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PRIVATE SECTOR VIEWS OF VOCATIONAL EDUCATION: A STATEWIDE:EMPLOYER SURVEY

- - - . -

As the political and econonic ‘climate changes, ng; 1nformatron needs )
arise so that eéducators,.legislators, e%ployers and the community can be. ;
better informed 1n planning vocational educatnon programs or modifying ‘
-existing ones. 1In Oregon the Department of Education identified-a need e
to determine: employer perceptions of the quallty of existing vocational
educatlon programs and of the adequacy of preparation of students being
oo tralned “the types of. current and desired employer participation in
L vocational education, and employer perceptions of deficiencies noted in a

o

.substantial number of new employees in their businesses. This paper ' - .
“describes the. procedures used and findings resultlng from a study : °
designed to address these 1ssues. Both the procedures and findings , Lo
should be useful to. vocational educators in the states faced with similar
concerns. < ' ' '

< .

q

Several lrmrtatrons in previous studies of employer views on vocatronal
education have been noted and an attempt made to correct these in the
-present study. Previous studies have generally focused on only one or

" two delivery strategies for programs and thus did not allow a comparrson
of employer perceptions across various delivery strategies. In the .
present study, our advisory committee felt it important that we examine - _‘ S
vocational training provided through high schoeols, community colleges,
private vocational schools, and employment and training programs.
Another limitation in some previous studies has been to survey only thos§
employers where vocational education students gave permission. Thus a .
positive bias is built into such responses cince a student who felt he or,
she had not performed well would be unlikely to request an employer
rating. This study avoided this bias by surveylng a stratlfled Tandom
sample of employers throughout the state..

A third limitation of employer surveys.that are intended to reach a
cross-section ‘of employers throughout a state is the problem of
1dent1fy1ng a valid and current data base of employers that are organized
* by size of company and Stindard Industrial Classification (SIC). The
most complete listing of employers is-the-official, but-confidential,
record maintained by the state employment division. This record is based
on all employers from whom -unemployment insurance is collected. This
includes government, nonprofit agencies, and the self employed. In order !
to use such a listing without violating confidentiality requrrements, we
contracted with the Oregon Employment Division to draw the stratified

- random sample (described in the methodology section), mail out the
surveys and follow up mailings, collect the responses and prepare a data
tape that did Qot reveal the name of any employers surveyed.
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‘Study Limitations . ' 4 s .

Although we were able to avoid some problems encountered in earlier

employer surveys, we encountered our own set ‘of 11m1tatlons. The surveys
were mailed "to a stratified random sample of employers but no personal

‘‘names were attached,so we were not sure which persons within a company

completed them. Based on telephone calls of those having. questions about
the survey most respondents in the larger firms were personnel offlcers./
A number of the employers had. difficulty in completing the 'survey e1ther
because the were unfamiliar with vocational ‘education or because they -
were unaware of which of their employees-had received vocational t:eihing
and which had not. However, ese observations themselves were impbrtqnt
-‘because they indicated a general unawareness of vocational educetiqn

. programs and those receiving such training. s

Despite’a postcard follow-up and a second mailing of the furvey to
nonrespondents, the overall response rate to the sutvey was only 48
percent. Limited time and resources prevented the Employment Service
Division from being able to conduct telephone calls to a sample of
nonreSpondents to determine their reasons for. nonresponse. Based on
stelephone calls received from employers, however, the most’ frequently
stated reasons for not responding were that their business hired no

vocationally trained people or because they were not familiar with
vocat10na1 educatlon.

..

‘The limitations of mail surveys were balanced in this study with personal
on-site interviews by staff from the Northwest Regional Educational
Laboratory (NWREL) with personnel officials and on-line superviscrs in.

the largest companies in Oregon. ‘The findings from these interviews are
reported later.in this paper.

Reséarch Methods / ‘ . ’ .

This study was conducted by the Northwest Regional, Educational Laboratory
(NWREL) under a contract with the Oregon Department of Education. The
design called for a mailed survey. to be used as Wwell as personal
interviews with the teh largest companies in Oregon. The surveys'were N
mailed to a stratified random sample of 1,500 employers throughout the -
state proportlonately stratefied by Standard Industridl Classxflcatlon
(SIC), size of company and 16 geographic regions of the state
(corresponding to communlty college boundaries) . The Oregon Employment

_Serv1ce was contracted ‘to use their current records for drawing the

sample proportionately to the total population of 67,000 employer: unlts
within the state, To preserve confidentiality of the records, the
Employment Service also mailed and collected completed response.

In addition to the 1,500 randomly sampled employer units, 140 additional
employers were surveyed. These latter compan1e§ were -nominated by the
community. colleqes throughout_the_state_as_employzng_the_largest-number

- of VOCatlonal education completers." Nominations were recelved from each
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of the community colleges. Th1s list of 140 employers was checked o '.' : A

.~ against the randomly sampled llSt to assure . no dupllcatlon of malllngs.

Because ten compan1es in Oregon’ employ over 55 000 people, it was felt
important to. xe\personal interviews with both the personnel,offlclals

“and superv1so s in each company. All ten cOmpanles were contacted by
letter and telephone. - :

The draft survey and interview guiderwere developed by NWRLL and reviewed
by the. Oregon Department of Education and a project adv1sory commlttee.

" The advisory committee consisted of representatlves from business and

‘industry, .community colleges‘ high school vocational programs, employment
-and training programs, the state leglslature Oregon-Department of
Educatlon, Oregon Occupational Information Coordlnatlng Council, the .
State Advisory Council. for Vocational Education, the Economic Development
' Council, and the State Employment and Training Coordinating Council.
-Because the results of this study hrave 1mp11catrons for many groups in
Oregon, it -was 1mportant to have broad representatron on this adv1sory
committee. The committee will meet a second time to review draft ’
findings and help .us explore recommendations. The rev1sed mail surgey

and interview guide were pllot—tested and final corrections were then
made.

- . . !
& . -

_Flndlngs

The flndrngs from this study are d1scussed in two. parts--first the
interviews with the largest employers and then the mail survey. findings.,

Employer Interview Findings - L o

The NWREL staff completed interviews with elght of the ten largest
companres in Oregon. . The identification of those companles was based on
records maintained by the Oregon Employment Division. The Division sent
- letters to each company explaining the purpose of the study and .
.requestlng permission to release company names to NWREL in order to
schedule interviews. They included financial ipstitutions, utility
companies, the wood products industry and electronics firms. Of- the . o/
remaining-two-companies,-one-did not-have-a-centralized -approach for " T
hiring employees and the other preferred not to be included in the
survey, Data in “this report ars based on interviews with eight.
executives or personnel officers and nine supervxsors (one company Raa
two supervisors they felt should be 1ncluded in the study). .

All interviews were conducted,on site at company offlces. Each lasted
approximately one hour. The questions were designed to. solicit |

1nformatron about the number of vocational education program completers ..

the company had hired in the past three years, the general levels of
satisfaction with the vecational education program completers, and some
overall— perceptrons—as‘to how vocat10na1 educatron and business might . -
work together in the future. R o ) - v

€. i . . 4~

Personnel offlcers, or company executives were asked to respond to the

- _questions on. behalf of the .entire organwzatron or at least- for that part = - - -~

q.',..' ) - . - - —

a
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- of the company for wh1ch they have responsublllty. Supervisors Qere o

‘asked to respond to the questions based only on the unit - or d1v1s1on for.
which they have responsibility.

A number of factors which affected the results of this survey are
important to note.. First, and most important, the poor condition of
Oregon's economy for the past three years hal severely limitéd hiring by
‘each of the large employers. As a result, fewer en: ;xy level workers have’
‘beén hired. ‘Additionally, when job openlngs occur, former laid off
employees are generally given preference for_ those positiuvns.

Secondly, most of the employers 1ntervlewed do not maintain records on’
whether or not their employees participated in a vocational education
program.. The only exception was in the high technology firms where many

 technicians are hired d1recbly from vocational education prodrams at
community colleges or four-year institutions, Because employers often
don't know whether or not employees have had vocatlonal education

training, the numbers provided in response to NWREL s questlonrng are
glven as - est1mates. .

o

¢

F1nally, there are d1fferenqes in the expectations of employers for entry
_level employees. For example, employers in the retail sales business
" usually hire individuals as clerks, etc., on a part—trme basis, _Many of
these employees are hrgh school students’who are college bound,‘or -

college students who are earning money to stay in school. These students
are generally working for income, not for career development. They
differ from many of the individuals who are hired by manufacturing firms
where employment may be- viewed as the first step on a career ladder. A
number of manufacturlng firms attempt to promote from within employee
‘ranks and consequently, their views on ‘employee performance differ in

" some respects from retarl or servrce based firms. .

& 4s -

The results of these interviews are described in the following pages.

The responses of the executives and personnel officers have been

separated from those of the supervisors for dnalysis, although in most
*areas the nature of~responses were similar.

- . : LY

-

For: the P rposes of these 1nterv1ews, employers were asked to d1st1ngulsh
among fi E different levels of vocatlonal tra1n1ng ‘

= a. . High School.. - ; .
b. Community College . - - N '
c. Private Vocational Schools ; . Co ST
d. Employment and Training Programs ' AN
e. Apprentlceshlp Programs -

- ) . e

Each ‘was askad to est1mate thn number of former vocatlonal educatlon

students-their-company-had- hlred ~from-
the respondents were unable to d1st1ngu1sh ;among - 1nd1viduals hired
directly from a vocatlonal program and individuals with. vocatlonal .

v tralnlng and 1nter1m experlence.‘ Many werée unable to. provlde éven
estimates of the number.of individuals hiréd with vocaticnal education
experience, . Table 1 indicates the f;ndlngs from those employers
Tesponding to this question. o

aid

~ . .

A

\t} _ i. 4 e, *. ‘i o .;1;1 .e . f



i A 'TABLE”l
| EMPLOYMENT OF FORMER VOCATIONAL EDUCATION STUDENTS
| BY LEVEL OF EDUCATION:

o

-Average : ' Number

e ' : S a ' Number - _  Range '“.of
" level : Employed . . . Respondents

. -

Executivés/?ersénnel Officers

High School 93 T 45-135 . 3
Community College 168 . - 135-200 - 2
Prjvate Vocational - S AR :
o School - _ 36 . o, 0-70.. 3
: Employment .and _ ’ ) o o
: Training Programs 31 « 0-75 -~ - 3
_ Apprenticeship : S o .
-Programs - .9 T 0-15 - . , 3°

Sugervisors

| High School . 18 © 0-35 - s

Community College - 21 ' : 0~-60 ‘ -3
Private Vocational . ' T
Schools 4 o 0-20 5
. Employment and = - :
Tralnlng Programs 1l 0-3 5
Apprentlceshlp 0 :

Respondents were also asked to rate the job performance of former

vocational education program students from each of the levels using a

rating scale of very good, good,'fair, poor-and very poor. Table 2
I summarizes._the responses_to this_ cuestlon by ‘convertirg_them to a five

.point scale with "very good" valued ‘at five points, "very poor' valued at
one point.

o
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. EMPLOYER SATISFACTION WITH NEW VOCATIONALLY TRAINED“EMPLOYEES

“LeVeli.: '. e -~ Mean Ratlng . Number of Responses
Personnel Officers ' o .. ’ o .
— ) . ” M ,
High School ' ) . 3.3 ~ .6
. Community College * ‘ _“4r5 6
: Private Vocatlona1‘€chools _ “3.0 . N\ 6
Employment and Tra1n1ng 3.5 ‘4
Apprenticeship . ' 4.5 s L4
Sopervisors o ) .
. ) i :
‘High School 3.5 . 4
.- Community College ‘ 5.0 -4
> - ,. Private Vocational Schools - 4.0 -~ 3
Employment and Training 4.0 2
Apprenticeship : - No Responses

[

] . : 2

- Table 2 indicates employer satisfaction occurs: \more. frequently with
~ employees who received vocational tra1n1ng in communlty colleges and
through apprénticeship programs.

2

The third question asked of each person interviewed was in what
vocational areas new employees had generally received their training.
The responses are summarized in Table 3. :

TABLE 3

AREAS OF VOCATIONAL TRAINING FOR NEW EMPLOYEES

. ) . - . A
. L o Responses - 5 o _ :
- ) h . : .  Personnel .. K . A
Area: of Training : : © officers . - * Supervisors
. 'Agriculture and Forest o B ) s )
Products : 1 ‘ 0
~———Business-and-0ffice ———— - o o e T .y
' Distributive Education .- 2 . 0
- Health Occupations D . 0
Home Economics 0ccupat1ons 0. 4 0
Technical =~ 7 2
Trade and Industry . 4 . 0o -
Others . , " - s s
‘ PCC:-BankKing: Program LA o - ¢ 00
) ,
S .‘/.' 6 )

Lo
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.. of each.
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- ‘Table 3 indicates that vocatlonally tralned employees h1red by Oregon's

largest companies come from training programs in two'major areas:

(1) technical and (2)-business and office. This f1nd1ng is cconsistent
with vocatlonal educatlon enrollment patterns... ' °

L
e

The, fourth questlon asked employers to-1nd1cate if there have been any -
common problems or inadequacies in ‘the skills, attitudes or" performance
0f new employees, .The responses to. these’ questlons were almost -
un1VersaIly similar, and can be categorized into three general areas:

(1) poor: performance in basic skllls,ﬁpartxcularly oral angd written
communications; (2). poor°work attitudes; and (3) a generalalack of .
understandlng about the 'world of busxness. Follow1ng is a d1scussxon

. . - . .
a.” e -

" Basic Skills. Virtually all employers interviewed indicated that many

entry level employees were deficient in ‘basic skills such as read1ng,
writing and computing. In addition, many employers expressed” concern
over individuals being able to transfer skills to the work environment.
The %bxllty to "think" and solve-problems was freguently cited as lacking

- among recent high school and community college graduates, Employers were

less critical of the community college program completers than of
-individuals wzth only high school tra1n1ng. . . . ¢

-

oo v

Most of the respondents indicated that when employees had. received
training~in specific-job- related- skills,-either in high SchOOl or 5.‘
community college, they were ‘usually very proficient in those skill - ,
areas, ' However, the mployees also had trouble generalizing those skllls
to other tasks. Emplpyers were critical of the ability of new employees
to read. written diredtions, communicate effecthely in wr1t1ng (citing

"~ both grammatlcal and g§pelling difficulties), and handle basic :
computatlonal problems. Many of the respondents also expressed concern
over the limited number of Questlons employees: ask.. ‘They felt that many
new employees preferred to."try to get by"% rather than ask a supervisor .

or co-worker for ass1stance.

.\‘ )

‘Only ong employer did not feel basic skllls to be 2 major problem among
-new employees., However,. this person's organization reguires prospectlve
employees to pass a strlngent application test before even being
copsldered for a posztzon. The test is apparently effective as this

' supefbxsor said individualg hired xn ‘her department have had adequate
“training in essentlal skill areas.

R -

N . . . 1

work Attitudes' Another frequently ‘mentioned problem was the poor work
attitude exhibited by a 'large number of persons hired for entry level -
apdsltxons. Comments such as “They behave as if they have a right to a
job' and °New employees aren't’'willing to start at the bottom and work
“their- way up,‘ are ‘typical-of-the-responses-employers. gave. to this
‘question, Addltlonally, employers expressed concern over lax work

habits. They indicated many new employees are frequently late to work
and lack mot1vation.v

There was general agreement that Schools need to do a better job in .

teaching students about the importance of good work habits. Aalmost all
respondents felt this to be an area where the schools are presently
faxllng. _ W - St

- -



;Understanding the Business Environment. The employers also suggested new
. employees’do not appear - tc*understand how business, operdtes. They all
- 'expressed frustration with this luck of knowledge. One said "many of
these pedple think that large businesses have a profrt margin of 30 to:40
percent * Many belreved employees were’ ignorant of the business
environment because~former teachers were. The employers indicated that.
, . teachers né%d more 1nformatlon and possibly more experience in the world
¢ of pr1vate ‘enterprise to understand how a business’ operates All felt -

that students should be taught more about the world of. bus1ness before

graduatlon. o RIS . . : . . :

“

A related concern expressed by three of the personnel offlcers was. a
general 1nab111ty on the part of new employees to.cope with "real life"
situations such as apply1ng for a driver's llcense and manag1ng their -
money 1ntelllgently.
* Each respondent wac asked to descr1be the type of training, other than
3 orientation, their bus1ness provides £o new employees with.less than a
. four—year college degree. Responses were given in the following five
categor1es~ - o : . -
'a. 'On the. job training (OJT) : "
b., _Classroom training . '
. C. Off site training - .
-~ da. Apprentlceshrp programs
e es Others

.
-

On theyJcb Training. Descriptions of OJT programs varied considerably.
There appeared to be a distinction between formal QJT programs and the
length of time. it takes a new-employee to become fully productive in the
new posrtron. Ail”companres have formal QJT programs ‘that last from two *
or three days to more than.a month. In addltron, employers indicated

. that the end . of formal obT programs did not mean training was completed.
For example, one supervisor who is’ responsible for the. management cf a
large multistory building in Portland said he expects it to take five to

. six'years for new employees to fully understand all job functions,
Similarly, in one-of the lumber mllls, a personnel officer indicated that

it takes two to five years for‘many m1ll workers to become fully -
’ product1ve.

. “This distinction betwesen formal OJT programs and general superv1slon of
new employees is’ 1mportant Although not part of a formal QJT program,

" this supervrslon is clearly cons:dered part of the tralning program for
new employees. , . . .

In a number of firms, partlcularly those engaged in high_ technology

manufacturlng, QJT is often a continual process’ due to rapid changes in
—- - ...the manufacturing vrocess. In these companies, it's necessary to retra1n
" workers each time a change is made in the goods being produced.
Therefore, OJT is more than a job entry program; it is cont1nued
'throughout an employee's tenure with tae company .

'Llassroom Tra1n1n9.~ .Many. companles prov1de classroom\trarnlng for
'employeeS., This training is not limited-to new employees' it appeared to
NWREL interviewers that the classroom programs are desrgned to teach new

(Y

8




: & . . I
job skills to any employee w1sh1ng to learn them.- While classroom

‘training is therefore an 1mportant part of the tra1n1ng prov1ded by these
,compan1es, 1t is not: solely for the benef1t of new employees.

o

Many of the -firms also encourage employees to take classes that wxll helpoy

_them‘learn other aspects of the business to increase collaboration and
understanding among the varicus company segments. Generally, classroom
programs operated by these firms are. devoted to subjects related-to the
products and services provided by the company or to subjects that help -
1nd1vzdua1s w1th1n the company 1mprove their Earf;cular Job skzlls.

o

Finally, all companlea 1nterv1ewed 1nd1cated that €hey have a tultlon
reimbursement program for their employees. ° All pay half the tuition
costs of any college course completed by an employee,_up to a maximum
. expenditure per emplcyee per year. 1In addltzon, two of the firms will

_./-'. .

pay -the full costs, tultlon, books and other expenses of any courses that

are directly job related. " Each employer ‘indicated.these tuition’ L
reimbursement programs ‘are valuable; addltlonally, courses that are-not *

directly .job related are valuable in terms of providing the company w1th
_better educated employees. " . - .
. e . ‘/"
Off Slte Trazn;;g, The companies 1nterv1ewed do use off ult& traznzng
programs as a vehicle for providing skills for thexr employees, although
.not as frequently as they use on site training programs -or tuition
programs. Off site training programs are generally vendor—provzded
programs to help ‘employees learn about. new equipment purchased by the
firnm, Courses are provzded by 1ndustry umbrella groups such as the
american Institute of Bankxng. Technlcal conferences are-also used to

help develop skills for employees However,-none of" the. companzes

utllxze this type of tra1n1ng to pr0V1de skills to entry leVel employees .

Apprenticeship Programs Pew of the companles 1ntexvzewed are 1nvolved ,
in apprenticeship programs for employees..- This appears to be largely a
result of 11m1ted unlonzzatzon., Most apprehticesth programs are: -
operated in con3unctlon with unions. .For those firms wzth apprentxcesth
programs, enrollment is limited to no more than one or- two inulvxduals at
a given time. This is primarily due to. the poor condition of. uregon s
economy, and will undoubtedly change .as financial conditions’ jmprove.‘
‘Each of the apprentlceshrp programs. dzscussed was very specific to the
‘particular employer xnvolved and generally lasted two to Enur years,.

Others. Other tra1n1ng programs mentloned by respondents were programs -

provided by the company to improve. specific skills such as language artsr

training, or to provrde skills partxcular to an industry such as the
operation of a power plant. 'In all 1nstances, these programs took the‘
form of classroom tra1n1ng or on the job . tra1n1ng.

! =~ . -

—

when asked71n what areas they felt addxtlonal tra1n1ng was 1eeded,
respondents suggested the followzng- o )
a. Computer 12 teracy : ‘ .
b. Emphaszs on the need for rchalnxng and- 'llfelong learnxng
c. A better understandzng of “how, business operates o



d. Basic economics .~ . e T : s
e. Basic written and oral communlcatrons sk;lls ‘ ’ o .
£. The abxllty to budget t1me effectlvely - : ‘
When asked who should be responsrble for performlng these addltlonal
“training functions, most of the respondents said such areas as computer "
literacy, the - .ability and/ot w1llrngness to learn new skills and basic. E
communications skills should.be the responszblllty of educational o
institutions, Other areas such as basic econom1cs, partlcularly as it °
relates to the operatlon of private enterprise, as well as ‘better o
unders.&ndlng of bu51ness and industry practice should be, at least in
part, the rosponsrblllty of orrvate business. : _ v

Interestrngly, all respondents felt it was the schools' reSponsrblllty to
- provide 1nd1v1duals with the "basics," and, that it was the employers' job
- to provide the spec1f1c technical skrlls 1nd1v1duals ‘need to do the1r
_job. One person'interviewed stated), "If a person\comes to us well
grounded in the basics, we will give that person the techn1cal knowledge o
. Q?necessary to be successful ", o \ - ) o 2
Rebpondents Were asked what changes, if any, should be made in the h1gh
school general and vocational curriculum in’ response to emerging ' - L
- technological advancements.\\Employers indicated that while teaching L. T
“computer literacy is important in both a general and vocational g

curr1culum, 1t should not: be taught at- the expense of teachzng the bas1cs._-

—

- Most resPondents suggested that both general ‘and vocatlonal curricula
" " should ensure that students’ have the .ability: to express themselves
. clearly both orally and in writing. 1In addrtron, all respondents felt
that a general understanding and/or awareness of computers: and ‘their o
. operations and capabilities were 1mportant parts of the high school S
' “currrculum. One individual said it's important not only -to teach
students about . computers, but to show them why they shquld learn data
processing concepts. This individual felt that a program was needed to
help students understand how 1mportant computers are to the daxly

operat-on of most busrnesses. O
: p— - ,. 3 - s

In terms of vocational programs at the high school, the respondents were
'.generally favorable to current offerings, although a number indicated it- |
would be ;mposSlble fcr high schools. to keep up ‘'with the rapid changes in 0
technology. Therefo»b vhese 1nd1v1duals felt that at the high school
L levelf"vocational prour s should stress the 1mportance of basic sxill.
L areas,.- It was suggested that the communlty colleges-have been more
- successful in keeping- up with technologxcal changes, and that these
institutions are: probabry a better- place to make that effort. One: ;
. ‘respondent said that in his opinion, better tax. incentives should be " .
.offered for/busznesses to donatj/eguxpment to schools ‘at . all levels.

o When asked what ways ‘their companles work with schools to support
. vocational educatlon, a number of answers were rece1Ved. These include o
P oviding speakers and/or booths at ®"career day" act1v1t1es, speaking to" f///
‘individual classes when requested participating ir Junior Achievement L
‘progranms, serving-on communlty college adv1sory boards, helplng teachers
- ) S

] . c T ~
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at the high school or communxty cullege deVelop curr1culum and
instructional materrals, sponsoring an explorer scout un1t, donating
equipment and/or money for programs, and prov1d1ng sumner job programS. ®
JIn addition, one of the(superV1sors has worked with the technology
tra1n1ng _program operateu by Chemeketa Community College at the Oregon

Each of the reSpondents felt that: the1r company s contr1but10ns ‘had been
reffective in fostering relatrons between educational organlzatrons and
pr1vate bUSIDEDS. However, all’ wzshed it were possible to do more wlth '
* the schools. Some said the structure of their firm made it difficult to:
"~ initiate such activities, although more respondents felt school offlclals
were reluctant to. ask for or accept 'help from private busxness._ Many : S
expressed ‘frustration with school admlnlstrators who, they claimed, tried =
to obstruct progress. because they feel they9understand better what o S
students 'need’.than do people in business. One of\the major th1ngs C -
‘schools should do is ask for: a551stance, was.a co on response. All -
seemed open to helping as much’as’possible,” However it was the
1nterv1ewer 's opinion that most of the. .respondents felt it was the
school's responsibility to develop communications between business and
1ndustry and the reSpons1b111ty of business to re5pond to thQSe requests.

when asked 1f there were other areas in whxch thelr company could or

would support education, a variety of different responses was: g1ven.

‘Three of the respondents indicated they. felt their company already did
“much in this-area and couldn't th1nk of additional ways to support .

: vocational education. A number of supervisors suggested that schools
Ry should\be helped to develOp programs that would train individuals- with —
.skills to meet programmatxc needsTt:One‘reSpondent indicated- ‘that because

of the nature of-their hiring, they worked primarily with the four year 7
P ~'*colleges, he felt there was little else they could really do wzth the
T elementary and secondary schoo¥s. :

o

Several respondents said the1r company's need for new employees was a..
“major factor in the role they expected to play in the schools.

Therefore, if the economy improves, and these companies begin to 1ncrease

‘their hiring, they may beé more willing to work with the schools to ensure
: a supply of. 1nd1v1duals wlth the training desxred ' , Coans

When asked to suggest ways to improve- the relatlonshrps “between busrness
and!educatron,—the most common response was that schools need to focus
~““Tore on preparing students for employment: All felt that it would be

important for educators and representatives of private ‘business to
develop better communications with each.other. One respondent even
suggested establzshment of an ombudsman—type position, although no
'suggestion was given as to where such a person would be located or the
terms of employment. . : ‘ e T e T T

. 0 Ja—

. ;lr,One supervxsor expreSSed concern about the attxtude of many school )
. : counselors who try to find individuals who "just need a job™ rather than .
’ devoting energy to finding students whose interests meet the needs of the.
‘employer. This supervisor, as well as others, felt that the school
’counselors devote too much energy to college bound students and do not
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provide adeguate counseling to noncollege bound students. As a result, r

‘many entry level employees don't reéally know whether or not they will

like the work to which they are assigned, One respondent suggested &
programs where students work in a variety of .settings for a few hours a )
day as part of the school program, This would help develop a better
understanding of what it's like to work in.a particular area on a

full—time basis. .+

o9

Finally, respondents were asked what they think is needed to improve the

L}

B performance of local high schools in response to the growing discussion

on excellence in secondary education. A frequent: reply was that schools
should pay teachers more, although none .of the respondents proposed any

-.solutions for financing this suggestipn. Other suggestions included:

[

- -

a. . Establish year-round schools.
b. Do a better job of teaching the basics at the elementdry level
C. Develop stricter graduation reguirxements

d. Establish stricter discipline in high schools

e. .-Have, higher expectations for students bdth in the schools and at
' home ‘

f. Give teachers a better understanding of how business operates

g. Devélop standards of respect for teachers; students must maintain
4 those standards -

h. 1Increase the technical offerings for noncollege bound students

Employer Questionnaire Findings

Oregon Business Survey forms were mailed to 1,640 employers throughout
the state, Approximately 780 (48 percent) were returned as a result of a

. - postcard follow-up.and_a second mailing of the survey-form.  0f the

employer s reSponding, only a third considered themselves ‘familiar-with..
vocational programs located in their business community. Twenty-three
percent of the employers were_ from companies_employing..less. than-10.. ...
‘people, 30 percent employed 10 to 49 ‘people, 25 percent had 50 to 249

people and 20 percent had 250 or more employees. . The largest category of

- businesses was services (23 percent) followed by wholesale and retail
-trade (16 percent); government (13 ‘percent); manufactur ing (11 percent).__w_,_ .

oommunications,,transportation -and- public utilities— (7 percent);
agriculture, forestry and. fisheries- (6 percent); finance, insurance and
real estate (5 percent) ; and mining and construction (4 percent).

Employers were asked to indicate which of 12 problems reported in other
studies were serious problems their company had experienced with a
substantial number of new employees, Over a quarter of the employers

,ldenQIfled the following problems: lack of acceptable work values,

habits and-attitudes (54 percent), lack of Job skills and knowledge (30

l'percent), inadequate writing skills (28 percent), axcessive tardiness and

absenteeism (26 percent) and lack of work experience (26 percent).

‘Inadeguate math skills (19 percent) and reading skills (lS percent) were

reported less frequently.
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Employers identified the mipimum requifements they had for entry—lgVell
positions. Previous work experience (40 percent), high school diploma'
(35 percent), demonstration of competency (31 percent) and GED (29
percent) and vocational or technical training (23 percent) were mentioned
most often, - Of employers responding to the questron, 96 percent provide

_ employees with on-the-job training, 60 percent with classroom tra1n1ng, e

54 percent with off-site training and 32 percent with. some form of
‘apprenticeship, » :

Less than half of the businesses surveyed reported hiring any vocational
program completers in the past _three years, Forty-one percent of the
employers have hired people with vocational training from community

- colleges, 39 percent from federally funded employment and training

°

programs, 35 percent from high school and 17 percent from pr1vate
vocatlonal schools.,

gmployers rated the technical skills, work attitude, work guality and
overall satisfaction with vocational completers from each of these four
sources. Those from community colleges were rated highest (2.4 on a five
point scale with 1 = very good and 5 = very poor), followed by high
school (2.9), private vocational school (3.0) and employment and training

programs (3.0). * Across the board, technical skills were rated higher
than work attrtude or work guality.

.,

" Moxse speC1f1cally emplcyers were asked to rate 13 skill areas or -

attrlbutes of program completers trained by the four delivery :
strategies. In considering these ratings it is useful to keep in mind
that generally less than 20 percent of the employers felt able to make

" these Judgments.

One area-of the survey that _was difficult for most employers to complete
was ‘the area in whlch vocationally trained employees ‘had ‘received their .
‘training. The most’ frequently listed area was health occupatrons which
probably reflects the fact that employers in this field are more aware of
what prror traxnlng their new employees have had.

-The-survey - 1nc1uded nine’ statements “about ‘Vocational educatron for
individuals under 20 years.of age. Employers were asked to rate each -
statement as high, medium or low in zmportance. Forty percent or more of
the employers identified four recommendatlons as hlghly important:

assure that individuals who do not go on to college have marketable

skills (70 percent); 1mprOVe the courses and programs currently offered

(53 percent); provide cooperative opportunities to learn at the business
site (48 percent) and be more supportive_ of. economic development-(44 - :
percent)._ At the other end, -only 18 percent of the employers felt it - .
hlghly—lmportant to-add-courses-so—-that-more students can—enrolly For
vocational students, over 20 years of age there were seven

recommendations considered highly important: assure. that’ individuals who
~do not go on to college have marketable skills (65 percent) , ‘assure that
~older. workers have access.to.training-for-entry or reentry into the-job’
‘market (57 percent), improve the courses and programs currently offered

. (52 percent) , provide. cooperative opportunities to learn at the business
srte (49 percent), be more supportive of economic development (45

percent), upgrade present-workers-with.thorough retraining (43 percent)

and add courses to provide tra1n1ng in more occupations (41 percent)

13 ‘. '.- B ".‘ .



A final area of this survey explored ways in.which businesses are

'curréntly'working'with schools to support .vocational education and help

they would be willing to provide. Table 4 identifies 17 types of support
that have been identified in other studies or were suggested by our.
steering committee. A third of the employers stated ‘their companies are
currently providing vocational students with work: experlence and at least
20 percent were serving on advisory committees, and recommendrng what to
teach in vocational courses, At least a third of the employers indicated

- willingness to serve on advisory committees, recommend what to teach in

vocational courses, and evaluate vocational graduates' ]Ob performance,
The number, of employers wllllng to work with the schools was greater than
the number currently doing so in 15 out of 17 ways. The exceptlons are
willingness to provide equipment, materials and fac111t1es. In a
discussion w1th employers at the Assoc1ated Oregon Industries annual
conference thls fall, members explalned this reluctance to.provide
equipment;, materials and facilities as due largely to the lack of tax A
incentive for doing so under existing-Oregon legislation. They
recommended new legislation that would provide such a tax incentive.
Areas where there was at. least twice the number of employers willing o
support education than were currently doing so were: recommend;ng
equipment and materials to be used, reporting employment status and job
performance B vocational compieters, helping to select new’ vocational
teachers, and releasrng employees to teach vocatronal courses, . .. ...




T : ~ Table 4 . ’ ‘

- Areas "where buslnesses are worklng with. schools to. support vocational
° education K

' Now Willing to

Suggesting new vocational EOurses e . « e e 19i o 34
& -

Recoﬁmending what to teach in vocational courses . 23 - 40

Recommendrng eqnipment and materials to.be“used . .« - 13 . 27

VProridiné‘equipnent and,materia}sf} [, 13 12

Designing facilities . ¢ &« ¢ o o o 5 2 o o a o o &« | .3 © 6
\ ‘ Providing facilities ‘@ o o a.a a s a3 @ o = a o a ;14 : 13 -

Providing vocaticnal StudentsAEiEP_E?fE_f*EEEfgnce _ 3 . 3 ,lm“”“. _—
o Reportlng'e;;ie;;ent status of vocatlonal graduates 11 27 . i

Evaluatrng vocational graduates' job ;esformance 15 . . .33

Se:v1ng on advisory eommzttees . e ; .v. « o o o o a7 25 Ta

Prpviding teachers'witn job skrll'improvement .« o | 8 . - 17

Helping to seieet new vocational teachers ;: e e e s - 5 i3

i . . .
Releasing employees to. teach vocational courses: -o'§a3311~”*j“”“”““22’“'*”” T

[ f34

" Providing training programs for the education

”,,;.communlty..-....,......;........10 . 15
Providing training foriapprentices e e s s e a o e = 15 19
PIOVldlng tralnlng for journeypersons B fwf".'.‘ - - 6 o 9 .

Requestlng references from school staff before v :
hiring a vocat10na1 tra1nee T - 28




Areas for 1mprovement in the relatlonshlps between the prlvate sector and
‘education and training agenc1es were identified. The need was expressed

'by 15 percent of the employers for better communication between agencies

and for training agencies to respond in a more tlmely fashion to the
changing needs of business and 1ndustry.

When asked in an open ended question for suggestions to improve
vocationalgeducation over 350 ideas were recorded and analyzed.

Employers most frequent responses are shown in Table 5. Perhaps as.
important as their individual responses is the fact that so many
employers took time to write down their ideas. Major themes are for
vocational educators to improve communicaticns with business people and
listen to their tralnlng needs, increase public awareness of vocational
programs, and improve basic skills and work ‘attitudes of students. Those
listing particular basic skills mentloned ‘math” ‘and oral communications at

"least five times while reading, wr1t1ng and compute: 11teracy were listed

only several times,

16 .



TABLEfS

MOST FREQOENTLY STATED EMPLOYER SOGGESTONS FOR

a e .

o

)
e + eeee———TIMPROVING- VOCATIONAL“EDOCATION'"“"”“'”“’"'"””";'é?"
: e o .. o Number of
~ Suggestions - . : ) Employers
» Iﬁprove\;ommunications with businessfpeqp1é1~ . 31 *
Increase bubiiC"awargpess of vocatiohal programs 29
.Imprové'basic skills ofusiudeﬁts, ) N 26
Improve s;udent§‘ work attitudes o . 22
Findibut what tréining needs bdsinéssés have -\‘“f\“\ ~. 17
Add coopertive work/study Opportunltles at : -
busipess sites 16
Have better séfeenlng of st&éégﬁs_;;t;—;;;;gigégimw—m' ~ —

- education anq job applicants . -9
TBetter teacher preparation 8
‘Ingreasgd/more stable funding . 7
Imﬁrove maih‘skills ) . Lo - , e T 7.
Better Job placev}?_h_g939{9_}5&\_3_1_99, e o e - B
- Encourage actiVe advisory committees 6
More businessfworla'é*péfignces for.téaéhers 6
‘Better assessmenﬁ of-sﬁudénts' ca‘re‘ér.choicés_~ 6

'iAvdid'training for<ob§6i;t; jobs . °5
imp;ove oraldeﬁhﬁnications- - 5
Involve bﬁsinéss.pe0p1e‘iq deveigﬁing.Curiicuium :- \\\\ 5

" Train for specific ;pénings in.the ldcal_job‘markét 5
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Here are a few direct guotes to give a sampling of the employers diverse
‘opinions:"

“Traditional‘vocational tra1n1ng in wood shop, automotive, although
of interest to students are of little job value., A student aware of
safety, work rules, 1oya1ty, reliability, timelines and’ appearance
‘would gain more."
"Find out .what business needs in.an employee and what the real
expectations are for a job after training. Then go for it

_'?he educational community and business need to share equipment and
facilities for vocational training. Business has the capital to

invest in computers and equipment; schools have the students. A
natural merger for the .two,"

- ' "Instead’of mak ing vocational education available to all, make it
‘difficult (screen out) to - get in and enforce ar’ high standard to
complete the’ program,*® :

e e i e = s S e T T T TS S
"Use of. an employee survey (much like -this) to determine‘education
~needs-of "existing employees,* :

\\ N
T "Provide betterppublicitx on the intent, availability and
‘ benefits--benefits both for the trainee and the business man.
'One reason welve refused to be 1nvolved is_ the high“wolume—qf paper —
work. : : - _
“MmmL;;;KBEQYiﬂéldﬁsistancerto business in-triining\pgrsonS'they find . 7
qualified, So often persons in training programs‘really don't want .
v ' ~to 'be there,” Recognize fact that some people are just plain N ‘
) : ‘unemployable,'*® - R \\\\\\\\\\\\\\__\

A'I honestly did'not knowﬂwe had vocational education in Oregon"

‘Work more closely with the instructors of the vocational program, I

have never been approached abhout working with a particular program, _

and I would be willing to do so,*® _ ' e

Conclusions and Recommendations

The willingness of vocational and training program staff to work with

business people may be one of the best kept secrets in Oregon and the

rest of the Onited States! Tremendous attention has been focused over

the past several years on the need for cooperation between vocational
- education and theprivate sector.  Excellent examples of ciose
‘collaboration.exist. Neverthel@ss, the results of this study highlight

the need for better communications and suggest some concrete areas where ,
"the business community is willing to piteh in. - Recommendasions from this = !
~study afe grouped around.four groups:. the business community, vocational ’
and training program administrators, 1egislators, and :esearchers.




. The Business Community

F

Representatlves of Oregon's largest corporations felt that basic skills,
computer literacy and willingness to.learn new skills should be the
responsibility of educational institutions. Other areas such'as basic
" economics, particularly as it relates to the operation of private
enterprise and understanding of business practices should be a shared
responsibility of private business, Therefore, business people might
review those aspects of the curriculum to see if they could. suggeSt

improvements, They might also prov1de experzenced staff to teach units
on these topics, .

Some employers expressed the belief that vocational education could be
improved if vocational teachers had more experience in the business
world. .Over the past several.years, there has been a growing.interest
expressed by some‘vocational 1nstructors to work in private 1ndustry )
especially during the summer months. . Businesses willing to consider such
p1acements should contact schools early ‘to explore these possibilities.

e e e om = e Smen ST TSRSt T T R ‘, SURTN

_ Better ]Ob placement coordination of vocat1onal ana training program
. .completers was mentioned by some companies, ‘While the schools and
training programs need to take a lead in this activity, busiresses could

assist by contacting vocatronal programs to inform'them of their specific
training needs with as much lead time as pOSSlble.

-

Vocational and Training Program Administrators

As one employer‘said,f'z honestly did not know we had vocational
educatron in Oregon!"™ This employer is certainly not alone., :Two-thirds
of the employers surveyed said they were not familiar with vocational
programs, Vocatlonal administrators and staff have a cont1nu1ng
obligation to provlde better publicity on the purposes and description of

their vocational programs and to explarn the benefits to both the trainee
« and to businesses. .

'Four adreas were identified in this survey where at least twice the number
of employers were willing to support education than 'were currently doing.
so. These areas were: recommending eguipment and materlals to be used, .
reportlng employment status and job performance of. vocational completers,
helping to Select new vocational teachers, and releasing employees to

teach vocation&l coursas. These suggest fruitful areas for new
\\\\\\\cooperatlon between business and educatzon. . _—

vOcatzonal educators and staff in employment and traznrng programs have a
\{\:ult ethical decision to- "make in selecting people into traxnzng
progr -On- the one hand, employers would like to- see Only ‘motivated
students be-~ admztted into training programs. On the other hand, high
-schools ar asked to provide job entry skills to all noncollege bound
students. A frank dzscussron of thzs dilema between vocational trarnors
and employers may lead to poth groups being willing to take some prudent

risks with hard to\plAce youth as well as servrng as an employment scteen
for hlghly qualexed, ndzdates. ‘.




Legislators

e

. Various business people have expressed the feeling that new legislation’
regarding state tax credits is needed to encourage the privatg sector-to-
- donate equrpment to vocational training programs. Examples hake been
_given where a large computer firm donated-a number of new computegs to
schools in California but did not do so in Oregon because the tamizrtd;g___w
incentives in California were much more attractive. : -

°

Some employers in this study expressed the position. that more funds are .
needed for vocational training and that funding should be made more
stable: from year to year. .Since a majority of employers feel that
' vocational education . .8hould assure that individuals who do not go on to
college should have marketable skills, it becomes important-that adequate
_ - funds are provided to accomplish this objective. To maintain hrghly
qualified vocational instructors it may be necessary to ‘pay those im0

_highly competitive fields-a- salary higher "“than’ that of a regular
classroom-teacher, -

» Researchers. -~ = e e s e - e e e - ‘ e et e e

The combination of personal interviews with representatives of the ten
largest companies in Oregon and survey guestionnaires mailed to a large
sample of employers throughout the state has proven to be a cost-
effective strategy.: It also allowed us. to combine the quantitative data
from the mailed surveys with the more open ended and- 1nsrghtful opinions
-expressed in the hour-long" interviews, The use of some common questrons
for both groups has allowed us to valrdate the findings. Thus, we would
recommend thrs combrned strategy for future use. - ’

......

sample to those who are familiar with vodational education allowed us to
’ gather 1nformatlon on some issues otherwise not attainable. For example,
it indicated ‘that two-thirds of the responses were not familiar with
vocational education. A separate analysis of the flndrngs comparing
responses of those indicating famrlrarrty\with vocational education and
..those not famrlrar will be run to give a different assessment of certain
dlmensrons of Vocational education. The llmltatlon to using this
statewide stratefied random sample, however, has been the lower res;onse .

rate than’ may be found when dealing only wrth employers who are workxng

with vocatzonal educatlon. N
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