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Thlsraponlsbasedpmmyonmedlssamnmmhwmpeﬂmmed by Nancy Borton and Walt
Noite.

A Job Upgrading and Retraining Research Review Group assisted Nancy Borton and Walt Nolto In their
studles and the State Board for Community College Education (SBCCE) staff in its design and analysis of

In addition to those representing the community colleges, the Review Group members included: Nancy
Borton; Susan Dunn, Assistant Commissioner, Employment Security Department; Pat Green, SBCCE: Iv
Lefberg, Executive Policy Analyst with the Office of Financlal Managsment (OFM) and Loretta Seppanen,
SBCCE.

Two other system groups alded In this study process. The SBCCE Ongolng Research Review Group was
invoived during the first year of the study. Members of that group are: Ron Ball, Shoreline Communty
College; Gene Schermer, Grays Harbor College; Susan Mancuso, Whatcom Community College; Jim
Christlanson, Seattle District Office; and Julla Adame, Bellsvue Community Coliege. The Washington
Assoclation of Community College (WACC) Student Outcomes Task Force was Invoived In the second yoar
whenthesmdybecampanoimemmmmmeamhagenda The Task Force
members were Wally Simpson, Olympic College; Greg Fitch, Big Bend Community College; Jim Ford, Skagit
Valley College; Ron Hamberg, Bruce Kochis, and Charles Mitchsf, Seattle Central Community College; Amis
Heuchert, Wenatches Valley College; Susan Mancuso, Whatcom Community Coliege; Ray Needham,
Tacoma Community College; Pat Green, Bil Moore, Loretta Seppanen, Sandy Wall, and Jan Yoshiwara,
SBCCE.

Facuity, students and staff at eight colleges assisted with this study by administering or completing the
student survey. The collegss that assisted wene: Blg Bend, Edmonds, Highline, North Seattle, Skaglt Valley,
South Puget Sound, Spokane and Tacoma. Chris Anderson, Skagit Valley College, designed the special
computer procedure which was used to help select the courses for the survey sample.

Students, smﬁmmp!wetswmusedmacouegesawlmmsmnodegesassmwmmﬁsmdyby
participating in the focus group discussions or helping with the process. The colleges that assistad were:
Columbla Basin, Edmonds, Green Aiver, North Seattls, Skaglt Valley, Spokans, and Spokane Falls.

SBCCE staff participating In the study wers Jackle Eppler-Clark, Holly Clausen, Robert Kurtz, Dsralyn
Gjertson, Pat Green, Loretta Seppanen, and Bob Wark.



number of Washington state’s workforcs. wm\mywmpwﬂemﬁauetoemmmewuddome. re-
educating those who are now empioyed repressnts a paramount challenge.

CommmycdmmmnasamaMdﬂwmmmwswumneed,whmmm
MNMMWWM(mmm)mmmmwme
curriculum. mmvmmammﬂmmm.wsmmdwmmmwmm
mmmmmwmmmmmmmmdymwed.

&mmmmmwmtoawmdwwngadunseamyw. Most
dmmmmmmmmmmd. Employerswhohavecontmctedwm'nme
ewmmmumwmmmmwnmwdmemmmnywmmm. Most
oﬂhes!ata'smployam,Wu.mmwugmmasdmnwdwmmunﬂycdleges!nmmhgm
workforce. Notaﬂwoddngaddtswmaqmﬂyl&elymbeemwedlnthecommunityco!legaacﬂthose
emwmumm@wdommmemmmmmmaMMs.

improvemnent. mmmmmmadwmmmm.mmgwmmm
to a major policy issue: the appropriate roles for each in providing upgrading and retraining.

ACCESS: Nearly 110,000 workers (five percent of the state's workforce of 2,300,000 peopie) enroll in
Washington community colleges sach quaster. A third of those students (35,700) enroll with the goal of
upgrading or retraining via thelr community college courses. Employees with less than a high school
education, older workers and msn are underserved compared to other groups.

Potential Action lssue: To what extent should service be squalized among all employee
mgmmmwdmmmmwm? Is the current level of service
appropriate to mest the needs of isbor and industry?

FUNDING THE UPGRADING AND RETRAINING MISSION: Upgrading and retraining Is often thought of
as contracts between a firm and the communlty college to traln thelr employers. Actually contract-based,
lndustryspeomtrawngawommfwomympemmmm upgrading and retraining taking place at the
community colleges. MwmmmmmmmmMemMmmelrown.wnhorwnhom company
support of thelr tultion costs, in regulary offered community college classes. Given the limits on state

upgrading and retraining students.
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Potential Action Issues: Who should pay for upgrading and retraining? Should the market
demand for such training be met at the expenss of other missions? How can greater accoess
by upgrading and retraining students be provided, if needed?

REMQVAL OF BARRIERS: MﬂeemdomwhousemmkymﬂegestomeetﬂwekMrﬁngmedsm

mWWWMWWdeMMWW,M
emdoyas(sspemem)mVammusedmemofammmuyedlage. Employesrs say they need

the confiict created when they share time betwesen work and schoolwork. Some working students need
financlal assistance to take courses, help in overcoming the fear of fallure and assistance with chidcare.

Potential Action Issues: What methods can colieges use to help Industry becoms more aware
of the resources avaiiable to address their training and retraining needs? Do the policies
mgmdhgeonmmnﬂyooﬂegedwabomdmmmmmmmmmm

be more responsive to industry needs? How can the community coliege and the employer
work together 1o address the specis! needs of retraining students?

ENHANCING SUCCESS: Students say that some coilege services end procedures are not geared to meet
the needs of working students enrolled for upgrading and retraining. Employers recommend that colleges
become more entreprenseurial and do more to assure quailty in instruction.

Potential Action Issues: How can ths colleges change financlal ald, job search assistance,
course scheduling, registration, placemsent testing, course piacement and advising services
1o better meet the needs of upgrading and retraining students? Can colleges increase their
night timoe offerings to better meet the needs of working students? How can colleges assure
employers regarding the quality of Instruction? Do faculty need more recent industry
experience? Should colleges market services to industry?

COOPERATION: This report is based on the assumption that upgrading and retraining activitles at the
community colleges have three bensficlaries: the working student, the smployer and the state In terms of
its economic well-being. Building cooperative relationships between labor, business and government can
enhance the effectiveness of upgrading and retraining for the state’s workforce.

Potential Action Issus: How should cooperative linkages be formed with Isbor, industry and
government at both the district and state lovel?

OTHER HIGHLIGHTS

* Five percent (110,000 workers) of the 2,300,000 workers In Washington state enrolled in community
colleges In fall 1990. About 35,700 of those enrolied have specific plans to upgrade their work skills
or prepare for a career change via courses taken at the community college (see page 3). Mora than
half (54 percent) of the fall 1990 upgrading and retraining students continued their enrollment In
winter 1991 (see page C-5, Appendix C).

* Workers most likely to ba served by the communily colleges were (1) women, (2) workers with a
high school diploma or some college education, (3) younger workers, and (4) thosae employed either
in health, managerial or administrative occupations. (See page 3.)

* Most upgrading and retraining was palid for by the State general fund. About 20 percent of the
upgrading and retralning activity Is funded entirely by employers via contracted courses. About 27
percent of the working students In regular college classes recelve partial or complete reimbursement
from their employers for tuition. (See page 5.)

] 9



Full Tt Provided by ERIC.

ERIC

Mmmdmmanmnumymhrupgmdmmwmm
pmﬂqlpamdmwmmwbymm“umwesandpdvatevsndm (See page 6.)

MMdmmmmnHMmmmﬂadfmumedMgmmmmgpumm
mmwmdmmmmnmmmpemmupgmdmgandmmm
students enrolled In day time classes. {See page C-4, Appendix C).

in terms of numbers of students, more enroll for upgrading and retralning (24 percent) than enrall

forem-ﬂevdpbpmmmﬁon(zzmm. About 13.5 percent of the total FTE Is devoted 1o
upmmmwngmmmmi(m (See pagse 10.)

Mﬂmﬁdﬂmmmﬂedfwupgmdlrmardmﬁakﬂnghhﬂ 1990 expected to need
eomimnlnhﬂng(aﬂeastmyeouplodwam).ﬁaepamw.)

Whlemydghtpememdmmmatmmunkyedlegas already possess the bachelor’s
degmawhighsrlevdsa!edmn.mWﬂdbachdorsdagmehc!dememonedfmupgmdlng

andmabﬂngpwm(Seepagec-?.Appendbtc.)

Wmmmwm\mmnydmmmecomumycwege. Those whose
MmmmemMmmhMrammmodm
equipment. mmmmmmmdaammuymnm Thosse
mmmm«zmwwmmmmmmmsolmmwnh
mmmmmmwwmmemmmmmmmm
MMWWWWNWWWdMSﬂNW]@ search
Information. (See pages 14.)

Employers were most satisfied with the cost effectiveness of community college training including
both the state-supported instruction for which they relmburse tultion for their employess and the
customized training which they fund In its entirety. (See pages 15-16).

Most of the state's smployers (85 percent) have never contacted a community coliege for upgrading
or retraining for thelr workers. Nearly half of that group (40 percent) said they did not know who
to contact and 36 percent sald the college did nat have enough qualified Instructors to meet thelr
tralning neads. Employers think colleges need to be more entrepreneurial, to use appropriate
techniques to assure quallty, to make more use of video telecommumications for Instruction and to
more frequently award credit for Isaming on the job. (See pages 17-19.)
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What are students gaining from thelr community college education? Is the stats recelving educational quality
for the tax dollars spent at each public college and university? Do employers renelve benefits for the dollars
spent to contract for customized training? These questiors are being raised in \Vashington and around the
country as educators and public policymakers assess the “student outcomes* of hipher education.

Washir.gton community colleges are committed to providing a high standard cf excellence in i Instruction
and services they provide. In 1989 the community college began a process of systematically assessing
student achlsvements for the purpose of providing feedback on the quality < instruction and services. This
outcomes research agenda aims 1) to meset the state nesed for accounabiiity, and 2) to improve leaming.
In addition to the analysis prasented here regarding employed students enrolled to upgrade or ratrain, this
research agenda includes evaluation of the outcomes for students enroiled for transfer, entry leve! job
preparation, adult basic educatlion, and developmental (pre-college level) studles.

This research was designed to 1) describe the current status of upgrading and retraining in Washington
community colieges, 2) Identify the types of characteristics of the workers and Industries served by the
community colleges and 3) describe both the strengths and weaknesses of the training effort as seen by
students and employers. This report evaluates the outcomes for students enrolling in community college
courses for job upgrading and retraining. Each quarter some 37,500 students (24 percent of students
enrolled In state-funded or contract courses) enroll for the purposs of gaining skills to keep up-to-date In
thelr currer.t job or to retrain for a job or career change.!

The study mests the 1989 HECB requirements for. pravidiig basslin

purposes and assessing the satisfantic ntigt action
determine how to respond to thi he- 3y 'echnilea)
College (SBCTC) staff will ¢ e & report on the ag ‘ofthat .
discusslon. R :

' In addition to the 37,500 upgrading and retraining students, about 54,000 students enroll at the
community college with the aim of transferring to a four-year Institution. Half of these plan to meet job
upgrading or career change goals at the four-year college. About 34,000 students enroll to prepare for an
entry lavel job or to explore a career direction. About 10,000 students enrofl with the goal of Improving thelr
basic skills. The remaining 10,000 are undecided about thelr goal or enroll for other reasons.

'Y
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records and unemployment Insurance files. Nolte's study also provided the test of the Human
Resource Development (HRD) theory described In this report.

Emmmmmwmmmmmwmmmmmmm
mwwmmdwmmmmmwmmmmwmmmby
obtaining a bachelor's degree. mmys!smmmmmmmmmocmonme
studmtsamoﬂedtomeﬂtlmhupgmdlngandretmlnhggomulmcﬂyatthemmmnycoﬂege.

An Asssssment of the Job Upgrade/Retraining Educstion Offered by the Community Colleges
in Washington State, 1991 dissenation study of Nancy Borton, University of Washington. This study
used mgmmmmamsdu:ewmmwﬂsddmw}obmmdingand retralning
students and thelr employers. Most of the qualhative Information on employers reported here comes
from the Borton study. The questionnaire used In the Nolte study was designed, in pan, using the
findings from the Borton study.

Nancy Borton conducted ssparate focus groups with students and employers at six colleges
mmmmmmmmwmmwmmmemwmmgmpmmom
prwmdatawtﬂchmbemwmdwnhconﬁdmtoausuchmmand employers, analysls
vﬁmMMelanmmMGMMMﬂmmlmerestsandevalmttons
of those participating. DutaﬂsoltlnfommgmppmcessamoomalnedlnAppendixB. By
repllcaﬂngﬁwsamprocadmeforead\ofmsugmmmﬂldentwmgﬂmoommonalmesamong
students and employers, Borton was ebie to apply the resuits to other similar contexts.

The State Board for Community College Education (SBCCE) staff completed an analysis of
community college enrollment data for fall 1990 relatad to upgrading and retraining. Data was
obtained from the SBCCE Student Management Information System (SMIS). SBCCE researchers
focused on a description of job upgrading and retralning students and thelr enrcliment pattern. Data
elemonts usad In describing upgrading and retraining students and enroliment figures by college are
contained in Appendix C.

SBCCE staff analysis of the results of Employes Training & Retraining in the 1890's: A Survey of
Washington State Employers conducted by the Soclal and Economic Sclences Research Center,
Washington State University, and review of findings reported in Investment in Human Capital
Study: Findings, Office of Financial Management (OFM), December 1980. The survey provided

more information on this survey, see Appendix D. The Findings were used 1o provide lnform-atlon
from focus group interviews with employers.

The first three studies were conducted specifically for this report. The fourth study was condugcted for other
purposes, but provides usefu! Information for this analysis. SBCCE and OFM provided partial funding for
the Borton study. SBCCE provided partial funding of the Noite study.

This analysis assumes that upgrading and retraining activities at the community college serve three
bensficiaries: the employed student, the employer and the state In terms of its economic well-being. Thus
the descriptive findings are presented from thess three perspectives.

2 N



WHO IS SERVED?

Tnmmmmmmmmmmmmmmmmmmwsm
needs. lndeedhfaﬂi@ﬁvapsmmdmwmmwﬂommmammmnywﬂems
(110,000 workers out of the workforce of 2,300,000 (1969 annual benchmark)). A third of these employed
snmmsmsmmmmwmmkhncmmmnymmumsmmmwpbmm
prepare for a career changs. Another third had a simfiar goal, but planned to meet thelr goal by transferring
toafom-yearhsmmlon-amuchlonger-tenncamerchangewupgmdhgmmgy. The remaining third
lnoludedworkerswhowexegakﬁngbaslcskﬂ!swmehnwysawasumelatedtomakwmk,namfersmdm
who saw thelr courses as unrelated to their work, personal enrichment students and those who were
undecided. Thus, it Is estimated that community colleges directly serve 1.6 percent of the state's workforce
with upgrading and retraining education each ysar.

The 35,700 students who were upgrading thelr skills or preparing for a caresr change at the community
college were not equally representative of all In the state’s worldorce. Community colleges were more likaly

to serve wormen, workers with above a high school-level education and younger workers, as shown in Figure
1.

Figure 1
Upgrading and Retraining Students vs Washington Workforce
% of Based on SBCCE Student Database
Total Fall 1990
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Gender Age Educational Achlevementx*

Workforce
(N=2,300,000)
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S

Community College Upgrading &
Retraining Students (N=35,700)

* Data for the workforce educational achievement are SBCCE gstimates based on extrapolation from two
studies conducted by The Washington State Institute for Publlc Policy as part of the Family Income
Study and the Survey of Economically Disadvantaged Males.

|
Yo

[



mmmmmmmmmwmmmmmmmmmmmm In
mdmmmmmﬂ(12.8puwudmamdunmdedormmmmdto1o,1 percent
d%t@?mﬁa&)aﬁmmﬂummmﬂmmmmmmmmmdmgam
mmmmmmmm1wwwmmmmm by unemployment
insurance of $22,401). Most upgrading and retralning students (62 percent) earned less than $30,000
annuafy. Tho modian hours of employment were 38.6 hours.

wnuammmewmmmmmmmmm workers In some
mmmmmmmmmmnwmwmmmmoﬂmmmm

wm.wmmwmmmmmmmymmammlmr rate than
thelr ropresentation in the workforce. nhmmmuymmmwmﬂmmr occupations
have access to upgrading and retraining opportunities from sources other than the community culleges.
Themlsnobas!sfwspemﬂalbnmﬂmmmmglndmmgm-mﬂohmmmgwmch might be avallable
for production, construction, maintenance and materials handling workers.

TABLE |
Occupation of Community College . vgrading and Retraining Students
Compared to the Washington State Workforce
Studsnt Survey, Fall 1690
% of Total % In
Upgrading & Workforce

Professional /Technical (176) 18% 19.5%
Clerical/Administrative Support (168) 16% 16.3%
Service (162) 15% 14.0%
Managerial/Administrative (122) 12% 5.8%
Proctuction, Maintenance,

Maturials Handling (132) 13% 22.3%
Sales and Related (115) 11% 9.6%
Teachers and Related {60) 6% 4.5%
Health Practitioners (81) 6% 3.6%
Machine Setters, Operators (20) 3% 2.6%
Other (30) 3% 1.8%

According to responses from the student survey, more than a third of all upgrad’ng and retraining stucents
(35 percent) had worked for the same firm for four or more years. Nearly a third (31 percent) had been with
thelr firm for less than a ysar. Ancther third (34 percent) had worked for the same firm from one io three
years. There are no comparabie data on the Washington workforce, so it is not know if any of these grov.ps
were under- or over-served by the community collegss.

Survey mmmwmmmnmwemmpbfmoriyawupleyearswere more likely than others

to enroll to change thelr jobs or careers. Thoss with longer tenure tended to be upgrading skills for jobs
at thelr current place of employment.
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WHO PAYS FOR UPGRADING AND RETRAINING?

Job upgrading and retraining is commonly thought of as rasulting from a comparwy or soclal service agency
contracting for training of its employers or clients. In reallty, the largest chure of the upgmding and
mhﬂngeﬁonkwdvessmﬂoymsde&mammhrmmmhmwm-wm
career goals. As a consequence, most of the Instruction Is iy regular, state-supported courses where tultion
pays for 23 percent of the cost of instruction and the state pays for the rest. In fall 1990, 80 percent of the
classes taken by upgrading and retraining students wero state-supportad. The other 20 percent of courses

werapabbretﬁrdybymeemployarwbyspwmmhMQanhasﬂmﬁommJobmem
Partnersnip Act.

About 17 percent of tha students responding to the survey recelved complets tultion reimbursemsnt from
their employer. Another 10 percent were partially reimbursed for tultion (see Takis Il). Most students bore
the total cost of books, transportation, and other expenses associated with attending coflege with about 23
percent recelving support for these expensas from their employer or cther sources.

Table I
Who Pays Tuition for Upgrading and Rotraining Students
Student Survey, Fall 1990
% of Total

Student pald afl 49%
Employer pald afl 17%
Employer paid pan 10%
Financial aid pald all 9%
Financial aild paid part 4%
Parsnt/relatives paid 2%
G.l. BH 1%

Vocational rehabiitation
or other state programs 1%
Other _8%
100%

In contrast with findings from national studles on retraining taken from both publicly supported and private
vendors, this survey found that production workers recelved more financial support from thelr smployers
(50 percent received full tuition relmbursement) than did management (32 percent) and professlonal (35
percent) employees. Natlonal studles, howsver, Include upgrading and retralning from all sources Including
private vendors which may be a more common source for management and professional staff training than
communlity colleges. Employess In expanding companles and those facing Increased competition or
changing technology were more likely than others to be fully relmbursed for tuition.

The tuition reimbursement plans described by survey respondents Included:

Fixed amount per course, per quarter, or per year (20%)
Fuif reimbursement if course  eets critera (related to work, supervisor approval(25%))
Must successfully complete course to be reimbursed (35%)

Some employers who reimburse tultion costs upon successful course completion also have developed
means for thelr employees to borrow the tuition funds, thus further reducing the financlal barrier for workers.
One company reported that both thelr employee credit union and the community college came to the work
site on registration dav.



Emplmmaﬂybdlwsﬂmytmeanowgnﬂmmmymmadmlm From these data, howavei,
nhdwmmmkdmmmyedleos-basad;mgradmmmnlrmaﬂstoﬂtestateandtheworker
to fund. Theudadeachpaﬂymwngmmmemﬂherdmhn.

WWWMEASAMFOHRMW

mmummmmmyﬁmmﬂmmﬂywﬂmmmmm&m
training programs at other sites. smmummmmmmamm:m-
wm&mmmmmwmmﬁoymmmmmgmm
percent in tho miltary. mmmwmmwmmymmmmmasmmm
shoppers for training-related ssrvices. Ninety-five percent who had attended other training sald community
mmmwmmmemwmmmmmmﬂmm.

Suweymspuﬂmdeaedmemoﬂatammnywuegebmmofns convenient location, the
mmﬂmﬁmmnmmmm.mmdmmmandﬂwaﬂordabﬂﬂyofoommunﬂy
college courses as shown In Figure 2.

lg Figure 2
n.:':nmn. Reasons Upgrading and Retraining Students Select
00 1 the Community Coliege for Training

Studant Survey, Fall 1880

nosndodm auh%n f

E N
80 o oy 3
oviders

Note that unlon recommendation was not inciuded as a response option In the survey.
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While most upgrading and retraining students enroil at the community college on thsir own, rather than as
part of a program sponsored or encouraged by thelr employer, the skills galned do benefit the employer.
Additionally, though few employers (six percent of the total) in this state have ever tatked to a communtty
college about offering special tralning for new or current employses, employers express a need to have thelr
worker's skills upgraded.

TYPE OF TRAINING SOUGHT

The summer 1990 survey of employars found that of the six percent who had worked with a community
coliege, most (91 parcent) sought training In a specialized technical field directly related to a job as shown
in Table ili. Abomnalfmeemﬂoymwmalsomumgﬂmmmoﬂemdmmunmwmm
their workers In critical thinking, communications and human relations. Few employers specifically sought
basic sklills training in reading, writing and math.

TABLE il
Type of Training Sought by Employers who had Contacted the Community College
Employer Survey, Summer 1990

% of Those Seeking
Type of Training Sougtt {N=255 Fims)
Training In a speclalized technical field retated directly 1o a job 91%
Tralning in a professional fisid or speciaity 67%
Training in appropriate work habits and attitudes 49%
Training in human relations skills 48%
Training in written or oral communication skiils 46%
Training In thinking and reasoning skills 43%
Basic skills training such as reading, writing and arithmetic 26%
Liberal arts 11%

TRAINING BY INDUSTRY

Upgrading and retraining students worked In all the Industry sectors represented In Washington as shown
in Table IV. The percent of the total upgrading and retraining workers who came to community colleges
from the service Industries was higher than their reprasentation in the workforce (39 percent of the students
versus 24 percent of the workforce). Students from the service industriss were more likely than others to
say they enrolled to prepare for a job or caresr change. Transportation workers and thoss In the finance,
insurance and real estate sector were enrolled at a slightly higher rate than thelr representation in ths
workiorce. Most workers from these Industries and construction sakd they enrolled to upgrade their current
Job skills. Government, trade and manufacturing industry employees were less llkely than others to enroll
at the community college to upgrade thelr skilis or retrain.
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TABLE IV
|ndumym0ceuplﬂondcommnywum

Student Survey, Fall 1690

cmwmmmmm««

and Retraining Students

% of Total % In
Upgrading & Worldorce
Refraining {1990)
Other Services (204) 20% 12.2%
Wholssale and Retall Trade (170) 16% 24.5%
Health Services (134) 13% 6.8%
Manufacturing (128) 12% 17.4%
Govemnment/Education (128) 12% 18.5%
Transportation/Public Utiity (70) 79% 5.2%
Finance, Insurance, Real Estate (74) 7% 5.6%
Business Services (64) 6% 4.5%
Construction (53) 5% 5.2%
Other (13) 2% 0.1%
* |n addition, abomfmnpummmemenrd!edtoupgmde or retrain
were employed in agricuiture.
Community colleges In Figure 3
Washington served smafler Upgrading and Retraining Students vs All Washington Firms
firms at a higher mate than By Size of Firm
larger firms as shown in Figure % of Student Survey, Fall 1390
3. Those served at smaller otal

firms (under 50) tendad to be ] I%
students with lower levels of \

education than those who 2 A
worked at larger firms.
Students in smaller companies
tended to be locking for a
career or job change while
thoss In larger firms were 0 1
looking for skifls to use within
the firm. This finding s@ems tO

confirm the smafl business fear

2043
that providing training for Number of Employees

smployees leads to employees ] workforce
Ieaving the company. (N=2,300,000)

WHY SEND EMPLOYEES FOR UPGRADE TRAINING?

S0-249 250 or more

g Community Cotiege Upgrading &
S8 Retrsining Students (N=1,151)

Employers in the Borton Interviews sald the chief reason for sending employees to get training was
increased competition In the market place which has lead to significant changes in the way business Is

conducted. One employer sakd:



/

1
ThemlsmquesﬁmhmymhdMUwammmmmscmdﬁmEJomandA&n
counties....American industry will be required to do things differently than we traditionally have done
lnmepast...We'mbemgfmnedlrnoamombnenmtmnImﬁmtwhlchus&pammshlpsmdteam
work to their advantage which is somsthing the United States Is a little behind on.

There Is evidence that Washington employers are rapidly adapting Total Quality Managesment (TQM)
mmmammmmmmmmwmmmmmlmm
and problem solving skilis than in the past. Employers know these skills must be developed In their current
workforce rather than gained solely by hiring younger newly-tralned workers.

The employers in the Borton groups feit an obilgation to remove barrisrs to the productivity of thelr workers.
They feit responsible to Mewmmwmwmommwmemm
technologles.

WHAT EMPLOYERS EXPECT

Employers who participated in the Borton study focus groups said they expected their employess o “take
charge” of their own careers. One employar explainad it as follows:

Bmusememnmylscmhgmmmchndogybmm and your own lifestyle may
change ... you cannot dspend on the company to take care of you; and It is mutual. The company
can no longer ... depend upon you to always be there when they want you there.

Employers sald they expected their employees to be willing and able to changs and lsam new things. They
expected their employess 1o exercise the initiative and display the assertiveness needed 1o have the skills
demanded today. Employers sakd:

| tell people...when they report to work they're going to begin in a training process that lasts untll
they leave the company....You have to be able to continually acquire knowledge or leam how to
apply it in a practical sensa to stay.

We also want to instill in people's thinking that it's not wrong to continus to improve your way of
thinking and expanding your horizons. It's okay to go back to school and In fact we would like you
to do that if you're interested In a career over hers,

Employers sald their workers would benefit from training In compinter applications; business basics such as
the competitive and consumer focus of businsss, the importance of quality and productivity, and business
ethics; working in teams; treating customers with respect and resolving conflict; critical thinking; and the
abiiity to transfer skiils.

Employers had needs in addition to upgrading worker skills which they feit the community college could
address. One need thsy identified was to help In recruiting well-trained entry4evel employees from the
Immigrant and race and ethnic minority groups. Well-trained employees include those with solld basic skills,
Job-getting skills and adaptive skills (problem-sotving, declsion-making.) Employers also sald the community
colleges could provide tralning in sales and marksting, clerical and office automation, manufacturing
processes, technlual and trade skills, management and planning , iformation and data processing, health
technologies, cultural diversity and affirmative action.
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About 24 percent of those enrolled In state and contract courses® atthe 27 Washington community colleges
In fall 1990 ware enrolied to upgrade thelr current job skills or prepare for a career change. Most working
students enroll part-time (67 percent were part-time studomis). As a consequence the upgrading and
retraining students represent a smaller proportion of the full-time equivalent (FTE) students than of the
student headcount. They represent about 12,900 FTEs or 13.5 of the total state and contract FTE in fall
1990.

The majority of the 37,500 upgrading and retraining students enrolled In fall 1990 took courses related to
thelr current job (63 percent). The other 36 percent were enrolled to prepare for a career change or explore
a career direction® This analysls describes the differences between these two types of upgrading and
retraining students: Job Upgraders and Carear Changers.

PROFILE OF THE JOB UPGRADER

Sixteen percent of the community college enroliment or 25,200 students In fall 1990 enrolled primarily to
upgrade skills for thelr current job. The typlcal upgrader was a 32-year-old white, female who worked full-
time while taking classes. The two hypothetical employed students described below are typical of a student
anrolied to upgrade current job skils.

2, 828 yaar okd white female, has been working s & fullme personnel assistant wih a mi.
sizod famky Glnic for the past fiva years. . Befars anolling at her curient communty collego 1 el
had already taken some courses at a bis 3¢s college. . In fall 1990 she was enrollsd
TR ta-supported vocational coures i perednnel management. Marlan did not

nox was her tullion Telmbursed by her company.

ki whether she W) U ﬁﬂmmmﬁycoltegs after fall term. She worrles
ng het farmfly ofNigaticns, work 3 and baing a student. She has limited time to study at

night of on:the weekends. - Assiinments: that require library work are especlally difflcuit for her.

Despite balng successful at the business ¢otiege she attended, she Is now concerned about falling

her course because of the number of years since shie was fast in school. Marlan expects that her
‘amploy reward her tralning gffort with @ saldry Increase. '

white nials. worksmtlmofaran \‘el‘eétrbiii_ds,manmctuﬁng firm that employs

about 170 ¥e, Mo kmidngan@ﬁﬂmmmmw upgrade skills at his current Job.
 the course, he does nat plan o return ta the college for several years. Hae figures
. will Incraase Hs productiviy, & high priomty for his current employer.

providad ha achleves &t least a C grade.

Rex sams the lowest average wage of an| tha Individuals profled. If Rex could change one thing
about taking cotrses st the college; he would change time add place of his course. Since the course
wiil bensfit his company as-much_‘a‘s,hfmsa_lf; he_thinks the course should be offered during work
hours &t his job-sita. ‘ S

2 Data are not avallable on the goals of all students in student-funded, self-supporting classes.
However, many of the student-funded courses are almed at serving the needs of employed aduits such as
courses an micro-computer appiications and workplace Issues such as AIDS.

3 Most of the 5,300 students taking classes related to work and enrolled to explore a career direction
sald thelr courses were related to a career change. For this analysls, “explorers® who said their courses
were related to career change were Inciuded with the other career change students. The few who sald their
courses were refated to thelr current job were includad with the upgrading students.

i8 10



PROFILE OF THE CAREER CHANGER

Nearly 12,300 students, or elght percent of those enroiled In fall 1890 enrolled primarily to take courses
which would prepare them for a career change. The two students described bslow are typical of students
enrolled to change thelr jobs or careers.

Alice, a 32-year-old white female, has been a panﬁmeamploywcfatd&mﬁethgﬂmfﬂrma pest .
three years. She also takes care of har two chikiren. Allce Is bored with the routine.of her job and -
is disappointed In the favel of work #nd:compensation givert her skills, 3o she is planning to changs
careers altogether. She wants a Job with hamrmym mmm fRescontact. i

She has been enrolted as & full-time stucfent In an silled bealth progaim since iast spring. The genenl
education courses Alice had taken #t '# four-year college Belore her marage wit apply 1o her
vocational program at the community college. - WHE e took sclence courses last year, sho ls now
enrafled In three courses In her new fleid of atidy. Alice had received a lultlon watver from the
__college this quarter, but has received no assistance frony her-curment employer. . ©

Cralg werks full-time &t a.sd:aju', :esmumm whth fawer ti\anz)emplaym He has bsen working there
| contact with customers at his cuitant job bia is unhappy with the ev;%ma ¥

"G

. He

and weekend work scheduls. - Graig fs aingle, white and i his late twenties.  Craig started.
classes in fall 1990. He plans to-take courses sgain it th doltege In winter and GURTte
enralled for one thres credit state-supported course in business.
help In seeking & higher paying job, Even more.imporanty
more lelsure time than his current amployment. Cralg paid:
the college or his company. S

WHY STUDENTS ENROLL

Survey respondents were asked to describe their reasons for enrolling at the community college. In
response, most students (75 percent) selected twe or more reasons for snroliing. A student who was taking
courses for her current job often also saw the courses as related to a career change. Table V displays
reasons for enrolling for the subset of the survey respondents that couid be Kdentified as upgraders or
retrainers based on thelr responses to questions posed at registration (see Appendix C).

Table V
Upgraders and Career Changers by Reasons for Enrolling
Student Survey, Fall 1990

Career
Upgraders Changers Both

{204} {68) {272)

To take courses related to current job 78% 22% 64%
To prepare for Increase In job complexity 57% 31% 51%
To prepare for a career change 26% 82% 40%
To explore a new career diraction 33% 54% 38%
To prepare for a new Job sonewhere else 27% 57% 34%
To prepare for a new job at current company 33% 16% 25%
To move from temporary to permanent work 10% 25% 14%

1
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mmmwuwmmwmmmmmdymeymmmm
mmmmmmmmmmmmwmmmmp@aﬂmm
new jobs or careers. smm.mwmmmmmmgfmmmandeamwhnedder
workers weve upgrading currant job skills.

job.

Figure 4
Expected Roe of Community Coliege Emroliment for

EXPECTED PAYOFFS Upgrading 8nd Retraining Students Who Expacted a Benef it
Student Survey, Fall 1890

The chigf gains expected by
upgrading and retraining students

were personal satisfaction, Long-torm
followed by Incrsased Job Drrect Bensfit
itiss as shown In Tabie m'fe’wiz
Vi. Most expected the courses -torm
they were taking o play a direct ""’“2;""0
role In mesting these sxpectations
(84 percent), but others sald the
courses would have a more
indirect benefit as shown in Figure
4. Short-term
Diroct Benefit
Ony
36%
TABLEW
Both Upgraders and Carser Chengers by Type of Gain Expeciad
Sudent Survey, Fall 1600
% of Those Expecting Bensfits
by Type of Bensfit Expectsd
% Expecting Direct Bensfit Indirect

Jyee of Galn Expected Bansfits Shoc-term longtemm Bengfit None

Personal satisfaction 79% | 41% 21% 3r% 1%

Incrensed job responsibliity 0% | 40% 20% 38% 2%

Increassd salary es% | 41% 23% 34% 2%

increasad job security 63% | 38% 20% 40% 2%

Improved quality of fife 51% | 40% 20% 39% 1%

New position elsswhere 3B% | 32% 26% 41% 1%

New position st current firm % | 5% 1% 41% 3%

Better life for children 30% | 38% 17% 43% 2%

Start own businsss or practice 4% | 8% 48% 27% 1%




Only about a third of the students expected promations or new jobs as a result of thelr training and In those
cases only about a third expected to sge ths promotion or new job In the near-term.

When asked how much increase

the community college sxperience

would lead to in terms of wagss, Figure 5 ‘

the upgraders and career Expected 'ncrease In Wages Resulting from
changers surveyed varled Community College £ nroliment for
considerably in their response as Upgrading and Retraining Students
shown in Figure 5. Nons of the Student Survey, Fall 1990
raspondents expected their wages

to decline.

Respondents with lower current
wages ($18,148 annual salary)
expected larger salary increases
as a result of their community
college experience than thelr
higher pakl fellow students (the
average salary of those expecting
no Increase was $27,627).
Production and clerical workers
were more likely than others to
expect a salary Increase (80
percent of each group expectsd a
salary increass).

FUTURE TRAINING NEEDED

Currently enrolled upgrading and

retraining students were asked to

describe the extent to which they Figure 6

would nesed additional future Extent to Which Currently Employed Students
training. Figure 6 shows that Expect to Need Additional Training
about 64 percent expect to Student Survey, Fail 1930
continually seek retraining.

Training Every

Not all of that traini
ot all of that future training wilf Coupb(,s&ws

occur at the community collegs, Training Every
but given the demands of the 1.6 ear
percent of the workforce already 3%
enrolled, community colleges will

not lack for employed students.

Those enrolled in the community
college and responding to the

survey confirmed the aphorism \ | . Uncertain
that the more education a person None 26%
gets the more educatlon a person 10%

wants. Respondents who had

completed more formal education

saw a greater need for training in the future than those with less education. Of courss, this pattemn raises
the issue of how 1o encourage those with a high need but less motivation o engage In upgrading or
retraining.

81



Between the sbth and mmammmMmmmmﬂnm of satisfaction
mmwummmmmm Some In thelr first term of study were
unable to give an evaluation, banswdmhaposnmmmaﬂtomaquesﬂonsabmnmﬂegasewm

mmmdmmﬂemmmmmmmmwmegemmnds or cO-
workers while nine percent were uncerain. MWMmmWwimmeqmliwmhmm
equipment, usefulness of training and varisty of courses offered. The lcwast level of satisfaction was with
ﬂmncuaﬂaM]wsemhmnnaﬂm,Mhnmdlupgmdlnnandretralnmgstmmshadaxperlenoed
or needed these services as shown In Table Vil.

TABLE ViI
Student Sstistaction Ratings with Coflege Services
Student Survey, Fall 1990
1 = very unsatisfled
2 = somswhat unsatisfied
3 = gomswhat satisfied
4 = very satisfied
Msan % Satisfled

Quality of instruction (96%) 34 88%
Access to up-to-date equipment (57%) 31 B1%
Usefuiness of relevance of training to current job (62%) 3.1 755,
Tosting or assessment sefvices (48%) 30 79%
Interaction with facuity outside of class (59%) 30 7%
Variety of courses offered (80%) 30 75%
Services for persons with disabiities (21%) 30 76%
Help with selecting coursss (71%) 29 70%
Avalabll!yddassesatﬂnmlemldauem (87%) 28 65%
Job search information (42%) 2.7 63%
Financia! ald (34%) 26 55%

lnmwmmmmmmsdescﬂbwmmkdmmuabmyasmemeMweakmssmm
community college offsring. Theiswedﬂnelackdcowmain!gmwasmoﬂfrequenﬂy mentionsd.
Typical of the comments were:

| wish thera were more graptiics courses; also wish there were editing/writing classes available.

14



I could attend classes from 2:00 on if there were classes offered at these times.
My biggest problam Is that | work from 9 to 6 p.m. The night class start somstimes at 5 or 5:30.
Thequamyofmogmmsardmumesarﬂﬂwmgmumpmmoommsmronemﬂvemspondemsz

| fea! that the college could have a program designed for older working students re-entering college ...
To have counselors and advisors that are listening to [older student's] concems and fears.

Some»notaﬂ-mumeslickemem-mﬂeormeﬁonlswm.

I would like to see a broader scope of tochnical classes as well as classes In exploring potential caresr
areas.

The registratlon process Is slow and very painful. it takes & very long timel

Registration day Is difficult becauss classes fil so quickdy. Only a small portion of people who want to
enroll actually can do k.

Everything Is great except the registration procedure. | have to choose betwsen skipping classes or
skipping work. '

The quality of the courses, programs and faculty elicited the greatest response In terms of comments on
strengths of the college. The following comments were typical:

Instructors usually have real job experience along with thelr academic preparation.

All of the instructors | have come across so far have besn exceptional. They really seem to enjoy what
they do and do it well.

[The college] serves as a good intermediate place of study before going on for masters In order to get
back in the study habit and to test area of study.

Very practical applications are presentad.
I appreciate the focus on improving skils for working aduits.

EMPLOYERS

Employers in the Borton focus groups felt that community colleges raally proved thelr worth In terms of the
cost. Employers for whom the college had developed customizod courses sald the cost was very low in
comparison with outside vendors or In-house educational developmant. Most employers, howewar, 568 even
greater cost advantage in the state-supported courses taken by their employees. Typical of the comments
from employers related to the bargalin afforded by community colleges were the following:

Quite frankly going to the community college costs us a lot less than going to some other places tor
very similar tralning.

We know that it is a whole lot cheaper here at the community college than It Is for us to tsach [generic
computer classes] ourselves, and it's even more expensive If we go to a vendor.

n
[

15




Some of the reasons | re-rain people ls...t's a relatively cheap perk to offer people, especlally
community college type classes. Offer someone education and it always makes thsm more marketable
Hmylmmmymﬁﬂmymyyouwmmwyﬂoqmmknowledge.

summarizod part of the discussion by saying:

We identifiad that we had a problsm with pecpls writing technical reports. So wo actually went to the
eommmmyediemafuaskedmemluwywuhdpmmupatechmmlmmngdasssndtheydld.
MdmmmmmmmmwmBtomnMsaMpmonammmomh
long quarter class for people in our company.

| think I'd agree with everybody. I think they are the most wiling bunch of people I've ever run across.
Wldomythhgﬂmymtoammmdmyouﬂmm

Emmwwmmmwmmmmmmmwmkmwmnmemm
mammmmtomahmwwﬂm They also admired the colleges’
ability to ssrva displaced homemakers and disiocated workers.

N
b
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BARRIERS FOR STUDENTS

The research did notldentﬁythebamersformosewhodldmtanwmcdlege. But the majority of those
moduanmmmmlmmwmmmmummmmmmm
also apply to those who were unable to overcoms thess barriors to attending.

The most important barriers ware "difficulty In scheduling courses and work® and Jinances’ (see Table Vill).
SUNeyreswtshd!catematomhfmu]obupgmdu\gammmaudmamﬂd bensfit from additional
advising or counseling about courses and student success strategles. Process matters such as registration
and placement testing were barriers to about one in five students.

TABLE Vili
institutional and Persona! Barriers to
Enroliing at a Community Coflege for Upgrading and Retraining
Student Survey, Fall 1990
(N=1,151)
Barriers % of Total
Difficulty In scheduling courses and work 48%
Finances 42%
Family responsibilities 29%
Inconvenient course time/day 28%
Fear of faflure 24%
Lack of confidence 22%
Lack of knowledge about courses and programs 20%
Difficult registration process 20%
Fear of trying something new 15%
Fesling too old 14%
Course prerequisites 13%
Lack of college support services (advising, counssling, etc.) 12%
College placement tests 12%
Childcare 11%
Transportation 11%
Lack of relevancy of the courses 11%
Lack of spouse or family support 10%
Inconvenient course location 9%
Employer’s tralning and educatlon policy 8%
Inconvenient course length (weeks, months quarters) 8%
Lack of personal interest 7%
Physical disabfiities 3%
o
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BARRIERS FOR EMPLOYERS

Ths summar 1890 employer survey found that 72 percent of all employsrs had not contacted any education
or training provider to assist them with thelr training needs. About five percent had contacted a community
college, the single most commonly used vendor, while four percent had contacted a vocational technical
Institute.

Employers sakd they had nmmctedaneducaﬁomlonrammmlonbecausethw

1) Did not know who 1o call (40 percent).

2) mmwmmqmmmmmmmmmmmmem).
3 mmmmhmwmmmuwmammmmmgmpemy
4)  Thought that tralning pmgrammmtamsl’blatoenmloyees (20 percent).

in firms smaller than 1,000 employees expressed more dificulty with items two through four than
did employers at larger firms.

Mo&o!mesmvaympondentswhommmlpfmmacommunltyooﬂege (64 percent) said the college
solved most of thelr tralning needs. Amonoﬂmwhosaidmmmunﬂycdlegasdld_mjsdveaudma!r
tralnlngMabmﬂamsabﬂmwﬂagewmmwidemmmmmmﬁmespan required, did
not have snough qualified instructors, or did not offer training. Most employers also gave "other” reasons
fwnmmmmm;mmemwmmndwhbhmmefaamofmacdlegetopmvideﬂw

specific type of training needed.

Employers who participated in the Borton focus groups recommenciad that community colleges improve
thelr upgrading and retraining by designating a single point of contact, belng more entreprensurial, providing
Instruction via alternative dellvery methods, and providing quality instructors, instruction and services.

Need for a Single Point of Contact: Employers in the Borton focus groups recommended that the first
problem - who to call - be addressed by designating a person to be In charge of upgrading and retraining
with the authorlty and information needed to make fast decisions. Employers sald:

A lot of businesses do go to the community college. Thaygswustratedwhentheygo..withme
amumdbumauémcyﬂmfelmdvadlnlustnylngtoge% someone to put a curriculum
together....It's very difficult 1o desl with the educational institutions because nobody really knows
whose In charge. | think it's frustrating for businesses. They want to deai with one person.

One of the problems that | found...ls whenever you deal with the bureaucracy, nobody is
responsible. Nobody has the responsibility to say: "Let'sdo It. I'il take responsibility. 1'll stick my
ieck out.”

Entreprensurial Focus: To employers an entrepreneurial focus includes knowing more about their clients.
Companies do not want to waste empioyee time by having training geared to the wrong level. Colleges
should do market research, anticipate needs, and then develop classes to meet the “market niches.”
Colleges shouid be knowledgeable about the products of "competitors.” Colleges should advertise classes
developed to meet employar and employee needs. Belng entreprensurial also means considering economic
and community needs when determining which courses should be offered during times of limited resources.
One employer summarized this idea as follows: :

I think that the educational Institutions are a business. Thels product Is to serve both the community
and the students. They have to market their ablities which they are not doing now. We have a
work force that needs to be upgraded just to stay abreast of what's going on, what changes are
occurring, and then institutions need to go out and market thelr abllities. And they need to put
programs together that mest the business needs whether it be several small shops together to meet
a common goal or whether it be a larger, heavy industrial company, but they need to market thelr
abllities just the same as all of us.

18
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Providing Quallty Instructors, instruction and Services: To the employers “good facuity” are teachers
who kesp current, are technologically astute, apply knowiedge to the fleld, can Inspire, and know how to
teach. Since many facuity will need to teach at night or on the weekend, colleges need to recrult and
reward these good faculty. Soms employsrs favored the use of performance-based pr* "Good Instruction®
involves leading-edgse Instruction in terms of ideas, methodologlss and phiiosophles as well as introducing
students to the more commonly used and adopted perspectives. Businesses do not think the responsibiilty
for assuring a quality facuity need rest solely with the college as evidenced by the following comment:

When someons Is teaching finance at the collegs, | think it ought to be the responsibllity of the
financial community to make sure that the person’s skills and understanding of what's goling on in
the financlal services area Is very current. This should be a constant process with alt fisids. | think
that people that are teaching engineering ought to be part of the same community of professionals
as the people who are practicing it.

Employers sald they see a need for focused asssssment and piacement for customized upgrading coursss
for employees. Companles think employses should be screened Into classes and programs bassd on
assessment measures. They see this sorting and screening process as part of the benefit of using
community college services.

Alternstive Delivery: Employers encourage colleges to use alternative delivery systems such as video
telecommunications, computerized Instruction, and other modes of self-paced leaming. They also want
credit for priordeaming to be avallable for smployses. One employer sald:

Perhaps they can begin to restructure education In ordsr to meet soms of the Issues that we've

talked about. With the advent of the video equipment they could put the lectures or even the
course work on video tapes.
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Humnnasmmoevelomnm)bﬂnpumdpmmﬁupaopleforapmduwverdemthelabor
wmmmymwmmmwmmmmmwmm. 1979; Levitan,
Mangum, & Marshall, 1962 as cited in Noits, 1891). The theory postulates that workers wil seek training
under several circumstances:

* WhanﬂWhaqapmm]obsﬂlmummmmmsWsdﬂmwmker.

» Whmmmmmlhavaamsmvahi!wmmmmmﬂmy.andqwnyoflm That is,
whmﬂnomumRyMamlmﬂnnﬂwﬁmﬂam

b Fmsmmcwnmmmmowmhmﬂmm in theory the employee should
mmhwmmgwmmmdmplowmldmmm

* Forgeneraltralntng,whanlong—lermbenoﬁtsemadopmnmnycom

mhMMMammmlmwmmmwmwdﬂmMesomto
participate in upgrading activities. That s, upgmdhgmdmmm\msagapbetweenmelrskﬂlsam
the skills neadad for the job. Hmmmamts,mmmmm,mnmmwmedtommmeskm
demands of thelr cument job. Those who were retraining tended to be working in jobs that they feit pald
too little for the skills they possessed.

Consistent with HRD theory, the study aiso found that: (1) younger workers are more interested in upgrading
and retraining than older workers, (Z)nmeducatedmhwhlgherwagaexpecmbns, and (3)
workersdldnotrecognizemadnngesmmptacalnﬂwwldome.

Tnegmte&mmbamﬂtsmdemsexpedadmmmmopmmﬂymofpursmngmoreeducaﬂon
was personal satisfaction. Salary increasss, increased productivity and quallty of life were important, but
lessor pay-offs were expected by the students. Those with the lowast wages axpected the most in terms
of wage benefits from their training, as conslstent with the HRD theory.



This research identifies five changes In community college policies, procedures or resource allocations that
would havemaQWIMﬂwoodofbenemmgmaupgmdlngandmmlnlngmlsslm Community college
staff and representatives of employer and employee groups will nesd to discuss these opportunities for
improvement, determine which should be addressed given limited resources or find additional resources to
meet the needs.

ACCESS

Theaccesslssuere!atesbothtoaddmmmaovamﬂlevdofsemandthelneqmlmes In who Is served
by the community colleges.

Underserved Workers

Varlous segments of the state’s workforce do not participate in community college upgrading and retraining
opportunities In proportion to thelr repressntation In the workforce. Many employees have other
opportunities for upgrading and retraining. Professional workers, for example, typlcally rely on their
associations for training activities. But the workers lsast iikely to be at the community college, In addition
1o professional workers, were men, those with less than a high schoa! education and older workers.

Service to those with Less than High Schoo! Education: Few upgrading and retraining students enroll
in basic skills programs such as the Aduit Basic Education (ABE) program or preparation for the high school
diploma. A recent study of students from the ABE program In Washington community colleges showed that
while 42 percent enrolied in the programs were employed, only 26 percent enrolied to improve thelr job skills
(SBCCE, 1991). Workers who need literacy training appear to bo an underssrved poptilation. Should
community college or employers target this group for upgrading or retralning funds? The barriers for this
group likely include financial constralnts as well as fears related to the abliity to succeed In school.

Service to Men: Women more than men participats in all aspects of community college education Including
upgrading and retraining. Currently men outnumber women In the workforce and are expected to do so
until sometime In the first or second decadse of the next century. The HRD theory provided no rationale for
less participation by men than womsn, except that of generally higher salaries already being pald to men
(thus less motivation for more training).

Before community colleges address this underservice, it will be important to determine i male workers
receive less upgrade training than female workers when all vendors are taken Into account. Men and
women are employed in such different occupational areas and training requirements may be considerably
different. Men may receive more on-the-job training or more training at sites other than the college. The
men who responded to the survey, howsver, were not more likely than women 10 aftend training from other
vendors. If further research should Indicate that male smployees receive loss upgrading then women
employees, should they be targeted to increase thelr participation in upgrading and retraining at the
colleges?

Service to Older Workers: Older workers will be increasingly Important to firms as the pool of joung
workers shrinks, yet fewer workers over 44 are Invoived In upgrading or retraining at the community
colleges. Should colleges target these older workers? Since older workers are more likely to need training
1o benefit their employer rather than their own career path, should employers be setting aside more tralning
funds for their older workers?
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Overall Leve! of Service

mtmmmwmmmmammmdmmdemum 13.5 percent of the FTEs.
Wslamerﬁunﬁmbas!cskﬂlsﬁmcﬂmmdeqmlmmmmemwwd preparatory function. Is it
appropriate, given limited moweesamwongdemmmoﬂmamas.toseakmeanso!lncmsmgme
ssrvice to those who need to upgrade or retrain?

Thesarvieelevelquasﬂonmlsesalargapubllcpdlcytssuawhlchmeommumwowegesalunecannot
address: Whoshomdpaytorupgmdmgandmmwmesmte'smnployers? How much and under what
circumstances shouid the state underwrite such training? What Is the employer obligation for funding the
training? What Is the employese obligation?

abﬂnyofoonmestoremondtomeneadforupmadhgmmhlng. Other analysis has shown, however,
matasodlegesmketoughcholcesabommbhmmmoﬂergmnlimmdmmam growing student
dmnd.ﬂmymvemnﬂnmﬂwkscheduewmmtambyummdmand retraining students. Belween

working studsnts or a reduction In demand for the courses.

Adding to the decline In service to upgrading and retraining students Is the Intense competition for space
in general education courses in English, speech, math, soclal sclences, and physical sclences. These
courses are typically filed by transfer and Job preparation students before par-time upgraders and career
changers have the opportunity to enrofl. According to student comments, lack of course avallabllity Is
especially disconcerting to those seeking a degree at night.

Can community colleges design more flexible funding systems that would allow state funds to provide more
tralning for upgrading and retraining students without reducing the services to others? Ifa cholce must be
made between serving the transfer, basic skills, job preparation or retraining and upgrading student, should
the current pattem of reducing service fo the latter be continusd? Are altemative funding formulas needed
to encourage colleges to focus more resources on serving these students?

if the legislature funds additional new enroliment for the community colleges, what percent of those new
dollars should fund spaces for upgrading and retreining efforts at the community colleges and how much
should be used to address other enroflment pressures?

Most upgrading and retraining is funded by the state general fund allocation to community colleges? Is this
appropriata? Should industry pay more for the training? Should employees pay more?

REMOVAL OF BARRIERS

One of the chief barrirs to employer use of community colleges for retraining Is lack of knowiedge about
community college customized and regular training programs. Employers are looking for an entrepreneurial
effort on the community college’s part to serve them and their employees. They also want a single point
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of contact and decislon-making for tralning. Ara colleges In a position to respond to this employer demand?
How can colleges do a better job of marketing the!r services?

StudeMssaldtmtﬁmchlefbaMersmammmgmmmRyeouegesmmmm between work and
school and finance Issues. A recent study of telecourss students in community colleges found that most
were working adults who were addressing the work/school time conflict via video education. The courses
available via video education, howasver, were limited primarfly to general education courses rather than
technical studies.

Should Washington community colieges attempt to remove the finance and work versus school confilct
barrlers” Should colleges sncourage the use of tultion reimbursement plans for workers? Arg the college
billing procedures for such arrangements easy jor small companles to use?

Doemp!oyersalsohavaamsponslbmtyhmnovlngbanhtsrdmw:oﬁmnmammewmkvmus
schooling time-crunch? Many employees enroll for long-term goals that may not have bensfits for thelr
current employers. Can al' employers afford to provide the same level of financial assistance for schooaling
they see as related to the job?

SOmestudemsexpressedafearoffaﬂure.alackofconﬁdenceandalackofchﬂdeamasbarﬂemto
enrolling. Should the community colleges provide services to address these concerns that worry soms, but
not all, of the older working students?

ENHANCING SUCCESS

Most employers and upgrading and retraining students were positive about the benefit of thelr community
college experience. Some students were less positive about financial aid and job search services. Are
these services geared as much to working adults as to traditional-aged full-time students? Should the
colleges review how best to provide these services for the upgrading and retralning students seeking them?
The majority of working students have no need for elther financial ald or job search assistance.

Increasing flexibility In terms of course avallability, especlally In the aftemoon and evening, shouid result in
increased student success (and possibly access). Working students In the Borton focus groups sald thay
would rather take day time classes two days a wesk for longer perlods than five days a week for shorter
periods.

Should colleges review thelr processes for registration, testing and advising students with the working
student in mind? Can the employer-college partnership include offering some of these services at the work
site? Nearly haif the upgrading and retraining students were tested. Do they recsive advising geared to a
working student from thelr test resuits?

Employers feel that colleges could enhance the quality of training Ly providing focused assessment and
class placement for employed students. They think it is difficult and yet critical to maintain a quality faculty
who are wiling to work In the evening and on weekends. Can colleges do more to assess and place
upgrading students and to reward the facuity who meet employer definitions of quality facuity?

COOPERATION

Currently upgrading and retraining at the community college functions much like the other areas of transfer,
basic skills and entry-level preparation. The chisf “client® Is the student. If an employer Is encouraging or
financlally supporting that enrofiment, It Is not known to the college. In the customized training programs
however there are thres bensficlaries - the employee, the employer, and the economic development of the
state and communtty. Do colleges need to make any changes to assure that job upgrading and retraining
meets the needs of not only students, but employers and reglonal or state economic development?
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mmasslstammeoﬂmgam&mpwfklhummdmw retralning from state government, which
ﬁuﬂsmebwdﬂnmkﬂng.andmmapmammnon-ptd!m.whlehneedsandbensﬂtsfmmm
training. wrmwnmmzpdmwmmwmmmcoommmmm (Senate Bl
5184) be to the upgrading and retraining issues faced bytheeanmunnyeollages? What comparable
mechanism:s can be created at the local level?

WmMWWWWWWMWWMWwMWW
wmmmwmmmmmmmmdmgmmmwmdmmm
job mmmmmmwamwmum,mmgmmm
Wmmmmmﬂmmwwmmmw Some
mldhemwpsmwhhhﬂnywvadmﬂwﬂmaymrammammmﬁommﬂmcﬂum

memwmmMammwmmemmpanm
afedmghwgsompuyﬂmnlsdmwforasmngmupmmmaﬂmsneeds. Others sald that the

Shoutdedlegesmvampmetrappmchtoad\vborygmups? How can compantes assure that their members
onthecommmeeseesuchservleeasah!ghpmmyforﬂm company?

Thesamasmploymmommemwﬂmdegesam businesses work togsther on joint ventures such
as development of video-based courses, pm-employmGNpmgmmmrecmmng employees, mentoring
mmmfamymmmmmmmmmmm Under the auspices of
Senate BN 6411 (Investment In Human Capital Study) several Washington community colleges are
mmmﬂmmsklohnwmmmmmmwmmem recommended. Each project
fecehradabmnﬂoomommmfumwp!aﬂw]olmvanmm How can all colleges form
pamersmpswﬂhlabormdmmrytompmdtomwa recommendations?

Q)

P
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Oneofthebwmmdmmmwmmmbwmmmmmmmmm
what they expected from the community college, both immediately after leaving and in the long-term.

StMenthomvmygmaﬂyaMﬂnmmWemms@asmwomamgemwm
accurately indicate the outcome of training.

mmmmmmmmmmmmm-mmmmmwmmqummmw
intrusive. ThusoﬂmrlemeMemmmmybamededﬁwﬁwmmwhmwanNeW
cannot be funded. Such measures might include a wage comparison for thoss who completed upgrade
and career change education versus others. This measure would be meaningful for about 70 percent of
those attending the college. Such a measure could be used to distinguish the characteristics of more or
less successful upgrading students.

Since the employer is also a "client” of job upgrading and retraining, should the outcomes for the business
also be measured? This analysis has not identified the outcomss expected by businesses. Should a simfiar
study be undertaken to determins their expectations and methods to measure such outcomes in the future?

One of the Issues ralsed by this study was whether or not male workers are underserved Interms of all types
of upgrading and retraining. They are underserved at the community collegs, but a broader based study
Is need to determine if they are underserved by other providers as well.

This research did not identify the extent to which students retraining via programs such as dislocated worker
and private industry councl programs are served at community colleges. Future ressarch should be
directed to comparison of their outcomes with the outcomes of other working students.
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By examining the needs, Mmawmmtsﬂesdbothmployarsmwmﬂngsmdems. this study
MummmmwmmmmwmasnmnﬂymmeWm
community coilegss. nmmmmmmwmngmseaxmmmmw
mmmm.wmmmmm

Washmmmunwmmdwmwmuemtommmdmgammnmd
Washington's worldorce. Asmwsnnentswemmdledhmmdmmmmnginfauwsusm
snrolled to prepare for new jobs. Abmms.SperwndtlntomlstateandoonhactFTEswemdmwto
the upgrading function. Inaddiﬁon.comunﬁyodlegessemnawysmdemswhoarealsoupgmdmg
thelr job skiils or retraining for new jobs.

n&undwasmwheﬂmmnmmmnlwddmtsappmprhmmsmtenwmmwmmme
future. vwmhdwbm@ummycdmsammmpdaﬂomatamghmmmanomﬂs
Undmwedqmupshdudemn.workemwﬁhlmﬁmalﬂghsdmdaducaﬂon.andolderworker&

waghmmnmﬂyedlegssm”mmuynmmmmnmdoso.wﬂemwggmmmdf
msponsetoMmthMsthdm-dMstmMﬂw&ﬂegemm
fundmgtooﬁwdams—hasbeentomcreaseaMam!caMbas!cskﬂlseducaﬂonanheexpensedboth
entry-eve! job training and upgrading and retralning. This study ralses the issue of what role upgrading and
retraining should have in the total communtly college mission. It Is likely that more conversation is needed
to determine how the college’s limited resources should be allocated between the various missions of the

college.

Upgmdmandmmlsmtmasderespwaslbﬂﬂydmcommumvconege. however. A major policy
mmmmwmwhmapmmwadmm,mamgovemmenﬂnupgmding
and ratraining. Therdeqms&lomalatestomelssusdmopaysforthenalnm. it Is also central to the
quadondmhﬂte'dlem'ofmeeommﬁycdlego. it Is possible that the success of advisory
oonuntneeswilmnnmmnitedorsubjemtomeluckdﬂmdmwmteﬂmdlndustryandlabormmnmem
until the role question has been addressed. This Is an lssue that must be addressed by afl parties jointly.
nbukdymmnWWMTmWnQWEducaﬂonmuaﬂngBoard (Senate Bill 5184) can provide
the forum for this conversation.

anwmamseenbysnnausandmploymallke as flexible institutions which can address the
needs of employed students. Asoneemplowsald:mqmmylsmybnasgoodandsomeﬂmesbsner
than what we can do and a lot [of the time] mare timely. They'remomrespomivetooumeedssomeﬂmes
than we can be to our own [needs]...” To continue to meet those needs, colleges will be challenged to
provide more aducation using vidso telecommunications, more evening and weekend courses, more
customized training and Instruction at the work sRe.

The state's Industries are making major changes In the processes to assure their international
competitiveness. Manufactures have adopted statistical process control approaches. Total Quality
Management (TQM) approaches are mentioned by employers In all sectors. There are numerous exceallent

of how Individual colleges have made changes to keep up with the needs of employers. But an
issug raised by this study Is the extent fo which the community colleges, as a system, need to consider
changes In their processes (registration, course scheduling, delivery mechantsms, student services) to mest
the needs of the changing workforce.
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As part of his dissertation study, Walt Noite, designed and edministered The Community College Job
Upgrading/Retraining Survey In November of 1990. The survey resuits, along with demographic Informatfon
fmmmesaocESnndthsmgememlmmuonswm. provided the basls for the profie of upgmding
Wmﬂmmmm«ﬁmmamwmmmmwmmm

college education.

Questionnaire

The eight page questionnaire was designed based on previous SBCCE survey Instruments, a literature
review, and results from the Borton study. mequeahnmuamsp&mmwwimagmupdmnﬁoyw
students at Tacoma Community College. The final instrument tock about 15 minutes to compiete and was
administered during the class session by staff hired specifically for that purpose.

A copy of the questionnalire is attached. The main areas covered in the Instrument wers:

Reasons for enrolling

Reasons students enrolled at a community college
Expected outcomes from courses

Barrlers to enrolling

Measures of student satisfaction

Comparisons with other training experienced
Future needs related to training

Current job status

Tuition reimbursement status

Relationship of salary and work

No backgmuMquesﬂomwemaskedbemwenwasexpeaedeuohmfwmmtmmuMbeobmm
from matching survey responses with data collected at registration. Students were advised, both In writing
and orally, of this use of the soclal security number they provided on the questionnalre at the time of the
administration of the survey.

Survey Sample Frame

The sample for this survey was drawn from all students enrolied In courses identified as serving employed
students. From six to tweive classes were identified for the sample by administrators at sight community
colleges:

Big Bend Community College Skagit Valley Community College
Edmonds Community College South Puget Sound Community College
Highline Community College Spokane Community College

North Seattle Community College Tacoma Community College
Each college has a history of providing educational services to employed students and a reputation for

provldfngtralnhgservicestopdvateseﬂorb@nmandhdu@y. These colleges represent the mix of ail
community colleges in terms of urban, suburban, and rurgl settings, size, and location.
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upgrading and retraining students. Thepmgmnalsowwﬂedbﬂmwaﬂononmembtofsuchcoursesln
terms of day versus evening, and vocational, academic or basic skills mbc.

Administration

smmmummwlmmmwmwmmmmmummsmmmmmhe
sighth week of fall quarter 1690. mmmmammmmmmmw
galn agreement to use ciass time for the survey. Awehwcmladnﬂmwausuweysandusda
prepamdscﬂpttoammmﬂmmypmuﬂmmmquasﬂon& Only those students who
mldmeymemployedandmmuedmhnprmmk}obskﬂlsorpmpamforaeareerchangeweroasked
to complste the questionnalre.

SnadsfuswhowantedaeopyofMSmyresultswsreaskedtOstopbytheDean'sofﬂcaanuneofthe
coming ysar to obtain coples.

Studemswemaskedtopmvmmelrsoclalmmynmbwmmsuwayfomfwuselnmatchlngwith
MSBCCESMMMWIWMm(SMIS)m. About nine percent of the
responderﬁsMedtowideanumbemMammmsmnpsmm provided numbers which did not match
those In the registration files for the quarter.

sswsmﬂwmﬁemammdaﬂwmmawydmmddataentrypmgmmwhlchdbaﬂows
msponsesoanddeﬂwmmdﬂmaaﬂo\mdonmm SBCCE matched the valid soclal
squynmbasmmemwwmwmmswsmmpmmmmﬂonon enrofiment
patterns and demographics. SBOCEalsonmchedumesammmwnhheEmploymemSBcumymge
fites to gather Information on the student’s salary.

Additional Data

In addhion to survey resuits, the analysis of upgrading and retraining students was partly based on data from
two other sources:

* lr#omnﬂonpmvldadbywveyraspmdemsmmmnedmgismﬂon This information Included
memwmmmmmmmdmmmmmm. race, gender, types of
courses in which the student enrolled.

* Information onmmpbmasmmmmmrdmw to an estimated annual salary and
hours of work based ona match of soclal security numbers with the unemployment insurance data files
maimained by the Washington State Employment Security Department.

Data from both sources were matched to the survey responsss using the soclel security numbers provided
by survey respondents. TMsuweyfomlndudadmaxplamﬁondmeusemeabemadeofthe
soclal security number if provided. Ofthe 1,151 students who completed the survey, 109 or 9.5 percent left
the soclal security number blank. Addmomllyadprovldednumbemmmdnotmatchwnhmaregmﬂon
data. Thus the above data were nat avalable for seventesn percent of the survey respondents.

~?
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Defining the Degree of Certainty in Using these Survey Findings

Factors Influencing Certainty of Findings

Formanytheﬂrstandmwmtwmasmmwwhenmmuedngﬂmdegmeofcemlmymm
to findings from a survey Is sampling error. Sampiing error refers to the degree to which the sampls
represents the total group or population for which information was sought. But, there are three other
factors which are Important in determining the degree of certainty of survay findings:

*  Measurement Error; The degree to which the questions asked truly measures what the

ressarcher intended.

* Non-Coverage: The degree to which the entire population had an opportunity to be
included In the sample.

* Non-Response Blas: Blascmatedﬁtheanswersﬂummmpoﬁenhwamﬂkelytodiﬂer

considsrably from respondents and the number of non-respondents was
large enough to impact the findings.

All surveys have some degree of uncertainty - that is the concem that findings do not represent the bellsfs,
aftitudes, opinions or behaviors of the population studled. If uncertainty is low, the findings are far more
useful. As a consequence, researchers attempt to control the four factors mantioned above to assure the
highest level of certainty possible given the resources avallable to conduct the study.

In the case of this study, findings from The Job Upgmding/Retralning Survey are regarded as fairly high In
certainty because the researchers were able to minimize blas and emor. Nevertheless some uncenalinty
remains due primarily to sampiing error and non-coverage.

Measurement Error
The fellowing factors helped reduce uncerainty regarding measurement:
* Nolte had extensively pilot-tested the questionnaire with studsents at his community collegs.

* The questionnalre contalned mostly standard questions which hao been previously pilot-tested and
used in a variety of other settings.

* Some questions were asked In several ways.
* The survey was short and well structured.

* Respondents did not have 1o work hard. Their interest was maintained as they were led through the
survey.

For some questions, respondents were asked to indicate Iif each response did or did not apply to them.
Often a response was left blank. Analysis of this survey assumed a blank response to mean "does not
apply®. (If this assumption Is false, the level of measuremant error could be considerable.)

Sampling Error

Courses were used as a basis for sampling students. How well these students represented all upgrading
and retralning students depended on the courses selected. Deans of Instruction or vocational deans at each
campus selected courses which they regarded as representative of courses whers upgrading and retraining
students were most likely to enroli. Course profile data was provided to assist the deans in thelr selection.
While this selection process was not as free from error as random selectlon, It Is assumed that the
judgements made resulted in minimal error.
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The courses basad cluster sampling technique does not allow for exact specification of sampling of error.
Based on sample size and assumed representative courses, the sampliing error is assumed to be not
greater than plus or minus five percent.

Non-Coverage

Notaﬂupgradhgandmualnlngmmumeppommytobemmemeysampleammustmls
uncersainty In the findings due to non-coverags. Specificaliy, those that did not have an opportunity to bs
In the sample included:

* wmmawmmmmmmmmﬁmﬂnmesdmum to
administer the survey.
* Upgrading and retralning students In the following courses:

*  English-as-a-Second-Language (ESL).
*  Sheitered workshops.
*  Aduit Basic Education (ABE).

These students were excliuded becauss of the reading skill required to complete the survey.
Students In developmental studies courses ware Included, however, and the results can be
sald to falfly represent upgrading and retraining students above the literacy training level.

* Upgrading and retraining students In colleges not included in the study. It was assumed that the
participating colleges adequately representsd the community college system.

Forwmandﬁb,wmgsmbasedmamnmlmﬁmdmydmmmbndm. SBCCE
matched the two sourcss of data based on soclal security numbers supplied by respondents. Not al
students suppiled thelr soclal security numbers. Thus findings based on registration and survey data can
be regarded as high In certainty only for those who suppiled thelr social security numbers.

Non-Response Bias

Inthlsstudy.manon-responsaratelsunknownasmenumberdupgmdlngandretramlngstudentslneach
course was unknown, Students in the course were asked, orally and at the start of the survey to determine
if they qualified to compiste the survey. Only thoss who sald they were currently employed and enrotied
tolmprovemelr]abskﬂlsmpmpareforacareard:angsmaskedtocompletethasmvay. It is possible
that some who qualified did not respond. It Is also possible that some non-qualifying students completed
the survey.

Non-response may have also resulted from upgrading and retraining students not being In class on the day
of the survey. Given the timing of the survey early In the quartsr and the ease of complsting the Instrument,
it Is likely that most upgrading and retralning students were presant and most responded to the survey.
Thus, this In-class survey, ike most of that type, probably had considerably less non-response bias than mall
or phone surveys of similar populations.

Conclusion
The findings of this survey can be thought of as falrly accurate in representing the opinions, belisfs, attitudes

and behaviors of upgrading and retraining students above the literacy training level in Washington
community colleges.
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JOB UPGRADING/RETRAINING SURVEY

Are you currently employed? Are you envolled in college to improve your job skills or prepare
for a career change? If your answer to both questions was YES, we would appreciate your help
by completing this survey about students enrolled to improve Job skills.

Your answars are a valuable source of information to help Washington community colleges improve
instruction and support services for working students. Your social security number is needed
to match to the demographic information you have already provided the colleges. Your responses
will rematn confidential.

Rame (ocptional):

Social Security Number: - -

Q1. How would you describs your course(s) in relation to your current job? (Circle the
nunber that best applies te you--one enly.)

1 STRONGLY RELATED 10 JOB
2 SOMEWNAT RELATED YO JOB
3 NOT RELATED TO JOB
4 UNCERTAIN
Q-2. ¥hich of the following apply to you as a reason for enrolling at your community
collegs?
Applies Does Not
| App}y
1 T0 TAKE COURSES RELATED TO CURRENT JOB . . . . . . . 1 2
2 Y0 PREPARE FOR A NEW JOB AT EXISTING PLACE
. OF EMPLOYMENT . . . . . .+ o v o 0 e o v v v o 1 2
3 70 PREPARE FOR A NEW JOB AT ANOTHER PLACE
OF EMPLOYMENT . . . . « « v v o v v o 0 o o 0 o s 1 2
4 TO PREPARE FOR ACAREER CHANGE . . . . . . . . - . - 1 2
5 T0 EXPLORE A NEW CAREER DIRECTION . . . . . . . . . 1 2
6 T0 PREPARE FOR INCREASE IN JOB COMPLEXITY . . . . . 1 4
7 T0 MOVE FROM TEMPORARY WORK INTO A PLRMANENT
CAREER . + + « + o o o s o o o o s o o o o o s o s 1 2
8 OTHER

(Please specify)
Q3. Are there changes in your place of employment requiring you to upgrade or retrain?
Applies Does Not

| App}y
1 NOCHANGES . . . v v v e v v o o o v o o o 0 o o o s 1 4
2 COMPANY 1S BEING EXPANDED . . . . . . . . « . . . - 1 2
3 COMPANY 1S BEING DOWNSIZED OR LIQUIDATED . . . . . . 1 2
] COMPANY HAS BEEN ACQUIRED OR MERGED . . . . . . . . 1 F4
5 CHANGE IN NAJOR CUSTOMERS . . . . . . . . -« - . - 1 2
8 CHANGE IN MAJOR PRODUCTS OR SERVICES . . . . . . . 3 2
7 CHANGE IN COMPANY OWNERSHIP OR MANAGEMENT . . . . . 1 2
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Applies Does Not

T

8 INCREASED COMPETITION FROM OTHER FIRMS . . . . . . . 1 2
9 CHANGES IN COMPANY TECHNOLOSY . . . ... .. .. . 1 2
10 CHANGES IN COMPANY LOCATION . . . ., . . . .. ... 1 F4
11 COMPANY IS BEING CLOSED AND NO OTHERS

REQUIRE MY SKILLS . . .. .. .......... 1 2
12 COMPANY 'S MAJOR CUSTOMER(S) REQUIRES

TRAINING ATOUR FIRM . . . . . .. ... .. ... 1 2
13 OTHER

(P1ease specify)

Q-4. Why did you decide to go to this comrunity ecollege?

l l
TYPE OF COURSES AND PROGRAMS . . . . . . . ... .. 1 4
RECOMMENDED BY EMPLOYER . . . . . . . .. ... .. 1 2
RECOMMENDED BY CO-WORKERS . . . . . . .. . . . .. 1 2
CONVENIENT LOCATION . . . . .. ... .. ... .. 1 2
CONVENIENT COURSE TIME . . . . . . .. .. ... .. 1 2
AFFORDABILITY . . . ., .. ... . . e e e e . 1 2
OTHER

NN A DN e

(Piease specify)

Q-5. What are your future expectstions regarding your current or planned course(s)?
Appliss Poes Not

o
1 INCREASED JOB SECURITY ., . . . . . e e e e e e 1 2
2 INCREASED JOB RESPONSIBILITY . . . . . . ... ... 1 2
3 INCREASED SALARY . , . . ... .. .. .. ... .. 1 2
4 NEW POSITION AT EXISTING PLACE OF EMPLOYMENT . . 1 2
S NEV POSITION WITH ANOTHER EMPLOYER . . . . . . . . 1 2
B START OWN BUSINESS OR PRACTICE . . . .. .. . .. 1 2
7 IMPROVED QUALITY OF LIFE . . . . . .. .. ... .. 1 2
B PERSONAL SATISFACTION . . . . . . .. ... . ... 1 2
9 BETTER LIFE FOR CHILDREN . . . . . .. .. .. .. 1 2
10 OTHER
(Please specify)
Q-6. Based on what you have learned in your classes so far, do you think your community

college experience will help you mcet these expectations?
Applies Doss Not

Apply

! |

1 YES, IMMEDIATE BENEFIT . . . . . . . . .. ... .. 1 2
2 YES, LONG TERM BENEFIT . . . . . . . . .. C e 1 2
3 INDIRECT BENEFIT . . . . . . . . . . ... ... . . 1 2
4 NO BENEFIT . . . . .. . ... .. .. ...... . 1 2
5 UNSURE . . . . . .. .. ... . ..., . ... .. 1 2
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Q-7.

0-9.

3

How much impact do you expect your community college experience to have on your wages?
(Circle the number that best applies to you--cne only.)

1 LARGE INCREASE
2 SMALL INCREASE
3 NO INCREASE

4 DECLINE

L UNCERTAIN

Did you have to overcome any of the following to enroll in community college?

Applies Does Not
INSTITUTIONAL BARRIERS ApplI y
I

1 DIFFICULTY IN SCHEDULING COURSES AND WORK . . . . 1 2
2 EMPLOYER'S TRAINING AND EDUCATION POLICIES . . . . . 1 4
3 INCONVENIENT LOCATION OF COURSES . . . . . . .. .. 1 2
4 LACK OF RELEVANCY OF COURSES . . . . . . . . .. 1 2
5 INCONVENTENT LENGTH OF COURSES

{WEEKS, MONTHS, QUARTERS) . . . . . . . . .. .. 1 2
B INCONVENIENT TIME OR DAY OF COURSES . - . . . . .. i 4
N LACK OF COLLEGE SUPPORY SERVICES

(ADVISING, COUNSELING, EVC.) . . . . ... .. .. 1 2
8 DIFFICULT REGISTRATION PROCESS . . . . . . . . . .. 1 2
9 LACK OF KNOWLEDGE ABOUY COURSES AND PROGRAMS . . . . 1 2
10 COLUEGE PLACEMENT TESYS . . . . . . « ¢ ¢ o o .. 1 2
11 COURSE PREREQUISITES . . . . . . . . « « « « .+ + 1 2
12 OTHER

(Please specify)

Wwhich barrier was the greatest problem for you?

(Number from above)

Did you have to overcome any of the following in order to attend community college?

Applies Does Not
PERSONAL BARRIERS Apply

LACK OF CONFIDENCE . . . . . . . . . . - e e
FEAR OF FAILURE . . . . . . .. e e e e e e e e
FEELING OF BEING TOOODLD . . . . . . .. ... ..
LACK OF PERSONAL INTEREST . . .. . . . .. .. ..
FAMILY RESPONSIBILITIES . . . . . . . .. . .. ..
LACK OF SPOUSE OR FAMILY SUPPORT . . . . . . . . . .
FEAR OF TRYING SOMETHING NEW . . . . . . . . . . ..
PHYSICAL DISABILITIES . . . . . . . . . . .« . . ..
CHILDCARE . . .« « o o v v v e e e e e e s e e
FINANCES . . . . . . o v o v e e e e e o e e
TRANSPORTATION . . . . . . . . .+ ¢« o « o o v o o -
OTHER

s Db b
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(P1ease specify)

which barrier was the greatest problem for you? __ ___
{Number from above)
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Q-10.  In general, how satisfied are you with your comunity college with regard to sach of
the following areas?
Very Somewhat Somewhat Very Does Not

Unsatisfiad Unsatislied Satisfied Satisfled Asl#:
i ) i i
1 QUALITY OF INSTRUCTION . . . 1 2 3 4 5
2 HELP WITH SELECTING COURSES 1 2 3 4 5
3 INFORMATION ON CONDUCTING A
JOB SEARCH . . . . ... .. 1 2 3 4 5
4 VARIETY OF COURSES OFFERED . . 1 2 3 4 5
5 USEFULNESS OR RELEVANCY OF
TRAINING TO CURRENT JOB . . 1 2 3 4 5
5 AVAILABILITY OF CLASSES AT
THE TIMES I COULD ATTEND . . 1 2 3 4 5
7 INTERACTION WITH FACULTY
OUTSIDE OF TNE CLASSROOM . . 1 2 3 4 5
. 8 ACCESS TO UP-TO-DATE
EQUIPMENT . ., . . . R | 2 3 4 5
S SERVICES FOR DISABLED . . . . } 2 3 4 5
10 TESTING OR ASSESSMENT
. SERVICES , ., , ., .. .. .. 1 2 3 4 S
1 FINANCIAL AID . . . ... ., 1 2 3 4 5

G¢-11.  Based on what you have Tesrned in your course(s), do you expect your community college
experience to increase your on-the-job productivity?

1 YES (go to Q-12)
2 K0 (skip to Q-13, next page)
3 UNSURE (skip to Q-13, next page)

Q-12.  Wil) your work productivity be increased in the following areas?

Applies Does Not

Apply

! i
1 ABILITY 7O WORK "SMARTER NOT HARDER™ . . .. .. .. 1 2
2 ABILITY TO WORK WITHOUT ERRORS . ., . . . . . .. . . 1 2
3 ABILITY TO WORK BETTER WITH CO-WORKERS . . . . . . . 1 2
4 BETTER KNOWLEDSE OF JOB RESPONSIBILITIES . . . . . . 1 2
5 ABILITY TO WORK AS A PARTOF A TEAN . . . . . . . . 1 4
6 ABILITY TO WORK WITH LESS SUPERVISION . . . . . . . 1 2
? ABILITY TO SUPERVISE OTHERS BETTER . .. .. .. . . 1 2
8 SHORTER TURN-AROUND TIME OF PRODUCT OR SERVICE . . . 1 2
9 ABILITY TO BE CREATIVE, FLEXIBLE, OR PROBLEN SOLVE . 1 2
10 ABILITY TO READ AND WRITE EFFECTIVELY . . . . . . . 1 2
1 ABILITY TO LEARN NEW SYSTEMS OR PROCEDURES . . . . . 1 2
12 ABILITY TO MAKE PRESENTATIONS . . . .. .. .. .. 1 2
13 ABILITY TO USE MATHM AT WORK . . . . .. ... ... 1 2
14 ABILITY TO MAKE DECISIONS INDEPENDENTLY . . . . . . 1 Z
15 OTHER

(Please specify)




Q-13.

Q-14.

Q-15.

Q-18.

e17.

5

Other than high school, have you been involved in other training and education
programs?

1 NO {skip to Q-15)
2 YES

1f you have bsen involved in other training and education programs, how would you
compare your experience to tue community college? ({Select 4 if you had not
participated or cannot compsre ths 1tem.)

Community college experience was:

ABOUT BOES NOT
U'DR?E S?HE BET];ER APP!LY

1 EMPLOYER SPONSORED TRAINING . . . . . ! 2 3 4
2 MILITARY . . . v v v o v o 0 o v v e s ! 2 3 4
3 PRIVATELY SPONSORED SEMINARS

AND WORKSHOPS . . . . . . . . . . 1 2 3 4
4 FORMAL EDUCATION . . . . . . . . . . . 1 2 3 3
5 OTHER

{Please apecify)

Do you see yourself as continually needing training in the future? (Circle the number
that best appliss to you--one only.)

1 YES, EVERY YEAR

2 YES, EVERY COUPLE OF YEARS
3 NO

4 UNCERTAIN

Do you expect to sttend to 8 four-year {nstitution in the next five years? (Circle the
numher that best applies to you--one only.)

NO (skip to Q-18, next page)

NO, ALREADY HAVE A ¥OUR YEAR DEGREE (skip to Q-18. next page)
YES, TO WORK TOWARDS A FOUR YEAR DEGREE

YES, FOR CONTINUING EDUCATION

UNSURE

(7 WO N

If you expect to transfer, what institution do you plan to attend? {Circle the number
of the institution that you are most 1ikely to attend next--one only.)

THE EVERGREEN STATE COLLEGE

WESTERN WASHINGTON UNIVERSITY
CENTRAL WASHINGTON UNIVERSITY
EASTERN WASHINGTON UNIVERSITY
WASHINGTON STATE, MAIN CAMPUS

ety N -

L
‘4 )



¢-18.

g-19.

Q-20.

¢-21.

Q-22.

Q-23.

6 WASHINGTON STATE, TRI-CITIES

4 WASHINGTON STATE, VANCOUVER BRANCH

8 UNIVERSITY OF WASHIKGTON, MAIN CANPUS

9 UNIVERSITY OF WASHINGTON, TACOMA BRANCH

10 UNIVERSITY OF WASHINGTON, BOTHELL/WOODINVILLE BRANCH
11 PRIVATE COLLEGE IN NASHINGTON

12 OUT-OF-STATE

¥hat is your approximate start date at the 4-year fnstitution? (Select one only.)

ALREADY ENROLLED
WINTER OR SPRING 1891
SUMMER OR FALL 1991
WINTER OR SPRING 1892
1992-83 ACADENIC YEAR
1993-94 ACADEMIC YEAR
1994-95 ACADEMIC YEAR
NOT SURE

CO 2o DI s

Would you recommend the community college to your friends, co-workers, or
acquaintances?

1 YES
2 NO
3 UNCERTAIN

If you could go back, knowing what you now know, would you stil) attend this cosmunity
college?

1 NO
2 YES
3 UNCERTAIN

What s the title of your current job (also describe duties)?
TITLE_

DUTIES

How would you describe the level of your job in relationship to your skills? (Circle
the number that best applies to you--one only.)

JOB IS DEFINITELY BENEATH MY SKILL LEVEL
JOB IS SOMEWHAT BENEATH MY SKILL LEVEL
JOB IS APPROPRIATE FOR MY SKILL LEVEL
JOB IS TOO ADVANCED FOR MY SKILL LEVEL
DON'T KNOW

many people are employed where you work?

FEWER THAN 20 STAFF
20 - 49 STAFF

50 - 249 STAFF

250 OR MORE STAFF

& L PO e g NI PO
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Q-24.

Q-2s.

Q-28.

e-27.

7

How long have you been employed at your current place of work? {Circle the number
that best applies to you--ons only.)

o bt gt P [~ R R

LESS THAN ONE YEAR
ONE TO THREE YEARS
FOUR TO FIVE YEARS
MORE THAN FIVE YEARS
DON'T KNOW

t is the nature of the business of your current employer? (Circle the number that
t applies to you--one only.)

ASRICULTURE, FORESTRY, OR FISHING

MINING

CONSTRUCTION

MANUFACTURING

TRANSPORTATION, COMMUNICATION, ELECTRIC, GAS, OR SANITARY
SERVICES

WHOLESALE TRADE

RETAIL TRADE

BUSINESS, LEGAL, OR SOCIAL SERVICES

HEALTH OR EDUCATIONAL SERVICES

FINANCE, INSURANCE, OR REAL ESTATE

CONSUMER SERVICES

PUBLIC ADMINISTRATION

OTHER

{Please specify)

Who paid tha tuition or fess for the course(s) in which you are currently enrolled?
{Circle the number that best applies to you--one only.)

~N DWW

100% EMPLOYER PAID

PARTIAL EMPLOYER PAID, PARTIAL SELF-PAID

100X SELF-PAID

COLLEGE FINANCIAL AID PROGRAM

SELF-PAID AND COLLEGE FINANCIAL PROGRAM

A COMBINATION OF SELF, EMPLOYER, AND FINANCIAL AID
OTHER

(Please specify)

Did you receive financial assistance from any source for textbooks, supplies, or other
educational costs?

1
2
3

YES
KO
UNCERTAIN



8

Q-28. MNow would you describes your current salary in relationship to your work skitls?
(Circle the number that best applies to you--one only.)

SALARY IS DEFINITELY BENEATH MY SKILL LEVEL
SALARY IS SOMEWMAT BENEATM MY SKILL LEVEL
SALARY 1S APPROPRIATE FOR MY SKILL LEVEL

SALARY IS SLIGHTLY NORE THAN MY SKILL LEVEL
SALARY IS ODEFINITELY HIGHER THAN MY SKILL LEVEL
DON’T KNOW

N & M e

Q-29. If your company has a tuition reimbursement program, please describe:

Q-30. Please use the space below to discuss the strengths or wesknesses of the comnunity
college programs and services.

Thank you for your assistance.

c:\files\lort\reports\surv@1
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As part of her dissertation study, Nancy Borton, conducted six focus groups in February and March of 1990
with upgrading and retraining students and six with employars. The fucus group participants were selected

fromcontactsatsbccdlageswhlchmmsamﬂmeomnunuyodlmsyaem. This Appendix describes the
focus group methodology for the employer focus groups.

Using Focus Groups for Outcomes Research

Focus group Interviews differ from Iindividual interviews or surveys In several ragards. The group provides
a safe atmosphere In which the output Is often more than the sum of individual Ideas dus to the creative
group dynamic. The data gathered are often richer and deeper than obtalnable by survey and often includes
items that would have been missed entiraly when using a structured questionnaire, One selects a focus
group methodology when one wants to know particulars in depth. If the goal Is to know what percent of
a population belleves, thinks or feels a certain way, a different method should be used.

In this case, replication logic was used. That Is, the sams questions ware asked at the six sites. Nancy
Borton looked for core concepts, themes, pattems of responses, structures, and behaviors that where
shared among the groups. Common findings Increase the abliity to apply these findings to cother settings.
The results are said to be itting” for appiication to similar employsr and student groups. The research goal
is achleved when these concepts challenge or support the taclt knowledge of those who manage job
upgrading and retraining programs.

Selection

Six community colleges provided contact people for the focus group Interviews:

Green River Community College

Skagit Vallsy Community College

North Seattle Community College

Spokane Community College/Spokane Falls Community College
Edmonds Community Collega

Columbia Basin College

These colleges represent the urban, rural, east, west, large and mid-sized colieges in the community college
system. All have cooperative programs with local businesses.

The colleges provided lists of contacts from firms that sither contracted for services with the college, were
on advisory committees or typically send students to the coliege. Borton contacted the employer to
determine if they would be willing to participate In a group interview at the time allotted.

Industry representatives who participated in the focus groups represented 40 different firms. Participants
were all knowledgeable about the training offered by the company and the community college. They
included personnel directors, training directors, human resource managers, line managers, and chief
executive officers. The firms represented ranged from five employees to more than 50,000. Ten had fewer
than 100 employees and 19 had more than 1,000. More manufactures were represented as shown in Table
B-l, but most industry sectors were represented.
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Table B-1
industries Represented in Borton Focus Groups

é

Industry Sector
Wholesale and Retall Trade

L

1 D, NN -0

Manugacturing

Government and Education
Business Services

Health Services

Other Services
Transportation/Public Utlitles
Finance, Insurance, Real Estate
Construction

Focus Group Protocol

Employer focus groups typically were attended by elght employers. The group Interviews of approximately
two hours centered on five topics:

Description of the type of business

Organizational culture

Company’s commitment to and participation in employse training programs
Goals and expectations for employee training

Training problems faced by the company

In addition to the Interview, each employer completed a qusstionnaire providing information on the number
of employess, and type and amount of training cffered.

The focus group protocol was tested by conducting Intervisws using both students and smployers from
North Seattle Community College.

DumvgﬂwMMawsanass!stammnedmemmmmmnm. The tape recorded interviews were typed
verbatim. It was these transcriptions and the tape recordings which captured some of the vocal infiection
and tone In the communication which Borton used for the analysis.

Data Analysis

Borton used a computer program called Ethnograph to code and sort the comments made In the focus

groups. She then identified core concepis. After identifying pattemns of responses, she tested the findings
by referring to the original transcriptions and tapes.

B-2
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Identification

At the time of registration, community college students are asked the following questions about thelr
community college enrolimsent:

What is your main long-term goal for attending this community college?
11 Taking courses related to current or future work

12 Transfer to a four-year college
13 improve skills for a career change
14 Explore a career direction
15 Personal enrichment
90 Other

How will your coursework relate to your current or future work?

1 Gain skills for a new job or career
12 Gain skills for my current job or career
13 improve skills for a career change
14 Does not apply
90 Other

Community college job upgrading and retraining students are thoss who select 11 or 14 on the first qQuestion
and 12 or 13 on the second question.

Analysis - The Sample

SBCCE drew a random sample of 2,086 students who selected 12 or 13 for the second qusestlon above
during fall 1990 registration. Of this sample, 1,122 students also selected 11 or 14 on the first question. The
enroliment and demographic analysis of job upgrading and retraining students was based on this group of
1,122 students.

Any sampling technique resuits in a potential for error when extrapolating from the sample to the entire
population. In this case, the maximum error Is calculated at plus or minus three percent.

Another error factor Is that some 22 percent of the state and contract students enrolled In fall 1990 did not
answer the two questions listed above. The fallure to respond was partly due to exemptions from reporting
which applied to about 12 percent of the students (not those likely to be enrolled for upgrading or retraining
with few excaptions). The remaining non-responses were dug to the newness of the process of collecting
this information, which was implemented In summer 1990. Non-reporting Isads to an error factor called
response rate error. While this error factor cannct be quantified, It Is assumed to be minimal due to the
random nature of the non-reporting and the largs number reporting.

The sample of 1,122 students was compared to the winter 1991 enroliment files to determine whether or not
they continued at thelr community college.

c#l



Analysis - Courses Taken

the community college.
Table C-1
Upgraders and Career Changers
by Type of Cowrses Taken
Fall 1980
Careor Upgraders and
Upgraders Changers Career Changersﬂ
125.200) {12,300 {37.500)

% of Students by Type of Course
Vocational Courses 64% 45% 57%
Academic Courses 22% 32% 25%
Academic and Vocational 10% 18% 13%
Basic Skills Only 4% 5% 4%

9% of Students by Selected Subjects (a student can enroil in more than one subject)

Liberal Arts 16% 27% 20%
Business/Marketing 14% 14% 14%
Allled Hesith 10% 9% 10%
Data Processing 11% 6% 9%
Technical 10% 5% 8%
Trades 8% 2% 6%
Office Occupations 5% 9% 7%

Table C-1 also shows that about 20 percent of the upgrading and retraining students enrolled in liberal arts
courses. Business was the next most poputar subject.

o |
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Figure C-1 shows that Figure C-1
contract courses are 8 more State and Contract Students
common vehicle for Fail 1990
enroliment of upgrading and

retralning students than for Contract

Contract
students In general. St 20% "%
most upgraders and career
changers were enrolled In
state-supported courses. This
analysis provides no
information on the upgraders te-Supported -Suppor
funded courses as such
students were not required to
. answer the two questions on
Upgrading/

which the analysis was based.
All Students

Retraining

Analysis - Enroliment Patterns

Upgraders and caresr ~hangers enrolled for an average of 8 credits. As Is often ths cass, the average does
not provide a very accurate picture. The typical upgrader enrolled In a three or five credit course as did
nearly haif the career changers. Table C-2 shows the part-time and fuil-time status of sach group compared
to all students enrolled In fali 1990.

Table C-2
Upgraders and Career Changers
by Full-time Part-time Status
Fall 1950
Carser
Upgraders Changers Both All Students
{25.200) {12,300) {37.500) {166.439)
Part-time 75% 48% 67% | 48%
Full-time 25% 52% 33% | 52%

53




Most of the upgrading and
retraining  students  enroi

during the day and on Figure C-2
campus although they Time and Piace Enroiment
comprise a large share of the ot Fall1330
evening studsnis. S

The majority (83 percent) of
upgrading and retraining
students wsre enrolled at thelr
current communtity college for
the first time In fall of 19907
Most of these new students
were first-time college
students, though 13 percent of
the total group ware transfers
from other community
colieges or four-year
ingtitutions. Of the new
students, few plannad to

complete a degree (14 B Worcng 0 Cereor Change All Students
percent), but many planned to
stay for a yesar or more
without getting a degree (40
percent) as shown In Table C-3.
Table C-3
New Upgraders and Career Changers
by Planned Langth of Attendance
Fall 1880
Career
Upgraders Changers Both All Students
{8.800) {4,300) {13,100) {55,685}
Planied Attendance (New Students Only)
Don't Know 26% 16% 24% I 25%
Compiste Degres 11% 21% 14% | 20%
More than One Year 22% 38% 26% | 27%
One Year 6% 10% 79% ‘ 10%

Most of the 47 percent who were continuing fror: an earlier quarter In fall 1990 had taken only a few credits
when previousty enrolled. About one In ten of the total group had completed enough credits to be regarded
as sophomore~ 745 credits or more).

5 Some of the 53 percent had enrolled in eariler quarters, but had withdrawn from thelr courses before
being awarded a grede.
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Of the students who enrolied in fall 1990, about 20,200 or 54 percent ware enrolled In Winter Quarter as wall,
For the most part those who only plannad to stay a singie quartor did not return in winter and most of those
who planned to stay longer or were undecided continued at the college.

Few upgraders (18 percent) had evar taken a basic skills or developmental studles courss at their college.
Nearly a third (30 percent) of the career changers had taken such courses 10 help them prepare for college
level work. Upgraders and career changers were less likely than the typlcal student to receive need-based

financial alc (6 percent for upgraders, 16 percent for career changers and 25 percent for ail students).

Analysis - Demographics

As would be expected of students seeking a career changs or upgrading their job skilis, most of this group
were employed while enrolied In college as shown in Table C-4.

Table C-4
Upgraders and Career Changers
by Employment Status While Enrolied
Fali 1990 -
Career
Upgreers Changers Both All Students
{25,200) {12.300) {37.500) {156,439
% by Employment Status |
|
Full-time Work 66% 47% 60% 38%
Part-time Work 17% 20% 18% | 31%
Seeking Employment 4% 10% 6% | 11%
Full-time Homemaker 6% 10% 7% | 1%
Other 7% 14% 9% | 8%

Like other students, the majority (58 percent) of upgrading and retrainin; _.udents were women. The group
was slightly older than the typical student population with a median age of 32.2 versus 31.7 for all students
enrolled In fall 1990.

Upgrading and career change students represented a less racially and ethnically diverse population than
community college students as a whole as shown In Tabis C-5. Upgrading and retraining students were
more diverss than the state’s labor foree, howsver, which was 10.1 percent people of color In 1887
(compared to 12.8 for the students). The race ethnic mix for afl students enrofled In vocational courses was
close to that of the upgrading and retraining mix.



Table C-8
Diversity of Upgraders and Career Changers
Fall 1990
All in
Careor All Vocational
Upgraders Changers Both Students Courses
125,200 {12.300) {37.500) {156.439) {64,960)
Aslan/Paciiic Islander 4.9% 3.7 4.6% 6.8% 4.8%
African American 1.7% 6.5% 3.9% 4.4% 2.4%
Native Amarican 1.5% 1.7% 1.6% 3.3% 3.0%
Hispanic 2.5% 1.7% 2.2% 1.7% 1.8%
Other 1.3% 1.1% 1.2% 1.4% 2.2%
Total Students of Color11.9% 14.6% 12.8% 17.6% 14.2%
White 88.1% 85.4% 87.2% 82.4% 85.8%

About four percent of the upgrading and retraining students had disabllities compared to five and one half
percent of all community coilege students.

than the typical student, it is Figue C-3
not surprising that nearfy half Family Status
were parents (456 percent Fall 1990

More than half the upgrading
and retraining students enter
the community college with
prior post-secondary
education. In fact, 20 percent
already possessed the
bachelor's degree as shown in
Table C8. About 60 percent
of those who enroll with a
bachelor's degree do so to
upgrade and retrain.




Table C-8
New Upgraders and Career Changers
by Prior Education Level
Fall 1890

Upgraders and All
Caresr Changers Students
New to College New to College
{55.665)

{13.100)

% Students by Prior Education

Less than High Schoo! 3% 11%
GED Only 6% §%
High Schoal Only 35% 47%
Some College 31% 26%
Assoclate Degree 4% 4%
Bachelor’s or Higher 20% 8%

Comparison with Student Intent Codes

in addition to asking students the two questions cited at the beginning of this appendix, each college
determines the "student intent” of all who enroll. The student intent that has besen regarded as a measure
of upgrading activity Is the "J" code (vocational supplemental). There has been no mechanism to identify
career change students.

The Vocationai Outcomes in Washington Community Colleges: Baseline Report, 1990 provided
evidence that many who enroll as upgraders or retraining students were coded with "student Intent F*
(vocational preparatory). Table C-7 shows that not only are many studsnts regarded as upgrading and
retraining by the definition used in this study code~ ~#h student Intent "F*, but many also have non-
vocational student Intents.

The majority of the students (60 percent) who were coded *J" by their college also were regarded as
upgrading or retralning by the cisfinitions used in this study. In the other casss the *J* code was assigned
to students who do not see themselves as upgrading their current job skills or retralning.
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Table C-7

Upgrader and Career Changers
by Student Intent
Fall 1990
Career

Upgraders Changers Both

{25.200) {12.300) 137,800}
% by Studsnt Intent
Vocational Intents 76 59% 70%
Supplemental (J) 7% 18% 31%
Preparatory (F & G) 26% 41% 31%
Home/Famiy (K) 7% 1% 5%
Apprentice (H) 6% 4%
Non-Vocational Intents 24% 41% 30%
Transfer (B) 10% 21% 14%
General Studies (A) 4% 8% 6%
No Degres (L) 5% 7% 6%
Other (C,D,E.X,Y) 5% 4% 5%
Total 100% 100% 100%
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The analysis of the experience of employers In seeking customized tralning for thelr employees was based
in part on the resuits of a mall survey of 4,204 Washington employers. The survey was administerad by the
Soclal and Economic Sclences Research Center (SESRC) of Washington State Universly over an eight week
perlod between May and July 1880. SESRC suppiled SBCCE with a copy of the cata disk containing
answers from afl 4,204 respondents. SBCCE used these data figs In the analysls.

Questionnaire

The 15-page questionnalre for the Employes Training and Retralning in the 1990’s: A Survay of Washington
State Employers was developed by the Office of Financlal Management (OFM) to meet various needs of the
investment In Human Capital study. Pages 10 through 12 included questions about the companles’
experiences with the training system related to customized training. A copy of the relevant section of the
instrument is included In this Appendix.

The questions which employers answered ‘where:

Has your company every contacted a school (below the four-year college level) or tralning program
to train workers for s business?

If no, what Is the reason?

Which school or training program did your company contact most recentiy?

Which types of training was your company Interested in getting from this school or program?
Was the schoo! or program abls to soive most of your company’s training needs?

if, not why not?

Survey Sample Frame

The Employment Security Department, In conjunction with OFM, developed a sample frame of 12,084 firms
for the survey’ from the population of 52,880 private and federal, state and local government employers
with from 5 to 5,000 employees in June 1889.

The sample was stratified according to the following categories:

*  Government versus private
* For private employers: New, expanding or other

Due to an administrative error, surveys were actually sent to 11,063 employers of the 12,064 sample.

® Approximately 8,000 empioyers involved In slther the Survey of Small Business Tralning and Retraining
Needs or the Minimum Wage Study were excluded from the sample frams.

D-1
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Survsy Administration

SESRC malled the surveys between May 18 and May 30, 1990 with a cover letter from the Center, a letter
signed by the governor and a stamped retum envelope. The Intial maliing was followad up by a postcard
mwmmmmmwwmmdmmmmmdmumwam.

The SESRC staff coded and keypunched all questionnalres returned by July 18, 1950. Tho data was entered
onto a computer using the Microcomputer Assistod Telsphone Interviewing (MAT1) facllities to ald In
translating the survey into data files. A second data entry of the same survey using the same system was
completed to verify the entrles.

Defining the Degree of Certainty in Using the Survey Findings

As described In Appendix A (page A-2), surveys vary In the degree of certainty with which one can apply
the results of a sample survey to the total population. While the welighted results broadly repressnt
Washlnmmstateamployammﬂmsmeymsponsascanbeuuemrmedaspmvwmme perspective of
businesses in the state, It is Important to review the reasons for moderate uncsralnty in using the resuits.

Non-coverage: This factor relates to the extent to which the entire population had an opportunity to be
inciuded In the survey. In this cass, all but those who were excluded becauss they had recently been
included In randomly selected survey groups had an equal chance of being selected.

ThoEmmoymemSemnRydmmpmHesamsomuyupdmedsomoemrmengemploymInthe
state. Only 1,187 surveys (11 percent of the total) ware retumaed undsliverable - the firms were probably
no longer in business. Itlspmbableﬁmtanequalnmnbafdnewﬂmmwasnoﬂndudedlnthehameas
they had not yet filed a quarterly report with Employment Security. It ts likely that error from this source was
minimal.

Sampling esor: This Is the error Inherent in selecting only some to represent the total population. The
stratified sample had some strata selected with certalnty, thus no sampling error was invoived. OFM did
not calculate a sampling error factor for the remaining sample, though it is assumed to be negligible. Duse
to the oversampling for soma strata and differences in response rate to be discussed later, the data analyzed
in this study were weighted as follows:

New employers: 1.806
Expanding employers: 1.445
Government 533
Others 200

Measurement eor:  This factor includes whether the questions measure what the researcher Intended,
whather the questions were understandable and whether the responses were accurately keypunched. While
the Investment In Human Capltal study did not allow extensive pre-testing of the questlonnaire, it Is likely
that the Instrument generally measured what was expected and was meaningfui to the employer respondent.

One exceptlion, howsver, is that the number of respondents who sald they had recently used a specific
tralning Institution was more than twice the number who answered yes to the question abott ever contacting
a school to traln workers. It Is Iikely that what respondents meant by “contact” was not entirely consistent.
The survey also was quite lengthy and some respondent fatigue may contribute to some measurement error.

Response rate: This factor considers the uncertalnty created i non-respondents are likely to differ
considerably from respondents in terms of what was measured by the questionnalre. This Is a difficuit factor
to evaluate as Information on non-respondents opinion Is unknown. In the absence of such information,
researchers have established norms for response rates and methods for considering variations between the

respondents and non-respondents,
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Non-response bilas is the most

significant potential source of error TABLE D1

in this particular survey. A total of Compistion Fate Statistics

4,204 employsrs compisted the

Number of Empilovers

survey. As shown in Tabie D-1, Decertption

this represents a completion rate 11,063 Qusstionnaires mailed

of 43 percent Since this

represents a below average rate 1,234 Blank questionnaires retumed

for a mall survey of this type, OFM 1,184 Retum to sender, undeliverable

performed an analysis of the “'45; ineligible o

respondentsand non-respondents. - ( 2 Other

Using both a chi-squared statistic b.826 Enigible sample of respondents

and an ordinary least squares (“25%) Completed questionnaires retumed
. regression model using the 2

response as the dependent 27 {2.8%) Rafused to pasticipate

variable, OFM found that

government and non-profit 5348  (54.4%) Questionnalres not completed nor retumed

employers were significantly more

likely to respond to the survey.

They also found that firms with 250 to 999 employees were mors likely than smaller firms to respond as were
firms In the Puget Sound. The over-response of the government and non-profit factor was somewhat
mitigated by the wsighting. No adjustment was made for the over-responss of relatively large and non-
Puget Sound firms.

61

D3




EXPERIENCES WITH THE TRAINING SYSTEN

In this section we want to learn about your company’s experiences with different schools,

colleges, or training programs, We want to know whether or not your company has been
satisfied with the training provided by schools or training programss

and whether these schools or training programs have been responsive to your
company's special training needs.

022, Employers sometimes get help from schools or training programs to provide special
training for new or current elplo{ees. Has your company ever contacted a school
(below the four-year college level) or training program to train workers for its
businass?

1 YES —> SKIP TO Q24
i NO
023. Which of the following are reasons why your company has pot asked schools,
community colleges, or training programs to train new or current employees for
its business: (Please circle one answer for each question.)
IS A NOT A
nsn:on REQ:OH

A. Ve were not aware that this possibility existed . . . 1 2
B. Thecost wouldbe too high. . . . . . . . . . . . . .. 1 2
C. We do not think that gqualified instructors exist for

the training that our company needs . . . . . . . . . . 1 2
D. We were not aware of whom to approach for this help . . 1 2
E. We do not think that schools have the required equipment

or facilitdes . . . . . . . . .. .. e e e e e e 1 2
F. We have not found schools to be responsive to our

needs in thepast . . . . . . . . « .« « v v o 0. | 2
6. Ve believe that our training needs are too unique or

specialized . . . . . . . . . . .. e e e e e e s 1 2
H. Our company conducts its own training . . . . . . . . . 1 4
1. Our company has been able to find all the qualified

workers that 1t needs . . . . . . . . . . . o v s e . s 1 2
J. Training programs are usually not accessible to our

emplOYEeS . . . . . . . e e r e e e e e e e e e e 1 2

SKIP 10 Q30
10
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Q24.

Q25.

Q26.

Qz7.

What was the most recent year that your company contacted a school or training
program?

KOST RECENT YEAR
Which QNE of the following schools or programs did your company contact most
recently?
1  HIGH SCHOOL VOCATIONAL PROGRAM (INCLUDING SKILLS CENTERS)

2 APPRENTICESHIP PROGRAM

3 PRIVATE INDUSTRY COUNCIL (PIC) OR JTPA PROGRAM

4  PRIVATE TRADE OR BUSINESS SCHOOL

5  VOCATIONAL-TECHNICAL INSTITUTE (Renton VTI, Lake Washington VTI,
Clover Park VT1, LN Bates VTI, Bellingham VTI)

6 COMMUNITY COLLEGE

7  OTHER KIND OF EDUCATIONAL PROGRAM

(Please specify)

What was the name of this school or training program?

Below is a 14st of different types of training that a company might need for its
employees. Please indicate which of these types of training your company was
interested in getting from this school or programs.

YES NO
Y ¥
A. Liberal arts training. . . . . . . . e e e e e . 1 F4
B. Training in a professional field or specialty. . . . . 1 F4
C. Training in a specialized technical field
related directly toa job. . . . . . ... ... . . 1
D. Basic skills training such as reading,
writing, and arithmetic. . . . .. .. . . .. . . 1 2
E. Training in human relations skills . . . . , . . . 1 ]
F.. Training in thinking and reasoning skills, . . , , . . 1 2
G. Training in appropriate work habits and attitudes. . . | 2
H. Training in written or oral communication skills . . . 1 2

BEST COPY AYAILABLE
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Q28.
—1 VES

Q30.

Was the school or program able to solve most of your company’s training needs?
2 ND
029. Which of the foll-wing are reasons why this school or training program was not

able to solve your company’s training needs?
IS A IS NOT A
REASON REASON

Y

A. The ccmpény could not afford to pay the cost of training. 1 !
B. The school could not provide training within the

time span the company needed. . . . . . . .. ... ... 1 2
C. There was a lack of demand for the skill. . . . . . . .. 1 2
D. There were not enough qualified instructors available . . 1 2
E. Appropriate equipment or facilities were not available. . | 2
F. The training was not within the mission of the schoo) . . 1 2
6. other.reasons

{PTease describe)

In general, how satisfied are you with em lToyees hired from the following
educational and training backgrounds: {P ease circle N/A if your company has no

employees with the indicated educationa background. )
VERY SONEWHAT  SONEWMAT VERY
SATISFIED SATISFIED UNSATISFIED UNSATISFIED N/A
Y Y Y Y Y
A. less than High School degree. . 1 2 3 4 5
B. Private Industry Council (PIC)
or JTPA program . . . . . . .. 1 2 3 4 5
C. High school vocational program
(including skills centers). . . ] 2 3 4 5
D. General High School degree. . . 1 2 3 4 5
E. Vocational-Technical Institute
(Renton, Lake Washington, LN Bates
Clover Park, Bellingham VTI's). ] 2 3 4 5
F. Apprenticeship program. . . . . 1 2 3 3 5
G. Private Trade or Business school 1 2 3 4 5
H. Community College . . . . . . . 1 2 3 4 5
I. Four-year (olleges. . . . . . ., ] 2 3 4 5
12
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Completed Studies
Vocational Qutcomes in Washington Community Colleges: Bassiine Report, October 1990
Aduit Basic Education in Washington Community Colleges: A Follow-up Study, March 1991

4 Assessment of Mesting Employer Needs and the Labor Market Experience of Job Upgrading and
Retraining Students in Washington Community Colleges: A Baseline Report on of Students, June 1891

In Progress
Writing Outcomes in Washington Community Colleges - Faculty Perceptions: Baseline Report, July 1991
Transfer Rates from Washington Community Colleges: Bassline Report, July 1991
Vocational Outcomes in Washington Community Colleges: Second Year Update, November 1991
Transfer Outcomes in Washington Community Colleges: Bassline Report, December 1991

For further information on the SBCCE Outcome Ressearch contact:

Bill Moore
Manager of Outcomes Research and Anglysis
State Board for Community College Education
319 Tth Avenue

Olympia WA 88504
(206) 586-8296

ERic C]earmghousefor
Junior Colleges



