the suc-

cess of the program in terms of the number of graduate apprentices still i

-

employed.

5.4.3 Implications of Multivariate Results .
b /

. . Several important implicafions follow from the results presented in the

pPrevious subsection. g

!

Some of these implications relate magnly to USDOL
policy regarding the YAPs, while other implicatﬁons relate primarily to the
operations of the YAPs themselvés. These implications can be vieweﬁ‘most

cleariy in terms of the independent variables which had statistically

R 4
significant relationships with the various outcomes.. ‘ .

.Iwo of the independent variaples whose effects were examined in the pre-~-

-

.

vious subsection may be considered program features and, hence, have the

v . " . ¢ ' - ::\ ¢
.greatest potehtial'relevance for USDOL policy formulation. Thesevtwo%vari- ) h
ables' are the number of years operated and the importance of stipends. As

-

previously noted, the nunmber of years of operation was 4 consistent factor

PERN

; NS

employer outcomes, such as satisfaction with the

\

-projects, permanence of apprenticeships and number of apprent1ces hired. 1It.

in influencing positive

1 ]
‘ 2

is clear that the most importan:. tthing tl{at can be done in order toxg/ilerate
positive outcomes with employers is to maintain project operat}ons over a

‘ Moreover, these results suggest the ‘largest .,
gains occurred between the second and thi%d years Bf operasgon, for most of

t

the employers interviewed fell within these two time categorifs. The results

suggest that, with respect to employers, it may take 3 years before projects ./
. of this type may be considered fully operational. ‘ . A .
) N R 3
. - . . o . . ° «
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The other factor which has relevance for USDOL policy formulation is
the role.of stipends in generating positive outcoges. For this facsor, the
results are not as éonsistent as they are for the nuqber of year; of opera-
tion. The imbortance of stipends was positively relageﬁ to the réporteé
permanence of apprenticeship. That is, employers who tendéd,to say that
- ‘ stipends were an important factor in their decision to’participate also

. Y
tended to say that. they considered apprenticeship permanent. Qn.Ehe other

. o« H
. hand, émployers without previous apprenticeship experience who tended to say
1.pt stipends were an impdrtant factor in their decision to participéte also

" tended to hire fewer student apprentices and, consequently, tended to have

fewer graduate apprentices still eémployed at the time of interview.

On balance, the findings concerning the influence of stipends must be

R2N

congidered negative for three reasons. First, what employers said about'the
> o ' .

o
)

¢
permangnge of apprenticeship is not as importaqt as what they did in tergs

of hiringtand retaining student apprentices. It follows that the positive

effect of %tipends upon the permanence of apprenticeship, as reportgd by all

{ ( employers,:;s not” as important as the negative effeq; of stipends u?on‘thé
sumber ‘of apprenti?es hired and retaine?, as re;9;ted by’employers.withoﬁt - i

’ prgyious apbrenticeship’;;;eriencé. ' A to .

%w . The second reason thft the {gsults c;;cerﬁin§u§t££ends shou%d be cqon-

y ! \

sidered negatjve relatesfge the USDOL's' expectatiohs that stipends miéht be

* a significant \ncentive that would induce employers without previous appren=

ticeship expéri nce to a@opt apprenticeship as a system of training.; The .
» B - M - . . . - . r'd .
results presented here did indicate that ‘the effects of stipends were

. . . VoL . .
stronger ‘for employers without previous gpprentiCFShip experience. However,

b, . . :

| [ S i : } '.

.the data also suggested tha@ stipends appealed to a rathr harrow sector of

. / . &

L @ [ ’
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' fits derived from the provision oé stipends were not commensurate’ with their

the employers who lacked previous apprénticeship experieq?e, and the data

indicated clearly that this sector provided very low "payoff" in terms of q‘

the number of graduate apprentices still employed.
A "

The third and final reason that the results concerning stipends should

be considered negative is that provision of stjpends represented a very large
. « . : .
commitment of financial resources within the overall ‘funding of the demon-

stration effort. The data presented here suggested strongly that.&he bene~

N

cost. Presuming the same overall level .of funding under both élternativés, ~

L]

-it isg noE unreasonable to conclude that greater returns could be generated
- by keeping projects of this t§pe in ope}ation for a longer period of time
14

‘without stipends Ehan by keeping such projects in operation for a shorter

@

‘périod of time with stipends.

- « Three of the'indepepéé%b‘variables whose effécts were examined in the

. \

preceding subsection may be considered employer chéracteriétics and, hence,
. ! t - ,
°haqg implications for the opgrétiqns of the YAPs. These three variables are

the union firms, the manufacturing firms, and the number of employees.

: s

Results indicated &hat all these, features of employiﬂ? organizations were

associated with positive outcomes and.'therefo:e. that this information could

¢ '

be’ -used to help, target those employers with' the gfgatest«pqtential for posi-

tive outcomes.,

-

The repgesentation of e@ployeés by a labor union was positively related

+to the nﬁmber of apprentices hired and retained by employers without previous
apprenticeship experience. Therefore, it_may be concluded that employing

. : ‘ iy kY , ‘
organizations that have collective bargaining status but do not have experi-

ence with apprenticeéship represent promising prospects for YAPs.

’ ’ “ — . -

-~ 2 . .
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Manufacturing firms and businesses with larger numbers of employees A .
. . 4 c o, .,
" " tended to teFain greater numbers of apprentices. The data’indicated that .
\ ) . . { -
such firms tended to have previous experience with apprenticeship.,” Thus, .
. . ¢ . . '
whenh seeking to place student apprentices with firms &}th previous appren-
ticeship experience, the best results may be obtained with the larger firms
engaged in manufacturing. L .
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. » :./ 4. i
. . 1
v . .
. ' |
[l A % . |
. ' \ \ -
oo L% * . ‘
\ e |
%, .
- ‘ = ‘
\\' - "c. '
:
o . o
0 “ . , t
A
. . .

o

__CSR, Incorporated

N

* g

155




-

¢

©
»

‘e °

v

\

-

CHAPTER 6:

CONCLUSIONS~

The preceding chapters of this report have prov1ded descriptions and

analyses related to the characteristics, perceptions, and experiences of

£
- o

€

stration.

7

s

-

gtudent and employer participants in the USDOL's Youth App:enticeship De

4

k.
the data for evidence of outcomes attributable to program participation. In .

P c4

Oi)n

-

L4

-
’

L A

s

VY

S major ifals-of the Youth- Apprenticeship Demonstration. N

(particular, the outcomes have been keyed toward aspects related to the three

r
»

Sy Y.
N ¢ o‘
® .To demonstrate the feasibility of apprenticeship-school linkages,by

facilitating the in-school employment of youth in registered f."mﬂ> .

" apprenticeship positions; >3

- A
. o, \

Tb promote the use of registered apprentiqeshlp as a system of .,
.training for the skilled trades among employers with employees in
apprenticeable OCcupations; and "* v
To ease the school-to-work transition of youth by initiating‘youth
employment in apprenticeship occupations during the high school
years,. thus providing job continuity folloging.high school

. graduation. - -

.
PPN * . ¢

Chapter 6 of the PhaSe Il ‘report presents specific conclusions regarding
the Phase II findings—and provides a brief discussion of each .of the conclu-'

sions. (1) experi- °

®

This finaljchapter consists of three summary sections:

.- ences and impacts for student apprentices;‘(z) experiences and impacts for
participating employers; and ‘(3) majot implicétions of the research.
. .o -
i :\" N ’ -
6.1 EXPERIENCES AND IMPACTS FOR STUDENT APPRENTICES

Impacts for student apprentices were assessed in Chapter 3 by examination
of the apprenticeship experiences and post-high school labor market experi-

ences of respondents from the high school classes of 1978, 1979, and 1980.

Chapter 4 présented findings from an apprentice-comparison study of net
\

N

\

o s
» -

G M

s

As a reeearch study of impacts, this Phase II report has éxamdned

-~ .

»




. . .

N . - A “\
. .\j:ogram impacts for apprentices and a constructed control group of 1979 and
%

80 high school graduates. Findings om both Chapter 3 and Chapter 4 have
[ o 4 {
- been considered on conclusions in this sectidn. <'The following outcomes of
- (. ’
the' Youth Apprentigeshig Demonstratr\n, therefore, are noteworthy for the

~

student apprentice program participants. 3
0 Students who Participated in the YAPs repqrted higher levels of job g
satisfaction in their cugrent or most recent employment than com-
\Qbarison studentsi N .
eo ] Tk E;ﬂ . .
.§tudentupprticipants in the YAPs tended to Be more occupationally -
stable than-comparison students; T
- R i
« * Studentsswho participated in the YAPs dud not, as a group, ear
- ’sfgnificantly higher wages inttheir poss_high school jobs than
‘a\comparison students,

*

. "Those student apprentices who stayed with their apprenticeships
hft r high,school tended-to, be better job perfofmers' )
AR T
Stul ents°uho participated in the YAPs reported very high levels of
satlsfaction and strongly endorsed the project, and

Student participants in the YAPs did not, as a group, exhibit dif-

'”‘ ferent or fewer school~-to~-work transition prohlems than compatison
students. \ e

.
®

Each of these conclusions is briefly discussed in the following subsections.

Ne
[

.-
-

T 6.1.1° Students Who Participated in the YAPs Reported Higher levels of !
- Jab Satisfaction in Their Current or Most Recent EmEloiient Than
. Comparison Students |

. As»a group, the student apprentices were éignificantly more satisfied
5 . . «

v-+ with- their current or most recent employment than a similar group of nonpar-

-~

ticipants. Further, the generally high levels of job satisfaction tended to

_hold whether or not the program participants were still employed in appren-

.

ticeship positions. This latter finding suggests that the student appren-

-

ticeship experience may serve as an effective in-school device for screening

A ol

some¢ students qut of apprenticeship; Al though retention of the participants
] . \ R

1

%

4
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. $
in apprenticeships would be more desirable, attrition during the school years _

r

is less costly to both employers and registered apprenticeship than later

attrition.

s

6.1.2 Student Particiggnts in the YAPs Tended to Be More Occupationally
Stable Than Comparison Students -

Youth Who participated in student apprepticeships were more likely than

[}

comparison students to be currgntly or most récently employed in occupations -

a . -

for which they trained in high school. In other words, there was a greater
: . .

degree of conéiﬁuity for the YAP'barticipants between the <ype of vocational
training in high schoo; ?nd thg‘35@3_9£_£§§g£_ggg£§yment. This finding has
important implications, not onlyr for youth in their continuity between high
school training and’later employment; Buf also for the .schools providing

such training.

3

s

6.1.3 Students Who Participated in the YAPs Did Not, as a Group, Earn
Significantly Higher Wages in Their Post-High School Jobs Than

Comparison Students . \ \

3

No signﬁficant differences were found between the student apprentice
. . -
grouﬁ.add a similar group of comparison studeqtg in current hourly wages,

r -

hours‘workeg pér wéek, or annualized ::jj?fs. It may have been that it -was

too soon for wage differences to emer "between YAP particip&n;s and compar-
ison students. The giiection of the wage- differential between apprentices
and comparison students was in favor of the apprentice gréqpr but the wage

-

differences were not significant.

6.1.4 Those Student rentices Who Stayed With Their Apprenticeships
‘ After High School Teflded To Be Better Job Performers

According to "job performance evaluations done by work supervisors of the
student apprentices, program participants who stayed with their apérenﬂice-
. » N
\
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ship position;/%ended, as .a group, to be better’workers thlan participants

who left their apprenticeships. In other words, there w@s, a tendency for
. . \ ) Y.

T the poorer job performers to leave their appfen%iceship positions and the
better performers to stay in their apprenticesh§p3.~ The positive relation-
ship between apprenticeship retention .and better job perforqgnce is one of
the more important findings of the impacts assessment. Whether persisters
in apprenticeship performed better on the job because the§ perqisted as
apprenticés or better job performers just tendea to stay with their appren-
‘ticeships, the positive relationship between Serformance and retention is
imporggnt. For example, such results suggest that voluntarylﬁerminations in

the YAPs as a whole do not drain off t?e better workers from apprenticeship. 3
3

6:1.5  Students Who Participated in the YAPs Reported Very High Levels of

Satisfactiongand Strongly Endorsed the—Projéct N

-

Ninety-six percent of the randomly selected apptbﬁti&es repo}ted in post~-

[l

high school interviewsvthat they would recommend apprenticeship to a friend.

Even 95 percent of those wh3 left thedr apprenticeship positions reported a

_8imilar endorsement of)apprenticeship. Ninety-five percent of the student

A

apprentices also reportéd'that the YAPs were 'véfy' or "somewhat successful®
in helping students %n the school-to-work transition. Purther, even with
probes by the iﬁtezviewers to name a disadvantage of being ; studént apprén—
Eice, half of the apprentices stated~that there were no.diqadvéntages.

Attitudes gf the student participants about the worth of the YAPS and
the student apprenticeship exﬁerience caH'be cons;dered someﬁhat “goft™

indicators of impqét.( However, -the YAP student participants (some of whom

& -

were interviewed up to 3 years after their apprenticeship experiencej gave . )

¢

exceptionally high endorsements. Thelresults suggest that even the’

\

) -
¢ / *
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studsnt apprentices who discantinued participation felt that they gained

from the experience. ; . N
1}

i
‘

6.1.6 Student Participants in the YAPs Did Not as a Gtou EXhibl
Different or Fewer Problems in School-to-Work Transitions Than the
__________________________________________________________________

Comparison Students

In terms of the school-to-wark transition, the Phase II research

)

4
»~ . .
results suggest that: (1) not all youth exper ience problems 3n the school-

to-work transition (about one-third of the study samples did not), and, (2) v

there may be a fairly common yset of transition problems that’ will occur with

1

most youth in .the post-high school years, whether or not they have 1n-school
work experiences. Although 13 percent mbdre of the apprentice group than the-
.comparison group reported staying with the job they held during high sckgol

after they wer& graduated, the study results do not indicate that there were

any fewer transition ®problems" with this group. -

)

6.2 EXPERIENCES AND IMPACTS FOR PARTICIPATING EMPLOYERS .

This section discusses the conclusions which may be derived from the: ..,

»

Phase II research concerning the role of. the participating employers in the ’
Youth Apprenticeship Demonstration. Detailed results concerning employers
were presented in{Chapter S. The Principal conclusions are as follows-' R

® T&e organizations which employed student apprentices generally were
very small businesses which did not have union representation of
their workforce and did not have prior experience with
apprenticeship,
Y -
Employers who cooperated with YAPs¥yere attracted more by the pro=
_ gram's emphasis upon ‘sgfeening and training of entry level workers
., than they were by the”stipends offered; '
Bnployers who cooperated with YAPs expressed an %xtremely high
level of satis@action with the” projects;

’




~ -

° The single most important factdr in generating positive outcomes
N 'vith employers was the number of years that the YAPS had been in
operation; )
o The stipends provided to employérs by tﬂe YAPs did not generate
positive outcomes commensurate with their cost; . .
° Employers with prior apprenticeéhip_experience were more\li&ely to
consider apprenticeship perménent and to provide related instruction
for graduate apprentices;’

° Results suggest that, for employers without prioi apprenticeship
experiénce, YAP participation reduced theginfluence of negatjve
stereotypes concerning young workers; and , ) L

A P
b 3

. a .
T ° The YAPs have contributed to the expansion of apprenticeship both
- in terms of program and apprentice registrations. 4

These conclusions are discusseé briefly in the subsections that folléw.

>

4
A

" 6.2.1 The Organizations Which Employed Student Apprentices Generally Were
¢ ~ , Very Small Businesses Which Did Not Have Union Re resentation of .

. N Their Workforce and Did Not Have Prior Experience With - - . .
o ! . Apprenticeship < ' . L ‘

[y . b ¢

: ’ Tﬁg research results reveal clearly that the YAPs served very small

. g ’
businesses. Over three~fourtHs of the employers who cooperated with the J
. . .t & i ’ . ‘
» projects had less than 50 emproﬁpgs. Fully-90 percent of all e@ﬁloyerquid

.
E3

' not.have union represenfation of their workforce. Over two-thirds of the

°
¢

-employers did not have prior ékperiencé with‘apprenticeshipl ’These chérac-

. L4 -

téiisﬁics for participating eﬁployers were nét in afy way targeted ingthe
’pesign'bf the ?buth Apprehticeship Demonsi?ation. Thefefore, it is an
1nter§stingnand important findihg of the research effort t@at employers yitp
these characteristics géﬁérally wefewﬁhe énés who' were most receptive to
employing student apprentices and/or were m?sé’intensively recrhi;ed‘ﬁy the.

“

YAPS.

‘ - 177-
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6.2.2 - Bm loyers Who Coo erated with YAPS Were Attracted More by the
. Program's Ehggasis Upon Screening and Training of Entry Level
Workers Than They Were by the Stipends Offered
N >

Over three-fourths of the empio&ers reported that the most important

consideration in their decision to'participate related, in some way, to

L
training and screéening of workers. By cbntrast, only 10 percent of the

£

employers reported that an economic advantage. such as receipt of stipends,

..

was the most important consideration in their decision to participate.

.Similarly, only one-fourth of the employers rated stipends as a "very

.

important' factor in their decision to Qarticipate, while over three-fourths

of the employers indicated that they would have Participated even if stipends
, .

had not been available. The clear testimony of the employers is that they

place a very high value on the YAPs serviées in recruiting and screening
( -

pre-trained,-entry-levelzcandidates, and in assisting emplbyers with ongoing
training of these workers. Conversely, the employers just as clearly tes-

.tify that they place a relatively low value upon the direct financial

incentives availahle from the YAPrs. ' - :

¢

°

?he experience of the New Jersey 'YAP* provides further evidence of the

»

marginalncontrlbution made by stipengs,in motivating employers to cobpérate
with the demonstration effort. The Ne? Jersey Project never has provided
stipends to participating employers: ;Despite the_lack of stipends, the New
Jersey Project has generally recruited employers and placed apprentices as
well as the YAPs. " ) . . -
Because of the absence of stipends, the New Jersey‘YAP has promoted the
use of the Targeted Jobs Tax Credit as an incentive for participating
employers. The research results, reveal that one-half of the participatings

~N ~ .
. \ .
employers in New Jersey have made use of.the Targeted Jobs Tax Credit. By

| )
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comparison, slightly over one-fourth of the participéting employers at 411

‘the other YAPS had used this tax 1ncent1ve. Accordingly, it is obvious that

‘

one-half of the participating employers in New Jersey cooperated with the
YAP without any form of financial incentive. Further, the difference between
the New Jersey Project and the other projects in,pse of the Targeted Jobs
Tax Credit is surprisingly small, in light of the difference in the avail-

ability of stipends. ' L !

[} ' o N

The testimony of the employers concerning the importance of training and
screening and the unimportance of stipends, along with the eiperience of the
New Jersey YAP, all point‘to the same basic conclusion: most participating
employers did not cooperate with YAPs primarily because of the availability
of stipends. Rather, it seems clear that most employers became  involved
because the projects provided gervices with respect/to screening and train- -

.

ing of entry-level workers.

6.5.3 Employers Who Cooperated With YAPsS Expressed an Extremel High
Level of Satisfaction With the Projects

Over 90 percent of the participating employers reported that they were

2

satisfied with the YAPs apd over 50 percent of them reported that they were
ery satisfied with the projects.. Similarly,'90 percent of the participating
L ]

employers favored continued Federal funding of the demonstration projects,

Nearly €wo-thirds of the employers ;eported that they had recommended the

. projects to other employers and over one-half of the employers rated the

P

, student apprentices that they had.employed as "better than”.other young

workers whom they had encountered previously. These findings,'combined with
\

those concerning the relatively low priority which the emplo;Ers attach to

o

stipends, underscore the importande which the employers give to the services

provided by the YAPs.

.
?
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6.2.4 The Most Important Single Factor in éenerating Positive Oﬁtcomes
v with Employers Was the Number of Years That the YAPs Had Been in

Operation L
\ > - N
Multiple regression analysis revealed that the number of years that the

-

AN local project had been in operation was the most consistent predictor of the

0

principal outcome meazfres. These included the employers' assessment of the'

permanence of apprenticeshié and the number of student apprentices still
employed by participating employers after high school graduation. The posi-

\

tive effect of years of operation was consistently strongef -for those
employers‘w1thou: prior apprenticeship experience. The . results concerning
years of operation indicated clearly that the mos;'important single thing
that the YAPs did to generate positive outcomes with employers was to
maintain'operations over a relatively long period of time.

The very strong effect of years of operation was based principally’ upon

S ce .

o ‘differences between ‘the three projeqts which had operated for 3 years and’
. C ) ‘ ‘
the four projects which had operated for 2 years, at the time of interview. ,

»

t

‘These results suggest that, with regerd to employers, the proje?ts d}d not

achieye operational maturit§ until- at least the th}rd year of operation.
- ‘I

ol .

Since data were not available for projects which have been jin operation for¥!

more than 3 years, it was not possible to determine the point at which thlS

operationii maturity curve would level off. It was only clear from the

r -

%
present data that this curve still was rising sharply between the.second and
"third years of operation. )

‘9 *
y > 2
. 6.245 The Stipends Provided to Employers by the YAPs Did.Not Generate

Pogitive Outcomes Commensurate With Their Cost

. .
* ° « , -

As described previously in this section, the stipends which were made =

i

available through seven of the elqht YAPS did not provide a powerful tncen- :

tive for employers to cooperate with the’projects. FRurther, research resylts

v
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also revealed that the role of the stipends in generating positive od@éomes
N N

was not uniformly posgtiye. Multiple regression analysis was used to deter-
mine the’'relationship between the importance that an employer attached to

stipends and the outcomes achieved by that employer. Employers who consid-

~—
.

) .
ered stipends an important factor in their decision to participate were more

likel§ to consider apprenticeship a permanent part of their approach to

¥

training. {on the other hand, those employers who considereqastipends impor-

tant also were less likely to hire, and hence retain, student apprentices.

: [

These somewhat equivocal results tend to be negative, on balance, due to the

greater imporé%nce of the number of apprenticeés hired and retained as an
t ‘ N

outcome and because of the considerable amount of resources devoted to_

stipends in the demonstration effort.”

-

It iﬁ‘possible to combine the perspective on stipends as an incentive to .

participation with the perspectivé on stipends as a predictor of .outcomes,
in order to derive some basis to assess the stip%nds as a cost component of .

the iguth Apprenticeship Demonstration. The ﬁrevious discussion of sttpends
N = R .

as an ‘incentive to participation indicated that roughly one-fourth ofkthe
barticipattng employers considered st@pends very important and wou not

- .
have participated in the demonstration effort if stipends had not been
. N ‘ t

available. The present discugsion has reyealed that those who considered .

-

stipends very important made a contribution ko'the hiring and retention of

_ \ R .
apprentices that was significantly les§ than their share. Therefore, -unless
) the stipends conséﬁtute significantly less than one-fourth of the total

amount of funds expended by the demonstration'projects, Eﬁé outcomes

’

genefated by the stiéends cannot be considered commensurate with'their Eosts;
. ' ’ ¥

o
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While a detailed breakdown of the proportion of YAP expenditures devoted
to stipends is not yet available for analysis, the initial budgetary alloca-,

, tions for stipends were approximately 50 percent of total expenditures.
~ N &
While it is anticipated that stipends will constitute a considerably smaller

proportion of actual expenditures than of the origina%ly budgeted expendi=-
 tures, it .is possible to presume at this point that stipends will not account
for'significantly less than one-fourth of the total expenditures for the

seven projects which used‘stipends. Based upon this assumption, it is pos-

sible to conclude that the stipends have not generated outcomes commensurate
. \ e

with' their cost. .

The absence of strong and consistently pos1t1ve assocxations between the
importance of stipends and the pr1nc1pal outcome measures contrasts sharply
<

with the presence of strong and conslstently positive associatlons between

. .the yea§s of operationr afid the principal outcome measures. This compar ison
suggests that the aenerai malntenanceiof project operations over time makes
K a far more inportant contribution to the achievement of positive outcomés

: ‘80

than the specific provision of stipends. The contrast between the effect of

L] L

years of operation and the‘effect.qf stipends suggests strongly that the

= ‘funding priorities for any planned replication of the- YoutH Apprenticeship
& e -«
concept should emphasize provision of funds for relatively long-term basic

e
M -

operationg alone, rather than provision of funds for short-term basic opera-
/ . . < . o n.’
tions with stipends. 2 . :

o - ' " o182, A :
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6.2.6 . Employers With Prior Apprenticeship Experience Were' More Likely To
. Consider Apprenticeship Permanent and To ‘Provide Related Instruction
for Graduate Apprentices

\

Over three-fourths of the employers with prior, apprenticeship experiehce

said that they considered apprenticeship a permanent feature of their

approach to training, wijjle two-thirds of tn/‘employers without prior

I'd ot
apprenticeship experience said that they considered apprenticeship permanent.

Similarly, just over three-fourths of the employers with prior apprenticeship

experience reported that they had arranged related instruction for graduate
- * . * » ’
apprentices, while only a little over one~half of those without prior

-

experience reported similar arrangeménts. This higher level of commitment

¢
> to apprenticeship in deneral and to related instruction’ in particular is a
difference one would expect .to find for employers who had prior experienqe
. . - RY
with the apprenticeship system of training.
. -~

s

. r .
6.2.7 Results Suggest That, for Em _ployers Without Prior Apprenticeship
. Experience, YAP Participation Reduced the Influence of Negative
~Stereotypes Concerning Yo6ung Workers -

" Well over one~half of’ the employers without ptior apprenticeship -

experience thought that the pro;ects were vefy successful in assisting young

¢

people with the school-to-work transition, while well unhder one-half of the

L

employers with prior apprenticeship experience thought that.the projects

were very successful in this regard. Similarly, well over one-half of the
' »

employers without prior apprenticeship experience thought that the student

“\\apprenticss were better than other young workers, while well under one-half
~of the employers with prior appqenticeship experience thought that the

‘student apprentices were better than other young workers.

* - .

The results concernin somewhat higher levels of satisfaction on the -

part of employers without previous apprenticeship experience suggest that

.
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the YAPsS are reducing the influence of negative steréotypes which employers
. 5 '

& v '
have concerning young workers. Basically, it appears that employers without

‘previous apprenticeship experignce are reporting a double reaction. First,
they are reporting a favorable impression of the projects. Second, they-.are

reporting a “"pleasant surprise® concerning thé joB performance and the capa-

city for growth of the gzudent apprentices.

It may be presumed that employers with previous apprenticeship experience’

[

. are less likely to report a double reaction. Because of their experience

. with young workers'within the apprenticeship framework, they are more famil-

iar. with the level of performance and the capacity for growth which may be
> expected from young workers. This familiarity may result in their reactigns
being directed more specifically toward the YAPS, since these employers are /(’

kY e (
less likely to be “"pleasantly surp(}sed' at the performance and growth capa-

Fad
city.of young workers. . ~_

Based upon these assumptions, it may be concluded that the reactions of

employers with previous apprenticeship experiencg represent a more sober an

more direct assessment of project performance. Conversely, the reactions of °

* g

. . ) g ¢
employers without previous apprenticeship experience seefi to reveal, a re-
' L 4

duction in the influence of negétive stereotypes concerning young workers.
Voo . ’ ' -
A logical extension of this conclusion is that the subsequent decisions ¢f

these employers concerning the hiring and éraining of young workers are more .

likely to be influenced by their own, direct {and, avidently, positive)

[ -

experience with young workers and are less 1likely tg.be influenced by their

negative stereotypes. ' o ..
. . s

N .
A . - < o

a ' & ' .
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6.2.8 The YAPS Have Contributed to the Expansion of Apprenticeship Both
in Terms of Program and Apprentice Regisgtrations .

Over two-thirds of the.empaoyers who cooperated with YAPs did not have

prior experience with apprenticeship. Therefore, the basic recruiting pat-

N

'tern with respect to employers strongly favored the expansion of the appren:

ticeship training system. ‘In addition, the majority of these new sponsors

,

R of apprenticeship said that they considered apprenticeship to be a _permanent

feature of their approach to tri:zing. Overafi, just under half of the
« . v ! Y

employers who\cooperated with ¥ did not'have previous experience with'

" apprenticeship and cOnsidered apprentiGEship to be-a permanent feature of

.

their approach to training.‘ . . .

L}

’

As of JUne 30, 1980, the YAPs reported that, s1nce the 1nception of the

e

demonstratlon effort, they had registered a total of 989 apprenticeship pro-'
‘grams and a total of 2, 116 apprentices. This timq(frame coincides very .
closely with the time .frame for the research effort; Therefore, the statis=

tics -derived from the research effort may be applied t6 the reported total .\

> number of programs and/apprentices registered, in order to construct esti—

1

mates of the number of program ‘and apprentice registrations which may be’

~

. . .
attributed to the YAPS during the 1977-78, 1978-79, and 1979-80 school years.

-

Resg arch results indicate that, of all the apprenticeship¢programs

registered by sampled employers, 55 percent were registered by employers

-

witho“ut Previous apprenticeship experiénce. Applying this percentage‘to the
reported total of 989 apprenticeship programs registered, it maytge estimated

that 544 programs were registered under the YAPs by employers who did not

«
-

have prior’ apprenticeship experience. '

185 , , ) .
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A gimilar procedure'may be apblied to the number of apprentices regis-

tered. Research results indicate that, of all the\apprentices registered by

a

sampled employere, 70 percent were registered by employers without prior
L VN :

.

apprenticeship experience. Applying this percentage to the reported total
number‘of 2,116 apprentice registrétions, it may be estimated that 1,481
apprentices were registered by empioyers who did not have prior experience

with apprenticeship. .

‘The number of apprentices hired by employers without prior apprenticeEhip
. y .

'experience provides an estimate of the humber of apprentices who would not
¥

. have been reg%stered without the activities of the vAPs.. It ig possible phaé

some of the other apprentice registrations recordeﬂ by employers with,Frior

apprentiCEShip experience would not have occurred without the actlwigies of
¥

the. YAPs, but no estlmate in this area canh be provided. Conversely, it also

is possible, but.less likely, ‘that some of the guployers without prior . ;

A ]
apprenticeship experience would have begun u31ng apprentlceship in the’

. -~

absence of the YAPs. Therefore, the estimate of the net impact of the YAPSTVJ

) . ‘

in terms of the number of new apprentices registered may be tegarded as con-
servative. Overall, the estimates for theflnumbers of programs and appren=-
tices addeé to the‘apprenticeship system indicate that the YAPs have gener-5

. L}
ated modest but tanqible increases in the number of programs and the number

-

of apprentices in the apprenticeship system.

6.3 MAJOR IMPLICATIONS OF THE RESEARCH ,

o

This section presents three overall conclusions which relate to Whe basic
. ’ . . © .

functions and features 'of the demonstration effort as a whole, rather than -

to specific components.of the YAPS. These three conclusions are as follows:

186 ' ‘ ¢
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°. The linkage between emplqyers and schools provides a labor exchange
serving small businesses seeking skilled workers and young workers ™
seeking career opportunities in skilled trades, :

® The linkage between employers and apprenticéshlp provides- student
apprentices with an assurance of potential for career advancement
and provides employers with a mechanism thdt facilitates continued
skill development of entry level workers; and

® - Based upon careful consideration of appropriate locations and
strategies for implementation, the positive outcomes of the Youth
Apprenticeship Demonstration can be achieved ‘at a considerable
reduction in dir8ét program ‘cost. ’ 4
-~ N N
These cohclusions are discussed briefly in the subsections whlqh follow.

At «
N e . .

¢ " * 0

’

] . . .
6.3.1 . The Ligkage Between BEmployers and Schools Provides a ILabor Exchange
N Serving Small Businesses Seeking Skilled Workers and Young Workers
Seeking Career Opportunities in Skill Trades

The Service provided by the YAPs which was most valued by participating

.

employers and student apprentices was that of a specialized labor exchange..

Througﬁ the YAPs, employers were aple to identify candidates for entry-level

employment who had a number of.desirable characteristics. First, the student
\ .

-

apprentices referred by the YAPsS usually\had received sdme/vocational train-
N ing in areas related to the position hfch the employer was seeking to fill.
Second, the student dpprentices who were referred to employers usually had
been streened by school personnel with respect to their suitability for the
pcsition to be filled. This screeniﬁg generally was quite informal and may
have been performed by a vocatifnal instructor, a”cooperative education
coordinator, or a guidance counselor. The criteria.employed in the screen-
ing may have included the §Eudent's aptitude for the particular trade, as
well as the'student's interest in pursuing a career opportuynity in the tradd

-

area.

Whatever member of the educational system did the screening, and .whatever

criteria were employed'in this process, the screening usually was based upon
a) < . .
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first-hand, in-depth knowledge of tHe candidate's abilities and achievements.
Small employers'generally fopnd that this service from within the school

: . . v . toas
¥

system was of great value to them.' Most of the emplozers who“ccopératea'with

YAPs were not large enough to have their own personnel unlts. - In addltiOn,
-~ 4

they- ev1denced the conv1ctj0n that publlc and pr1vate'employment agenéles had
//\

neither sufficlent clarity of focus concernlng their partlcular needs nor

-~ 4 N ~ - . - -

adequate famlllarlty with the qualifications of progpectlve candldates for«
employment. ~FUrther, many employers” expressed a preference to hire a\d traAn

young gorkers from the outset, before other emplcymeqt contr ibuted to the

.
4

development of work habits which .the participating’ empldyers considered to

be inherently unsatisfactory or.unsuited to their-particular production

€, .

~ N °

li\ processes. For all these reasons, employers who cooperated with YAPS

appeared to be very satisfied with the specialized labor exchange fdnctiOn,

which the projects fulfilled. N .

s . . ” . -
Student apprentices alsq Fvidenced considerable satisfactiOn with the

intermediary role that the YAPs ‘have played. It is reasOnable to assume

4

that, in the absence of the YAPsg, student apprentlces would have had consid- . -
erable difficulty in Iocating the pOSltiOnS that they gilled. Many of these .
_student»appren%ice posltions would not have been advertised in the news- .
papers, nor would they have been avallable through public or pr1vaﬁe ‘employ- ..
ment agencies. Addltionally, since most of the emplcying_crgaﬁizations were
so s&all, it is‘doubtfhl that student apprentices looking fcr work would

have conéidered the firms to be likely contacts for empioyment, baseﬁpupoh
examination of such sources as the Yeilow Pages of, the local teiephOne~direc-

° b

tory. Pinally;—-studert apprentices received additional assistatice by haviné o

. ]
’ - - 4
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the opportunity to begin employment during high school and to continue that
employment following graduation.
' In summary, the YAPs generally have helped to establish a network of

relationships between small eyployers and the vocational education gector of
v

the various local school d1stricts which have cooperated with the projects.

It appears that the employers and ghe student apprentices have been- the pri-

mary beneficiaries of these nehly established networks, along the lines pre-
)

. viously described. ﬁbwever, the educational systems also appear to have
3

benefitted from the establishment of these linkages. First, school personnel
seemed gratified to'participate in providing high‘quality, in-school employ-

ment”for'students, with the possibility for continued employment following

graduation. Second, it appears that participating employers debeloped

renewed respect for school personnel as a consequence of their help in meet-

ing employers' skilled labor needs.
Y

’

6.3.2  The Linkage Between Employers and renticeship Provides Student
: rentices With an Agsurance of Potential for Career Advancement

and Provides Employers With a Mechanism That Facilitates Continue
Skill Development of Entry-level Wbrkers .

The pPrincipal factor which distinguishes the YAPs from other school-to-',\“";;‘
work efforts, such as cooperative educatiop and work experience, is the
inclusion of in~-school apprenticeship. The employer s regxstration of
apprenticeship standards provides gtudent apprentices with a measure of
assurance that the position available is not a "dead-end" job that lacks
opportunities for continued_skill development and advancement.Q\Similarly,
the apprenticeship registration agredment signed by the student apprentice

and the employer assures each student apprentice with satisfactory job per-

formance of an opportunity‘for continued employment after high’school.

»
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Finally, the basic provisions of apprenticeship assist the employer in pro-
motlng student apprentices continued skill development. Prominent among

these provisions are specification of a job rotation sequence for on~the~job

training, establishment of .a wage progression schedule, provision of related
A Q .

instruction, and attainment of a certificate of completion for the applicap;e
skilled, triade. Clearly, therefore, apprenticeship is a key element in the

v

empldyment agreement subscribed to by .the employer and the student -
apprentice. </

4 ’ 3

‘e

. N ﬁ‘ %
6.3.;*ﬁ; Based Upon Careful Consideration of Appropriate, Locations and
#, Strategies for Implementation, the Pogitive Outcomes of the Youth

Apprenticeship Demonstration Cdn Be Achieved at a Considerable

. Reduction in Direct Program Cost

1

.

‘Seven of the eight'YAPs,foliowed the same bas?% procram design, which
inc}uqed payment‘of stipenqs to participatingqgnployers and'employment of
salaried project staff members directly'responsible for coordinating the
intvolvement between schools and employers: The design of the New Jersey YAP
d?f{ered-from’the other projects with respect to both of these features.

?irst,'the New Jersey YAP did not.include stipends for participating em-

o ployere and, instead, promoted use of the Targeted Jobs Tax Credit.. Second,

t

tae New Jersey Project did not include funds for salaried field staff operat-~
ing at the local lenel. Instead, this project included fuynds only for a

L4
small coordinating staff at sthe State level. Direct responsibility for

<>

*coordinating the‘activities of local employers and schools was agssigned to

4

the existing network ofJCooperative Industrial BEducation (CIE) Coordinators.
Mus, the YAP'did not provide funds for the salaries of these ‘local gtaff
megbers,,who promoted the Youth Apprenticeship concept in conjungction with
their.routine contacts to emplogers,concerning cooperative education.

-
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Degpite these sharp differences in thp design of the New Jersey Project,
the results reported reqularly to the Department of Labor and the results of

the present research effort indicate that the outcomes generated by the New
N \

Jersey Project are generally comparable to the results generated by the other

YAPs, in terms of impacts upon student apprentices and employers. However,

the novel design of the Néw Jersey YAP does account for the substantial dif-
¥ c

N

ferences in direct cost between the other YAPs and the New Jérsey Project.

Total PFederal dollar cost per student apprentice was éqmputed for each
YAP from its inception through June 30, lQéO.l This time fiémé{coincides

[ e *

very well with the time frame of the researqh effort. Additionally, this
was the expiration date for the original contracts of five of the.seven
active YAPs. Thus, the cost computations are based upon final cost figurés

f%‘ one project (Houston), nearly final cost figures for the five active

-4

projects whose original contracts expired on June 30, 1980, and interi?\gost

figures for the two acéive pProjects whose original contracts were extended

-

beyond June 30, 1980. For the seven YAPsS with common’ program design features

s

(all those except the New Jersey Project), the average Federal dollar cost

‘pef student apprentice was $1,552. Among these. projects, the lgést expensive

4

project cost per student apprentice was 31,136, while the most expensive
Project cost per student was $3,024. By contrast, the Federal dellar cost

per student appréntice for the New Jersey project was $300. Obviously, this
lThg "cost per student apprentice® is a program cost indicator, which

is generally comparable to the "cost per placement® indicator commonly com- )

puted for other employment and training programs. For the present research, --

other cost indicators, such as "cost per apprenticeship program,® could have

been computed as well. It was determined, however, that "cost per student

apprentice” is generally the most useful, since it provides results which

are comparable to the results of research on other employment and training
programs. .

»
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difference in cost is dramatic, particularly in light of the fact” that the

ou}nges for the New Jersey Project appear to be generally comparable to the
- ]

outcomes achieved by the other YAPs.

Based upon the discussion presented above, it is possible to conclude

.

that at least one YAP operateéd successfully at a considerably lower Federal
|

dollar cost per student apprenticde than the other YaAPs. However, these

; results are not intended to imply that the approach followed in New Jersey

\ can be folioweé successfully SET;’;::;; number of other locations. A key
1 factor in the success of the approach followed in New Jersey is the very .
1\ strong leadership exerted by the New Jersey Department of Bducation, partic-

ularly in the areas of vocational education, cooperative education, and
: s

apprenticeship. 1In fact, the role oﬁ;the New Jersey Department of Bducation

in apprenticeship is completely unique for a State Department of Education.
\ Thereforef it is important to note that there may well be major constraints
|

.apon the replicdbility of the New Jersey Youth Apprengiceship model in other

locations. ° _

q%espite the cautions to be observed in interpreting the specific cost
experience of the New Jersey’ YAP, it stili is possible to conclude that the
positive outcomes of the Youth Apprenticeship Demonstration may be derived
at a considerably lower ccst per student apprentice than those achieved by
the other YaPps. The experience of the Youth Apprenticeship Demonstration -
indicates that the first consideration in successful implementation of a
project of this type is selection of a: favorable locatﬁtn. For a variety of
reasons, some locations proviae a fertile environment for this type of

project while other locations do not. . The second consideration in the

successful implementation of a YAP is gelecticn of the most economical

o \
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implehqntation stgateéy suitable to the specific local =ontext. Evidently,

the New Jersey YAP was well-conceived with regard to both of these \

'consideraq;ani. .
. s f ‘ ¢
. The two general p}kndiples described above can, be aéplied to the initi-

- .

. ation of new YAPs or the contfhuation of existing YAPS. provided that the

.necessary time is allowed for positive outcomes to accumulate, it should be

-~

possible to achieve these outcomes at a considerably lower cost per student
- apprentice thdh was achieved-by the seven projects, whose budgets includéd
stipends fof employers and a relatively high level of funding for field

staff.

The conclusion presenﬁeﬁ here concerning potenti;l cost reductions is
not intended to be a~criticism of specific projects or of the demonstration

» effort as a whole.‘ Rather, this conclusion attempts to draw upon the experi-

ence of th; demonstrations to guide future replication of the Youth Appren-

. ticeship concept. The primary Purpose of a demonstration effort is to test:
the_feagibility and efficacy of a programmatic concept. At this early staée
of development it is not reasonahle to expect maximum economy or efﬁ&sifncy

" of operation."bust as automosile manufacturers build verY expensive "proto-
typ?s' in advance of production, so Federal ;gencies are wise to conduct

demonstration efforts in advance of anticipated replication.

’
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AN

OMB# 44-S-80004
Expires January 1981

CSR, Incorporated . /
805 15th Street, N.W., Suite 500 )
Washington; D.C. 20005 _.-

(209) 842-7600

OUT-OF-SCHOOL
APPRENTICE/COMPARI SON
INTERVIEW SCHEDULE

-
.

INSTRUCTIONS. , &

This in®erview schedule consists of four sections: !
3

® Section I - Educational Experiences T -0
“ . . .
e ‘Section II - Apprenticeship Experiences
2

+ ® Section III - Employment Experiences

- @ Section 1V = Demographic/Family Backbround
Informagion '

The schedule is designed to be conducted wiéh former

Y

student apprentices from the high school classes of 1978, 1979, “
and 1980 and selected non-apprenticed comparison students from
the high school classes of 1979 and 1980.

All sections (I through IV) are to be completed with the

former student 3dpprentices. Sections I, III and{IV (omitting

Section II) are Jto be completed with the non-apprenticed

comparison group.

’

Questions are to berasked sequentially of all respondents.

Skip patterns, e.g., [SKIP TO Q. 15], on:the response categories
are designed so that the interview schedule can accommodate

respondents who have had significantly different experie?cesJ

¢

<1y -
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. CSR, INCORPORATED

FOR OFFICE USE ONLY

¥

Sample Site No.

I I
I I
I I
I I I I
| OUT-OF-SCHOOL | |ID No. ° ’ I
o APPRENTI%ﬁ/COMPARISON | | ‘ 7 |-
" I INTERVIEW SCHEDULE -| |Log Date By : I
- I |
] T - |Edit Date By |
| - . ’ I
) |code Date By | s
I I
Name*' of Respondent [PRINT]
. . (Last) (First) (MI1)
3
. Home Address [PRINT)
(No.) (Street) (Apt. #)
* 1
{(City) (State) (zip)
3
Telephone Number - ( i )
(Area)
/ ] {
I ' v I
{ | Location of Imterview . |
. | : = I
‘ | | Date of ‘Interview . . |
| o, AM I
| Time Started ) ‘ PM I §
I _ ' AM o
| Time Completed \ PM I
, I
| Interviewer -/ |
I =~ I
J , . VERIFICATION
- - , v 2
. ¥ ) " AM
Date Time 4 PM

-

Al

Provided by 1. Respondent 3. Other (Specify) ,

7 . ¢

— — ———— —— — ——— — —
. -~
.
— s o — — ——— — — — ——
~

Ver(:_i,fj. ed by ‘ ] - »
« - -~ ¢ f s Pai .
» Comments )
. . " ? -
” ) \/ .
v : .
. Apprentice Respondent gfgw .
) .\’ Comparison Respondent ’
. o .




CONTACT LOG _ : : .

- - »

| [ [ | |
Contact | . | ’ |” Typé of Contact | Result | |
Number . | pate | Time | (Check one) | cgde* | Interviewer.
' [ - AM] TeTephone |, - [ )
1 | - - PM| 77 Home | | -
| | AM] Telephone | | .-
2 | | PM| . Home | N ol
- | | . AMT Telephone | | .
3 | | ) PM| Home | * 4
R I AM] Telephone | I
4 '| t PM| > Home | | .
| o AM] Telephone | |
5 | | » PM]| g Home | | ‘
I | AM] Telephone [ l
6 - | | PM| ) Home | - | -
| [ AM] Telephone | [ .
‘ 7 l ¢ | PM| T . Home | l =
P | AM] Telephgne | [ 1 .
8 | - | PMI 7 Home | l . .
| I AM] Telephone | I 2 g
9 | s | PM| . Home | | - ’ .
. " I AMT Telephone T* . I
10~ | | PM| Home | ° |
| I AM] Telephone | [ S
11 | | PM| ~  Home |, | . - -
‘ Vo | AM|  __  Telephone | l ‘
12 | | PM| Home | I :
! ] AM| Telephone | - | -
13 | | PM| Home " | | - :
< | | AM] Telephone | I
. 14 | | PM| Home | | . o
! ! AM| .. Telephone | | w <
v 15 0 ] . “| PM| Home | ) | Ce s
: = : — |
*yse the_following codes for the result of each attempted contact:
Y. ," No one at home at address or teléphone number contacted. :
2. Made contact but respondent is not known/does not live
. ,there; no further information available. T ’
3." Respondent has moved to new address and/or telephone .
. number. -[OBTAIN NEW ADDRESS OR TELEPHONE NUMBER] L
1 4., Respondent not at home but liwes at address or telephone
number contacted. .
‘S.. Apﬁoinfﬁgnt made to interview respondent.
¢ 6. Regpdndent refused interview..
'7.E Respondent terminated interview before completion. <Lt
8. ‘'Completed interview with respondent.
9.  Other result; please specify n .
. , - -
e D S A
) : (\\ . - . . .
] | - . . "1 l:f -

. . !
. . - . -
=% - - ' - B <
- ) .




Hello, Mr. /Ms.

J'lm with CSR, Incorporated a natl
[ 3 .. AP <
is under cdntract‘with the U.S. Depaftmen'

a

study of the experlences of different individuals in making the

of Labor to cogduct a.

=
transition from school to work. We are interested in your experi—
4 v . p . - . ~ s .

“‘encee and opinions about high school, your past and present employ—

» A v

ment"and other factors wh1ch w111 help us to complete this important

) 2

F ] The information that you provide will® be held. in confidence

by ESR, Incorporated. This means that CSR, ,Incorporated will not

. —

reveal, your indiyvidual identity as the Source of the information

- »

you provide without your prior written consent, except as required

‘
r

by law. This confideéntiality of your #ndividual identity is protected

under the provisions of the Privacy Act of 1974. This study is
authori%ed and funded under the provisions of the Comprehensive

Employment- and Training Act of 1973, as amended in 1978,

‘e

{

Results of the'study‘will be useful to the U.S. Department of
' SR

~

" Labor in making decisions about policy and programs related to-

'school to work transitions and youth employment. Consequently, your

voluntary cooperation in completing this interview will be greatly
h . » s ~ L 2N

appreciateq.

i

ot 2 N .

/

IF THE TIME IS INCONVENIENT, MAKE AN APPOINTMENT FOR A TIME-

Al 3

WHEN THE RESPONDENT CAN COMPLETE THE INTERVIEW.
N . .

'




This study is authorized by "the
Comprehensive Employment and
Training Act, .as amended, PL 95-524

SECTION I. EDUCATIONAL EXPERIENCES

L3

N v

~ -

I would like to start by asking you some questions about your

- o
.
experiences .in high school. © ‘ )

1. What' was the name of the high school that you last attended?

&

.
»

[TO BE CLASSIFIED BY LO®RL SITE SUPERVISOR]

»

-

Academic high school ....ceeveeenees 1
Comprehensive high school .......... 2
Vocational/technical high school ... 3
‘Academic high school coupled with

% vocational/technical center ...... 4

-

Was this a public high school?

i

L

YOS eeeerosnencacnsnseocnsencees 1

No‘O . \

Which one of the following categories best describes your
program of instruction in high school? [READ CATEGORIES
TO RESPONDENT] ! .

Academic/College Preparatory °
[SKIP TO Q. 5] vevevvnnnss
Commercial/Business .........
Vocational/Technical ........
General [SKIP TO Q. 5] %.....
Other (Specify) .




- . ‘

What was your vocatlonal program of instruction? ° [READ
CATEGORIES TO RESPONDENT] .

-
N

Agrlculture B
Business and Office .....e00vv...
Distributive Education {for
example, sales, merchand1s1ng,
retalllng) e e T e e
Health R I I IR IR
Home Economics or Family Life ..
Technical (for example drafting
or electronics) ...ieiiiiinneees
Trade and Industrial (for example,”
auto mechanics;, metal worklng,
wood working papr;ntlng), ceeensses 7
Other (Specify) ... 8

For what specific occupation) did you feel that your
courses were preparing you?qh

!

G

-
o -~

Was this-occupation your spec1f1c career objective at tha't
time?

Yes teeiiiiiiiiniisieneenes 1
No ooooo..oo..ooo.}oooot‘oooo 0r ‘
. * . .
What three courses in high school do- you feel have been the '
most beneficial to you in making the transition from sschool
to work? AN -

(1)

-




.
’

Y

N Durlng your senior year of- hlgh'school dld you partici-
pate in a cooperatlve educatlion program, that is, were

you released ‘early from school so that you could be .
émployed while. receiving speckal asslstance from a
teacher or coo dlnator° - :
/ Yes ....:..........."n....i 1
NO‘_o..o.......'......o...'oo.0
S . - ." ‘
9. ‘Did you graduate from high school? .
* YeS...o.o.o‘...‘........o..o.«.‘l
) No” [SKIP TO 9. 11] .......'0
10. What was the month and year of your graduation? égg
. Month .Year [SKIP TO Q. 13]
11. What was the last grade level that u conbleted?

10th grade ..o.o.oevvneeeennn.
llth grade ...ivvevivnnnns

12. What would you say was the mag reason that you dropped
out of school? .

W

‘ M , -

{
~13. What was your oveyrall grade averggg,én high‘school? [(READ
.o CATEGOR;ES TO RESPONDENT ] -
A OF A% tivp vt ennrnneneee. 8 ,
e Y
5 Bt it ittt . B
2 |
\ O T 3
i i i it ittt e, 2
- ‘ Dor below ....vvvvvvvnnnns 1 ’
14, rDld you receive any assistance from people worklng in

your high school in the area of careers, preparation for
work or jobs? < ‘

\
>

YES ittt tniitiieininniees 1 '
No I R A RSP ¢ R

P
C.




&

1

15. At, any time was information provlded on career opportunltles
in apprenticeship? . -

-
¢

. ) - . b
" . - Yes ......\*.............. 1 ' ‘ . .

NO ceeeccecascsscssccncscscccce O

"16. -During your last two years of high school, how certain
were you of your career choice? ['READ CATEGORIES TO
RESPONDENT] ‘ , o . .
Very certain .....oeeeeeee 4 .
\ Somewhat certain ......... 3 ‘ ;
) Somewhat uncértain .J..... 2 . .
a Very uncertain ....¢eeeeee 1 A

" "’ * -
17. What specific plans did you have at the ‘time you left *°
high school?
n

. No particular plans/continue .

working at a ]Ob held aurng

high school S R R R R L T S

- N < brg ¢ - N

LOok fOor @ jobsiieeeeecenceencentnons 2

>

Enter a training program ...ceeceee. 3
Go to school full=time “eeeeeeeeeee.. 4 .

Enter the armed forces .....cccceeee 5
\ Combine school and work in
SOME WAY et eesosesscasscsssasanassses 6

Other (Specify)
] " LI 1 7
18. To what extent have your career goals changed since high,
schoel? EREAD CATEGORIES TO RESPONDENT] ®

-

To a great extent ceececnn
To a moderate extent .....
To some extent- ..., 00000
Very little .eceeeesvscana

¢

Not at all s 0 ese0evesobecaec

»

N WS N

Do
<
-« 3

o




19.

“

-

Now I would like to ask you to rate each of the following
aspects of high school according to the quality of services
and/or instruction that you received. [GIVE RESPONSE CARD
TO RESPONDENT] :

: Excel-
: .Poor Fair Good lent
(1) " Information on occupations ... 1 "2 ° 3 4
. (2) "Assistance with career
planning .....cveivieerieceees 1 2 3 4
.{3) Instruction on how to look
) fOr @ JOD vvvvvvervrnneesnsess 1 2 3 4

[FOR COMPARISON RESPONDENTS, SK&P SECTION II, GO TO SECTION
III --EMPLOYMENT EXPERIENCES, STARTING WITH Q. 55]




SECTION II. APPRENTICESHIP EXPERIENCES

rd .
Records maintained by the local Youth Apprenticeship Project in-
dicate that you participated in the project and that you accepted
a position as a starting apprentice at some point in time in your
last two years of high school. 1I'd like to ask you some questions
about. your experiences in that project.

20. Were you, in fact, employed as an apprentice while still
enrdlled in high 'school?
Yes ......................1
No [SKIP To Q. 55] ® o o 0 00 0 0 0
2. How did you first hear about the Youth Appreﬁtiéeship
Project? ’ ‘
Guidance counselor .eeeeeveesevnnsees 1
Instructor .................1..0‘..'..‘2
Staff member of Youth. ,
Apprenticeship Project cercecassnss 3
Cooperative education
coordinator ® % 00 00000 00000000 * o 0 .‘. L] 4
Friend/CIassmate ® 8 0 0000 00 00 00000 LI I I ) S
Newspaper/radio/TV tiieeeeeseeseeenes 6
Poster/bulletin board/circular ...... 7
Other (Specify) P .. 8
22. What were your reasons for becoming an apprentice?
* (1) . ¢ : "
(2) ~ ‘°
s 4 R
(3) - -
o ’ i
23. What was the most important reason? [CIRCLE APPROPRIATE

RESPONSE NUMBER ABOVE] a o

¢

10

b2
k- a
("




Before you were employed as an apprentice, how well in-
formed do you think you were about each of the following:
[READ CATEGORIES TO RESPONDENT]

Not Somewhat Well
Informed  Informed Informed

Nafure of the work,
e.g., types of tasks
required ............

(2) Rate of pﬁy ceesasaseas

(3) Long-term future of
* the jOb ® 0 00 000 00000 0

(4) Length of the appren-
ticeship ..-l .;. ® ® & 0 0 O

(5) Related instruction y
requirements ........ 1 2

In what occupation were you employed as an apprentice?

o~

What is the length of the apprenticeship in this occupa{ion?

years

What was your hourly wage when you first began your appfen—
ticeship? .

.

$ per hour

Who provided you with the most assistance in obtaining
employment in this occupation?

Cooperati've education

Coordinator ceieececvcococncons
Guidance counselor .se,cecocevcesos
"Vocational instructor e..ceeeceeesss
Staff member of the Youth

Apprentic®5hip Project veceeees..
Receiveg no significant

assistance/obtained

employment on My OWN eececosecens
Other (Specify)

.




29, Were there other student apprentices employed at your
work site during the same time you were still in high school?

NO tevvneeneneneinnnmenns o ,

30. What was the reaction of your parents.-(gquardians) to your

d decision to accept eimployment as an apprentice; that is,
how strongly did they approve or disapprove of your de:
cision? [READ CATEGORIES .TO RESPONDENT ] %‘
Strongly approved ...........c000... -5 ‘
Somewhat approved ... ...iceeecees cee 4 . -
Didn't aPprOVe/dlsapprove .......... 3 -
Somewhat disapproved ...... e e e 2 . )
Strongly disapproved ... ceeccccacns 1
31. Did a union represent the workers at the company where
you were employed as an apprentice?
YOS teeeeeccencasosasenas 1 o
NO cceceeeeceecccassnscons 0
32. For how long were_ you empryed as an apprentlce during .
. high school? -
\
‘ weeks @ ¢
33. When school was in sessior, on the averade, how many

hours did you work per week? .

hours per week-

—~— .
,3Q; During the summer before your senior year, were you
employed as an apprentice?

35. While you were still in high school, what do you estimate
was the total amount of monéy that you earned as an appren-
tice before deductions?

> e

S - tpt;! earnings .




v

. 36. While you were a student apprentice, did you discuss
problems ydy were having on the job with teachers, coun-
selors Qr dther members of the staff at your high school?

Yes ® 00 000060000 00000040 e0 l\ "

No [SKIP TO Q. 39] .veees O

37. What types of problems did you discuss with staff members
at your-high school? [READ CATEGORIES TO RESPONDENT]

Skill-related problefns
(for example, difficulty
in performing the tasks
required) secececccesssscrscrcecsnss 1

Work adjustment problems
(for example, difficulty
in relationships with
supervisors or co-workers) .eeeeees 2
Both skill-related and - o
work adjustment problems sesseecees 3

Other problems (épecify?

0000000000004

38. Were the staff members in your high school usually helpful
' in resdlving these work. problems?

z YeS oooooooo’o’oooohooooooo l I3 -v
NO .,..........‘.......’... 0 ‘ °t

.39. Are you still employed in the job you had as a student °
. apprentice?

Yes [SKIP Td Q. 45] ...00 1 . |

NO ® 0 00 000000000 000000000 0

:40. Did yQu resign voluntarily, we;e you fired, or were you
o laid off for lack of work?
. Resigned .'0.'....0.'.'...."0.‘3"'.. l
< Fired [SKIP TO Q. 43] ¢ceevvnnneroes 2
Laid Off [SKIP TO Qo 43] ® o 000 0000 00 3

Other (Specify) .

S

»

»




41.”

‘n

42,'

43.

44,

A

-

For what redsons did you leave your apprenticeship position?

(1) . ' -

(2)

(3) , ~

What was the most important reason? [CIRCLE APPROPRIATE
RESPONSE NUMBER ABOVE] (

For the following, I would like you to indicate your -
level oflgatisfactlon with each of the following aspect’s
of your apprenticeship experlence. [ SHOW RESPONSE CARD

-TO RESPONDENT]

N

o ‘Very Dis- Dissat- Satis-  Very
’ Satisfied isfied: fied Satisfied
(l) Rate Of pay s es e 000 e l ‘\% 3 A ‘4
- Y e L
(2) oppdrtunity for "
advancement e e 0000000 l - 2 3 4
(3) SuperViSion o’o o000 000 l 2 . / 3 . 4
(4) Recognition for /
doing a good job .... 1 2 3 4
~ N .
(5) On the job in- ' » ‘ \\ ‘ //«//
Struction L] ® o & 0 0 0 l 2 A 3 4
A 7*p* : _ .
(6) Sense of accompllsh— . ) .
ment in the* job .v... 1 2 3 4

Did you leave your apprenticeship before or after you

graduated from high school? T ‘ “
Before [SKIP TO- Q. 46] seeeosesrsooos 1 ' /
After ..........’............“......... 2
. . Y W )
~ : v
Q ™
/ } .
14 -
. -
v,
f‘(,r) g

L ST




45.

46.

47.

48.

49.

50.

- 51.

After you were gpraduated from high school, did you
regularly attend classes or receive some other form of
instruction (for example, a correspondence course) in
conjunction with your apprenticeship? -

s

' Did anyone from the school' or from the organization spon-

soring the Youth Apprenticeship Project visit 'you at your
worksite after you begah working as an apprentice?.

Yes ceceeennn e eseesceas ; 1

«Who visited you at the work site while you were a student
apprentice? [READ CATEGORIES TO RESPONDENT]

Someone from the school ......... $... 1

Someone from the sponsoring -
organization........... ...l 2

People from both the school .

and the spénsoring organiza- .
tion ..... ..., Ceesecesesacanaene 3

What would you éay was the most important benefit or ad-
vantage of being a student apprentice? i

\

r Ly

What would you say was the most’ important problem or dis-
advantage of being a student apprentice?

4

\ 2

T

]
Would you recommend apprenticeship to a friend?

-
)

r

As a result of your. appreﬁticesh;p‘experience during high
school did. you change yqur career plans in anyway?




52.

53.

In what ways did you change your career plans as a result

of your apprenticeship experience? N
(1) - {
L4 " . -
i -
(2)
(3) S : ° .

One of the objectives of the Youth Apprentlceshlp Project
has been to help students™®o make the transition from school
to work. How successful do you think the project has been
in accomplishing this goal? [READ CATEGORIES TO RESPONDENT]

Very successful .eeevcecicecennaens

4
Somewhat successful .c.ccevescensne 3
Not very successful ...ceetcevesoane -2
Very unsucCessful (a failure) ..... ‘1

Not counting your employment as an EErentlce did you
have any other paid employment durlng hlgh school? Do

,-not include "occasional work" such as mowing lawns,
baby31tt1ng, or raking leaves. Do incude any "regular

jobs" such as delivering newspapers, working in a res- {
taurant, or working at a gas station.,

Yes [SKIP TO Q. 567 +..... 1
No [SKIP TO Q..57] .v..ee.. O

i
<

" * Cyiy ~ N
.



. . < D
b SECTION III. EMPLOYMENT EXPERIENCES ~////

¢ > °
f .
\ > . N s

55. bid you have any paid employment during high school?
‘Do not ‘include ."occasional work" such as mowing lawns,
baby31tt1ng, or raking leaves. Do include any "regqular
jobs" such as dellverlng newspapers, working in a res-

Yes ...ttt enanns 1 ‘

56. How many different regular jobs did you have durlng the

time you were in high ‘school? ¢

jobs

57 . At he present time, would you say that your primar occu—
b4 p Y
pation or activity consists of being a student? For example,

» are you currently enrolled in an elducational program on a
full-time b#fsis? .

)

U . YeS teeeeeecens "Ni ....... 1

- -~ No [SKIP TQ Q. 591 ...... ‘ 0 3
' 58. What type of aegree do you finally hope to obtain- upon
s completion of all your sgydieg? .

: Associate degree [SKIP TO Q. 72] .... 1
Ly * ' Bachelor's degree [SKIP TO Q. 72] oo 2
. . Post-graduate or professlonal .
degree [SKIP TO Q. 72] vevevernnnsn 3 oo

Some otHer degree (Specify):
[SKIP, TO Q. 72 ... 4

No d?gree sought [SKIP TO Q. 72] .... 5 _ , \
59.. Aré you currently employed? ) . N
' N
" Yds [SKIP to Q. 61] ...... 1

No. ------ ® s 0 00000 ---.-0-0

. 17 /‘\

' ‘ ( "




60.

61 .

62,

63.

64,

66.

: o
What is (was) your current hourly wage? -

Have you been -employed at any time since high school?

Yes o
No [SKIP TO Q.

[QUESTIONS 61 THROUGH 75 REFER TO THE CURRENT JOB FOR
EMPLOYED RESPONDENTS, OR THE MOST RECENT JOB FOR YUNEM-
PLOYED RESPONDENTS ]

v .
What is your current {(most recent)foécupation?

-

Please descrlbe in two or three sentences What you do (4did)

«in this occupation.

.

(R

C o T T
< -~
v . .
)

How many weeks have yo held (dl(? you Hold) your current '*&
(most recent): job?

[y

\weeks \ ’ .
*

Are (were) you, paid baseﬂ upon a fixed hourly\wage, or
weekly or monthly salary, or are (were) you pald on some

other basis?
»

) Hourly wage ........icvvvnnes Ce oo s 1
° Weekly or monthly salary co. ’ *
[SKIP TO Q. 67 .......... e et e s 2
other basis of pay [SKIP TO ‘
O. 69] ittt s 3

$ : per hour

What was your starting hourly wége'hith this employer?

$ per hour [SKIP TO Q. 71]
N ~—
C( 3
- 18
4

LN




”m444____________________—7T————————;;—------,-IIIIIIIIIIIIIIIIIII

67.

68.

69.

70.

71.

72.

73.

A . . (
What is (was): your current weekly or monthly salary before
deductions?

( s
$ per week
$ per month
Wwhat was your starting weekly or monthly salary with this
employer before deductions? \ .
. ’
$ per week [SKIP TO Q. 71]
$ per month [SKIP TO Q. 71]

Please explain in detail the method by which your pay is

‘dfwas) calclulated. ,\‘

r

Please estimate for me your average weekly or monthly
earnings from the job before dedugtions. .
. RN

S per week ¢

$ per month T

o

~On the average, hqx many  hours per week do (did) you work
on this job?

hours per week

> L
In addition to your current (most recent) primary occu-
pation which you have just described, do (did) you cur-
rently (concurrently) engage in any other work activities?

Yes ittt ittt feeee 1 N
No [SKIP TO Q. 75] .vve... O

Please deséribe your other work activities. ) i

19
s

o

D
W




74.

75,

76.

77.

¢

Please estimate your average weekly or monthly earnings
from those other work actly}tles before deduc’kons

For the following.

. $ :

per week

: &
$ per month

»

-

I would like you to indicate your

level of satisfaction with each of the following, aspects
of your ‘current (moSt recent) job.
TO RESPONDENT]

(1),

(2)

(3)
(4)

(5)

(6)

[ SHOW RESPONSE CARD

’

. Very Dis- Dissat- Satis- Very.
Satisfied isfied -* fied Satisfied

Rate of pay 1 2 3 4
Opportunity for ' -
advancement - 1 2 3 ' 4.
Supervision 1 2 T3 ’4
Recognition for Ty
doing a good job . 1 2 3 . 4
On the job in-
struction i 1 2 3 4
Sense of accomplish- )
ment in the job 1 2 3 . .y -4

-

Excluding your current (most' recent) job, have you had

S

any other jobs since high school? A

.

® 0 6 06000 000000000000 000 1

LECEL R B O

4

Yes
No [SKIP TO Q. 78]

How many other reqular jobé have you held since-high'échodlz

jobs

20

{‘)f’l)

}



78. Based upon your experiences since high school, what do you
think are the major problems you faced in making the change
from being a student to being a worker?

&
i (1) ‘ ! g

— - y

. (2)

(3)

~

79. What do you think is the most important problem that you

. faced in making the change from being a student to being
a worker? [CIRCLE APPROPRIATE RESPONSE NUMBER ABOVE]

80. As a result of your‘work—related experiences since high /
school, have you changed your career plans- in any way?

-

~ . YeS @ 0 0 400 0 0.0 00 0 0 6064060606 000 1
\” No [SKIP TO Q. 82] ...... O : _

. . ] .

81, In what ways have you chahggd' career plans as a re-

sult of your work-related experiences -since high school?

(1y . ’ )

(2) R \/ S0 3
g > . ) P
. e AN
(3), ' »
%')
N , -




SECTION IV. DEMOGRAPHIC/FAMILY BACKGROUND

»

In this last section of the intervieé, I would like to ask some

qﬁestions about you and your family background.

82,

N,

83.

84.

85.

86.

'87.

-

Sex of the respondent. [INTERVIEWER. OBSERVATIQON]
. s 5
Male S @ © 0 0 0 00 0 0 0 0 000000 o0 l h

F ® 0 0T 0 00 0 0 0 0 00 00000 0o -
eTale . 3 0 . , & '

«wWhat is your year of birth?

year/ -

What is your racial/ethnic background? [READ CATEGORIES \ r

TO RESPONDENT] » C:’
American Indian or Alaskan Native ...
Asian or Pacific Islander ceeeceeaeas
Black, not of Hispanic origin .&..9..
Hispanic ® 0 0 5 0 0 0 0 00 BT B O OO O O e e 0o
White, not of Hispanic origin .....:.

Vb W+
4

What was the total 1ncome of both of your parents during your
last year in high sghool? [IF NECESSARY, REMIND RESPONDENT OF
OF THE CONFIDENTIALITY OF HIS/HER RESPONSE] ’
2 . T
S parents® total yearly income . o

¢ Don'tknow 000000.00-00000001.08

How many members .were thege in your family (either 1living .
at home orsin-school full-tlme) during your last year of . Y
high school, including yourself? .

family members -

What was your county of res1dence during your last year of
hlgh school? . ' . . (

) coﬁnty -




If we~were to follow—up on_your employment status one year from
now, what two people would know,your address at that time?

'
)

(1) Name’ . . .

-

i Address : .
. - (No.) (Street) (Apt. No.)

(City) (State) . (Zip)

Telephone ( )
(Area)

(2) Name.,

>

Address

(No.) | (étregt) . (Apt. No.)

(City) (State) ;} (zip) .

Teléphone «( ")
(Area)

Thank .you very much for your cooperation with our study.
» ° .
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£ OMB# 44-S-80004 .
fg . ‘Expires January 1981

CSR, Incorporated .
805 15th Street, N.U., Suite 500
Washington, B.C. 20005 D @

(202) 842-7600

-

EMPLOYER/SUPERVISOR
INTERVIEW SCHEDULE

INSTRUCTIONS - . '

»

This interview schedule consists of two sections:”

® Section I is addressed to the employer, that is,

the person who made the decision that the company
would participate in the Youth Apprenticeship

‘ Project. Usually, this person will have signed
for the company on the apprenticeship standards
which were submitted for registration. Frequently, -
this person.also will have signed for the company
on the individual apprenticeship agreements which
were submitted for registration.

°® Section II is to be completed by: the supervﬁéof’of
the apprentice(s), that is, the person directly .
responsible for monitoring and evaluating. the job
performance 'of the student apprentice(s).
. ‘ ] %
At many smaller companies, both sections will be completed

)
.

by the same person. At some larger compaﬂies, the two sections

5

Will be completed by two different respondents. In isolated

insténces, theré_may be one respondent for ‘Section I and more
. R (4 Y

than one respondent for Section II. '

~
)
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-

~study of thgwimpacts of a'local Youth Apprenticeship Project.~ We

ar'e interested in Y6G;~views concerning your ‘company's experiences
¥

"stuay is authorized and funded under the provisions of the

Comprehensive Employment and Training Act of 1973, as amended in

‘df Labor in making decisions about policy and programs related

INTERVIEW INTRODUCTION < _

Hello, Mr./Ms. : . My name is

e '

I'm with#CSR, Incorporated, a national research firm. Our company

is under-contract with’ the U.S. Department of Labor to conduct a ' .

: . o
with this project and concerning the apprentice(s) who have, worked

®

for your firm as a result of the project. ) T
The'infbr;ation £hat you provide will be held in confidence’

by CSR, Incorporated. This meaés that C%R, Incorporated will not

reveal your individuql identity as the source of the informatfén

you provide Qifhout your prior written consent ,gexcept as reéuired

by law. This confidentiality of your individual identity is

protected qnder.the provisions of the Privacy Act of 1974. This

~ .

1978. S . 4 )

»

kesults of the study'will be uéeful to the U.S. Department
‘ Q

‘ &~ . -
to school to work transitions and youth employment. = Consequently,

youfgvoluntary cooperation in gompleting this interview.will be

.

gfeatly‘appreciated.

S : ‘
-

v

IF TIME IS INCONVENIENT, MAKE AN APPOINTMENT FOR A TIME WHEN °

" THE RESPONDENT CAN COMPLETE THE "INTERVIEW. ®

t

l
l
l .
l
l




This study is authorized by the . _ :
Comprehensive Employment and ’
Training Act, as amended, P.L. 95-524

SECTION I. EMPLOYER INTERVIEW

A . . . "

\

- , / . »
I would like to start by asking you some guestions about how

5

.and why you got involved with the Youth,Apprenticeship Project.

V< .
. , 4
1.  How did you -first hear about the Youth Apprentlceshlp
Project? .
" Project director .s..icecieeccnsecaees |1
Project staff member ......co0ccees0e 2
Teacher, counselor or coordinator
from a high school ..ccseeesseeassn 3
R Student working with the company .... 4 P .
) Another employer ....cccceeccecnsccces 5
’ Organization of which a member ...... 6
- . Newspaper/radlo/TV O
. Other (Spec1fy) . eess 8 .

.

2. What spec1f1c aspects of the project 1nterested you megf’
as an employer? ! ’

(1)

f I

ot (2).

(3) "~ | :

. 5 -
3. Of those aspects you have mentloned, which one was
’ the most important in your decision to~part1c1pate
in the project? [CIRCLE THE APPROPRIATE RESPONSE

., NUMBER ABOVE] b .

4.\ Would you have participated in the program had stlpends not

been available?
v \

Yes ....:.......‘:....;.... 1
* No oo‘ooooooooooo"ooooooooo o




In general, then, how important was the-availability of
stipends in your decision to participate in the program?
[READ CATEGORIES TO RESPONDENT]

sVery important seeeeecsscescccseoes

Somewhat important eseeesscescccsces

Not very important ...eeeeeesscecss

Not' important at all sceecescoocsos

Did you ‘have any initial reservations about participating- -
in the project? R )

Yes ........‘......'........ l"
NO [SKIP TO Q. 8] L] ..-..... O
=~ :
What wetl your initial reservations?

I

(1)

(2)

+

(3)

Were you already aware of apprentlceshlp as a formal
system of training?

&

YeS s es i esevesves s is e

1
No [SKIP TO Q. 10] .vvvvee O

What was your source of knowledge about apprentibeship?
Typical form of training in my business ...... I
Was a former apprentice myself .....eveveeeees 2
Company already had an apprentlceshlp
PrOJIraM «oeossvssccsanssnscisonsososonsnnnons "3
Had been approached previously about .
registering an apprentlceshlp program .. 4
other (Specify) .




o\

10.

11,

12.

13.

15.

16.

. 14

v

Were you made aware from the outset that employers were
expected to retain the apprentices after graduation?

Yes [SKIP-TO' Q. 12] vuvvvennnnan. 1 ,

NO ® 9 6 0 00 00 0 00 0000000000008 0000 0 ’

When were you made aware of this feature of the project?
. - € . '

v - . .

3

Were you also made aware from the outset that stipends °
for the student~apprentlces“would_cease_at graduatign?

o8

Yes [SKIP TO 0..147] veeieeeeeenas 1,
2 L R 0 '

. ) /
When were you made aware of this fact?

?G'

HéCZj}ba requested stipends in the total amount due you?
]

Yes [SKIP TO Q.- 16] vivvveeeaeena. 1

NO +vvmrtrriiiieniiittsennnness 0
t . ‘ .

'What have been the-01rcumstances in which you have not
requested the full amount of the st1pends°

(1)

0¥

. v'Q'
(2) . 13 . Om 7 °
‘ P ’ 2
o : ] * °
(3') " S ’ ” :
o ] 0 * .
., B & ° a .
Are you aware of the Targeted Jobs Tax Credit which is
- available to employers who hire gooperative education. '
students and members of other sPec1f1c target groups?” ;
Yes .'\---------.-.-:-..---' l' ‘ ’b

No [SKIP o Q. LB] ceseese O

Have you taken,advantage of thls ‘tax 1ncent1Ve or do you
.pPlan to take advantage of it based upon ybur employment of
student apprentices? R . ,

_Ygs ,’ll-------l‘----‘-’--.---l l
. NO -ﬂ-------------l---g"-- O N -

,

oo

. ,
e e ’ . o 6 < . L.
I

')": . . ‘v".
LU‘} '/' Oé )

- B . - },‘ » ..f-??\

: » . .
¢ o ; : .
\




18. 1In, general, do you think some form of flnanc1al incentive,
such as a direct subsidy or a tax credit, is necessary to
- motivate employers to hire student apprent1ces°

Y- U B e

S

. NO ® 6 0000000000000 0s0s0000e0 0 . ’ L

19. Would you briefly describe the kind of business in which
your company is engaged?

:Q .
. (/ . <
| '20.  Prior to yo company s participation in the Youth Appren-
. ticeship Pro}ect, did your company use registered appren-
ticeship to provide training:in any occupations?
b £-Y- S 1,
. No ’.o_-.o...-h.._.......oo.. 09., -
- \
! 2l. When you registered your apprenticeship program(s) under
. the Youth Apprentlceshlp Project, did you have to modify
the work processes to flt the circumstances of your firm?
YeS veeeeereennereennnnnes 1
; No [SKIP TO Q.23] ........ O
22. In what ways“did ‘you modify’the work processes? ¢
(1), ‘ '
v ‘ F'Q. ‘ LY 3
- - s
(2) - * _
', -(3) “ i ad .
. ) , e [
\‘ . 4 ¥ 0
» '
. 23. How many registered apprentlceshlp programs do you now have
. ! in your company; that is, for how many di <Trent occupations
. .+ .'do you currently use apprenticeship as Qf training?

.

occupations




27.

" 28.

30.

31.,

32, -

®  No [SKIP TO Q. 2§] teeeenen. O-

’ $ &
Are your employees represented by a union?
Yes ® & 6 0 0 0 00 0 0 ® & 6 0 0 0 9 0 0 [ ] 1'.
A NO..-.--.. ------ ® o &0 0 00 0000 O .z

What is the total number “of student apprentlces that you
have. hired through the Youth Apprentlceshlp PrOJect?

student apprentices

Do you currently have emplpyed‘ﬁhder.the Youth Apprentlceshlp

Project any student apprentlces who still are igh school?

-

YES 4 evfevsececsoacsoanannses 1:

How many Youth Apprenticeship Project student:apprentic .
who are still in high school are currently in your employ?

student apprentices

. . Do you currently have employed any former student apprentices,

originally hired under the Youth Apprentlceshlp PrOJect, who
have graduated from hlgh scﬁool? ] b

i k)

éYe . 'QQOOO.IO;II l‘ll'l.. 1;
[stp TO Q 32] ceeeees 70+
How many graduate You
apprenticves are curren
. " . .
apprenti es’ 1 ) : o
. ‘J“,} LQ‘_ K} >

Are there any arrangments tzé/fﬁggelapprentlcea who have -

graduated frpm high school recelve some form of related
instruction as part of the cont;nuatlon of their apprentice-
Shlp? . .

Apprentlceshlp Project studént

_y in your . employ? ‘
9} ,

¢ - >

¢ 'Yes I/\l".:‘-“‘ll"‘ll‘l‘.‘.l \1' \“" *
No ‘%\ ‘l““l“‘l:l‘l‘l‘l d"'-

-~

Dlsregardlng for the moment certain specific features of

the Youth Apprentlceshlp Project sycf*as provision of subsi-
dies and employment Qf in-school youth, how satisfied are
you with registered a prentlceshl as A general system of
training? [READ CATEGORIES TO‘RE PONDENT]

- <

¥ Very satlsfled'........,.....\....., 4
Somewhat datisfied ......ceevveseceees 3 .
* Somewhat dissatisfied ....... EERERE 2
Very dissatisfied ® % 09 00 00 8 e 0o "0 L] 1 ‘
s 8 . o .
. 3
13 “y 4 = ‘
1 L., 14

3




Z\ -
. [ )
. 46"'
~ . . . “,

'
33. Do you currently regard registered apprenticeship as a

¢ permanent and significant component of your company's
approach to training?

YeS ® 06 0000000000000 e s s 00 l' t
NO .eedenivenns e e ens s 0

@

34. Since you began participating in the Youth Apprenticeship
Project, have you e¥er been contacted by a representative
from the Bureau of Apprentfbeship and Training of the
U. S. Department of Labor?

pa—g

Yes c.veetieenns ::'\L;Ai*' 1
No [SKIP TO Q. 36] ....... O -

35. How helpful wgs this person'in matters relating to your
apprenticeship program? [READ CATEGORIES TO RESPONDENT]

Very helpful .....‘..:.... 4 _
X - Somewhat helpful ......... 3 ‘ '
"* Not very MRelpful ......... 2: - :
~ Not helpful at all ....... 1 .

N .
36. One of the objectjves of the Youth Apprenticeship Project

"has been to help students to make the transition fpom .
school to work. How successful do you think the project
has been in accomplishing this goal? . [READ CATEGORIES TO

RESPONDENT] -
y Very successful ......... ceeoen ceees 4
‘ " Somewhat successful R e 3 -
Not very, succesgsful ..... ceevseavans . 2
Very unsuisessful (a failure)...... .1

37. what do you think,azé/;;;‘major pro%leﬁs which students

- face in making the transition from school to work?
) \/ 1.-. - ’ N '.
(1) : .
. (2) L
B [N
C S

~¢(3) = . A : T

38. Which one would you say is the mostiimportant problem that
students face in making the school-toxwork transition? ’
[CIRCLE“~THE APPROPRIATE RESPONSE NpMth\faoVEJ

> : ’

y -

L4

9 .
/ 2 S




—t
l #
®
39. looking back over all your experiences with the Youth
Apprenticeship Project, what woulgxyou say has been the
best single feature,of this project from your standpoint
as an employer?
: S
Pl
t 5
. A .g}
- , . . .
40. What would you say has been the worst single feature of
this project from your standpoint as an employer? .
- . 7 '
R x B N
41. As a taxpayer, would you favor or Qppose continued expendi-
- tures of Federal fynds by the Department of Labor for .
" Youth Apprentlceshlp Projects such as the one with which
. you cooperated? .
f
“FavorL...-.--..?y.......-...-..-:.... 2
P S =) oo T I I S S |
42;‘ All things consideréd how satisfied have you been overall
with the Youth Apprenticeship PrOJect° [READ CATEGORIES TO
RESPONDENT] . . '
L ) Very SAtiSfied veveneesverrnneneenne 4
Somewhat satisfied .........0. 0000007 3¢ :
Somewhat dissatisfied .....ceveeeee. 2
< " Very dlssatlsfled R I |

43. As a result of” your participation in the project, have you
recommended! the Youth Apprentlceshlp PrOJect to other

) employers? ‘ , . o -
YOS creeereencesccacoacens 1 i
NO )......“...--Q....s...-'.. O , .

44, Compatred to other young people who have worked for this:

company, »do you-think student apprentices generally are i
better than most others, about the same as, gor worse ‘than
»

most others? ' .. . {
. Better than mMOSt «e:veveeeonesasass 3 )
«<About the same as mMoSt ....%v...e.se 2
. Worse than most . ieceeeeeeeecceeons 1
- 10 .




Now, if you don't mind, I'd like to ask you one other question_
about yourself.

45. To which one of the following racial or ethnlc groups would
) you say that you belong? [READ CATEGORIES TO RESPONDENT]

American Indian or Alaskan Native ..
Asian or Pacific Islander ceececcanse
Black, not of Hispanic origin ......
Hispanic ..ciieeetieeeeeeetronecnnnsas
White, not of Hispanic origin ......

46. Sex Of respondent [INTERVIEWﬁk'OBSERVATION]

Male .cietiieeenesnancececccconcnnnna
FEMale .ceeeeeececeeascocensnaooonnas
47. Records maintained by the local Youth Apprentlceshlp

Project indicate that the following apprentice(s) has
(have) been employed by your organization. Would you
please tell fle who has had direct responsibility
for supervising the performance of this (these)
apprentice(s)?

_.NAME(S) OF APPRENTICE(S) . _NAME(S) OE“S&}PERVISOR(S)
[TO- BE COMPLETED PRIOR TO [TO BE .COMPLETED DURING
INTERVIEW] J . 3 NTERVIEW] .

(1) 1)

(2) (2)
(3) (3)

24

1; [IF THE EMPLOYER HAS HAD DIRECT RESPONSIBILITY FOR SUPERVISING
< THE APPRENTICE(S), PRINT "EMPLOYER" WHERE THE SUPERVISOR"S
NAME IS REQUESTED AND SKIP TO Q. 48 IN THE. SUPERVISOR
INTERVIEW SECTION. IF SOMEONE OTHER THAN THE EMPLOYER HAS
HAD DIRECT SUPERVISORY RESPONSIBILITY, ASK THE EMPLOYER'S
PERMISSION TQ CONDUCT A BRIEF INTERVIEW WITH EACH SUPERVISOR

“ AND ARRANGE A TIME FOR THE INTERVIEW(S) THAT IS ACCEPTABLE
TO THE EMPLOZER ] -

~

-




L ~' ’ &

. \ 'INTERV&EW INTRODUCTION [IF APPROPRIATE].

- - '

Hello, Mr./Ms. - . My name is .

I'm with CSR, Incorporated,’ a national research firm. Our

-

company is -under contract with the U.S. Department of Labor to

. -

conduct a study of the impacts of a local Youth Appréntfceship

Project. We are interested in your views about this project

[

and the student apprenEice(sf you have supervised.

—

'The information that you provide will be held in confidence

.by CSR, Incorporated. This mea§2°that CSR, Incorporated will

. not reveal your individual identity as the source of the infor-

mation you provide without your prier writtén consent, except
/7

L]

as required by law. This confidentiality of your individual o

)

identity is.protected under the provisions of the Privacy Act
h 5° of 1974. ‘This study is authorized and funded under the . ‘! i

provisions of the:Comprehensive Employment and T;aihing Act

~of. 1973, as amended in 1978. . . ;

Results of the study will bé useful to the U.S. Department
‘of Labor in makiﬁg decisions about policy and programs related-
to school to work transitions and youth employment. Consequently, o

§our voluntary cooperation in completing this interview will ‘be

greatly appreciated. . N

- - 13 - . 3

O LY .
’ /
. ° L
> ad T .
|
|
|
|

IF TIME IS INCONVENIENT, MAKE Aﬁ/ApPo;NTMENT FOR A TIME WHEN THE

-~

[
I
|
-
I

* RESPONDENT 'CAN COMPLETE THE INTERVIEW . _—




<

This study .s authorized by the
Comprehensive Employment and
» Training Act, as amended, P.L. 95-524 . 4

A

SECTION ITI. SUPERVISOR\INTERVIEW . *

§ . . .
tQUESTIONS 48, 49, AND 50 REQUEST WORK PERFORMANCE EVALUATEONS
FOR 'THE " APPRENTICE(S) IDENTIFIED IN QUESTION 47. IF THERE IS
MORE THAN ONE SUPERVISOR, ,COMPLETE THE WORK PERFORMANCE EVALUATION
QUESTION WITH EACH ,SUPERVISOR AND COMPLETE QUESTIONS 51 THROUGH
57 ONLY WITH THE LNST SUPERVISOR INTERVIEWED. ]

48. (1) How would you rate the job performance of [PRINT THE
APPRENTICE NAME FROM Q. 47 (1)]
on each of the following attributes? EGIVE RESPONSE
*CARD TO RESPONDENT]

>

E

.

' = Excel -
Poor Fair Good 1lent .

-

(a) Work attitudes ......c0.0.. 1 2 3 4
. (B) Skill level ...iceeenneenne .1 2 3 4
(C) Ability %o learn ...... eeee 1 2 3 ' &
{D) Cooperation S 1 2 3 4
(E) Punctuality “..ceeeeeceneon. 1 72 3 4
(F) Following instructions .... 1 2 3 4
(G)  Relationships with co--
- WOrKersS ...seececannnscns 1 2 3 4
(H) Self-initiative ......... R | 2 3 4
(1) Pride in work .........eve. 1 2 3 4
. (J) Overall. per formance ...%W.,. 1 2 3 4
. S -

(2) What is the trade of this apprentice? .

-

4

. . ' ,
(3) What is the apprentice's current status? [READ
CATEGORIES TO EESPONDENT] .

*Still employed at the company .3 ,
. Voluntaty termination ......... 2 .

o Involuntary termination ....... 1

. (4) What was the major reason for the termination? [IF
APPROP,IATE]‘

A~
Doﬁ't KNOW «evvvnrenn. .,: ...... 8

[IF oONLY ONE APPRENTICE, SKIP TO 0. 51]
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(2)

(3)

(4)

How would you raté the job performa%ce,of [PRINT.
APPRENTICE_ NAMB FROM Q. 47 (2)] )

on each of the following attr1butes° [GIVE RESPONSE
CcARD TO RESPONDENT] .

Excel-
Poor Fair Good lent

PN
s

(A) Work attitudes ...v.iiieva.n 1

) : 2 8 4
(B) Skill level ...iiieveennann 1 2 .3 4
(c) Ability to learn ..ecoeesens 1 2 3_\ 4
(D) Cooperation ...civeveevenns 1 2 3 4
(E) Punctuality ..., 1 2 3 4
(F) Following instructions .... 1 2 3 4
(G) Relationships with co- .
WOrKErS .ovivuvveeonances 1 2 3 4
(H) Self-initiative ..... SRR 1 2 3 4
(1) ‘Pride in work ... ceeeeoenos 1 2 3 4
(J) Overall performance ....... 1 2 3 4
What is the trade of this-apprentice?
What is the apprentice's current status [READ. CATE-
,GORIES TO RESPONDENT]
_ Still with the company ........ 3
Voluntary termination ..q...... 2
Involuntary termination ..:.... 1
What was the major reason for the term1nat10n° [IF
APPROPRIATE]
Don't Know.....oseevuvennnnnnennn 8
[IF ONLY TWO APPRENTTCES, SKIP TO Q. 51]
(]
.
4 -
¢
14
'y -
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_ 50. (1) How would you rate the job performance of (PRINT v
d . APPRENTICE NAME FROM Q. 47 (3)]
on each of the following attributes? (GIVE RESPONSE
CARD TO RESPONDENT]

3’

. . Excel -
Poor Fair Good lent

Work attitudes ...... "o

. (&) S | 2 3 4
(B) Skill level ..... e S | 2, °+ 3 4
(C) Ability to learn ....... B | : 3 4
(D) Cooperation ...%........ ,l,/’”ﬂij 3 4

d (E) Punctuality ...cniennn... 1 2 3 4
(F) Following instructions.. 1 2 3 4
" (G) Relationships with co- _
<~ WOTKELS tveenenennnnns 1 2 3 4
(H) sSelf-initiative ........ 1 2 3 4
(I) Pride in work .....e.... 1 2 3 4 s
(J) Overall performance 1 2 3 4

(2) what is the trade of this apprentice?

o

%

(3) What is the apprentice's current status? [REAR
. CATEGORIES TO RESPONDENT]

Still with the company ........
. Voluntary termination ..:......
Involuntary termination .......

N W

(4) What was the maj&r reason for the termination? [IF .
APPROPRIATE] !

- - 14
"

e

Don't KNOW +.vvevnvunneneneens 8

o
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[IF THE- EMPLOYER ALSO IS THE RESPONDENT FOR THE SUPERVISOR
SECTION, DO NOT ASK Q. 51-57. * IF THE RESPONDENT -FOR THE
SUPERVISOR SECTION IS SOMEONE OTHER THAN THE EMPLOYER, %
CONTINUE WITH Q. 51-57. IF THERE IS MORE THAN ONE RESPONDENT -

FOR THE SUPERVISOR SECTION, COMPLETE Q. 51-57 ONLY WITH THE
LAST SUPERVISOR INTERVIEWED. T

51. Compared to other young peoéla’whom you have supervised
while working for this .company, do you think the student
apprentices are generally better than others, about the
same as, or worse than most others?

Better than most e eeeeececceccnnnses
= ' . About the Same asS MOSt cee.eeeneeas -
Worse than mMost” .t e ceeeecccsscnssacs

=N W

52. One of the objectives of the Youth Apprenticeship Project
has been to help students to make the transition from school
to work. How successful do you think the project has been
in accomplishing this goal? [READ CATEGORIES TO RESPONDENT]

Very successful .....cccecccennnnns 4
Somewhat successful SNeeececeeecens 3,
Not very successful ............... 2
Very unsuccessful (a failure) .....’ 1

53. As a taxpayer, would you favor or oppose continued expendi-
tures of Federal funds by the Department of Labor for Youth
Apprenticeship Projects such as the one in which the high
school students participated?

. 54, What do you think are the majbp problems that students face
in making the transition from.school to work?

(1)

_— (2) -

(3) | . - ( T ————

x,
B

55. Which ok would you say is the most important problem_that
students face in making the school-to-work transition
[CIRCLE APPROPRIATE RESPONSE NUMBER ABOVE ]

-0
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Now, if you don't mind, I'd like to ask.you one question about -
yourself.

56. To which one of the following racial or ethnic groups
* would you say that you belong’ [READ CATEGORIES TO
RESPONDENT ]
)
American Indiam or Alaskan Native ....... 1
' Asian or Pacific Islander .,............. 2.
Black, not of Hispanic origin ........... 3
Hispanic ....f........................... 4
White, not of Hispanic origin .........:. 5

<L

57. Sex of respondent [INTERVIEWER OBSERVATION]

Male L R R I I R I I I l A
FemMale ..ttt it ennnensensnnnenneas 0o -

Thank you very much for your cooperation with our study.
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