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ABSTRACT

Using data from the 1997 and 1998 administrations of the National Employer Survey,
this paper examines the one-year impact on employers of participating in school-to-
work partnerships resulting from the 1994 School-to-Work Opportunities Act. The
author finds a high degree of volatility in employers’ participation in such partnerships.
However, employers that sustained ongoing participation were more likely than others
to increase their provision of work-based learning opportunities. The analysis also
uncovered some evidence of a “spillover” effect: even those employers without any
formal affiliation with school-to-work partnerships seem to be increasing their provi-
sion of work-based learning opportunities.

Contrary to the expectations of some, the study finds that employers with the highest
levels of participation in school-to-work partnerships were likely to increase the extent
to which they provide their workers with remedial training. Those recently joining
partnerships were actually likely to increase the percentage of their labor costs spent on
recruiting new employees. Given that the School-to-Work Opportunities Act was passed
only recently, it is premature to expect reductions in the need for remediation and
investment in employee recruitment. Rather, participation in school-to-work seems to
complement other strategies to invest in labor force skills—not serve as a substitution
for them. On the one hand, participation seems to be attractive to employers already
concerned with the skill levels of their youth labor force. On the other hand, participat-
ing with a school-to-work partnership also seems to raise employer consciousness
concerning the issues of basic workplace skills and labor force recruitment. Finally, the
study finds that an employer’s affiliation with a school-to-work partnership is associ-
ated with a decreased firing rate for young employees as well as decreased quit rates.
These shop-level effects represent the first places that the positive impact of a school-to-
work partnership might be seen.
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INTRODUCTION

Over the past two-and-half years, the work that the Institute for Research on Higher
Education (IRHE) has conducted under the auspices of the National Center for
Postsecondary Improvement (NCPI) and the Center for Policy Research in Education
(CPRE) has addressed the fit between our nation’s education and training systems and
the needs of American employers for a skilled and competent workforce. In many ways,
this endeavor represents a direct extension of IRHE's efforts from 1993 to 1997 as the
National Center on the Educational Quality of the Workforce (EQW). That work utilized
national survey data, case studies, and focus groups to document the disconnect be-
tween our nation’s schools and places of work.

Much of the landscape that IRHE encountered as EQW still remains today; however,
both cyclical economic changes and new policy initiatives have slightly altered the
terrain. In 1994, an employer at an EQW focus group stated that, when hiring new
front-line workers, his firm’s preference was to pass over newly minted high school
graduates in favor of a 26-year-old with three previous jobs, each with increased respon-
sibility (Zemsky 1994). Today, in many industries, tight labor markets eliminate that
option from an employer’s decision set. The demand for available labor is higher now
than at any time in the past 25 years—in fact, chances are that a 26-year-old with experi-
ence would not even apply for an entry-level front-line job.

Coincident with this new labor market development, the federal government imple-
mented an initiative intended to serve as a catalyst for stronger links between schools and
employers, as well as between education and the world of work. The School-to-Work
Opportunities Act (STWOA) of 1994 promised to facilitate the transition from school to
work by encouraging curricular reforms that bind academic and economic activity. A
major requirement for the successful implementation of the STWOA was significant
involvement on the part of private employers. The vision was not simply that employers
would be engaged intellectually in the process of education reform—rather, the call was
made for the nation’s businesses to open up their shop floors and offices to students, who
could experience what has come to be called work-based learning.

The links between work and learning have a long history in the United States. Well before
the passage of the 1994 School-to-Work Opportunities Act, questions about the nature of
our system for bringing students into the world of work challenged policymakers, educa-
tors, and theorists to consider its efficacy. Should the role of the Federal government be
more or less directive? What latitude should state governments and other local authorities
have? Given that research studying the impact of early job instability on an employee’s
long-term prospects is equivocal, should any attempt be made to rationalize the chaotic
labor market experiences that typify a young person’s transition into an adult career
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(Neumark 1997)? These questions have even attracted international attention. Indeed, the
Organisation for Economic Co-operation and Development (OECD) recently sponsored a
comparative study of the initial transition from education to working life in 14 member
countries, including the United States (Zemsky et al. 1998).

Regardless of the answers they believe best address these questions, analysts have
reached a common conclusion: a vital school-to-work system depends on three key
social actors—schools, students, and employers. Other researchers have examined the
issue from the perspective of schools and students (Stern et al. 1995). Few, however,
have been successful in assessing the employer’s role on a national scale. Given the fact
that employer participation is crucial for a full-scale work-based learning initiative, the
research presented in this paper helps to fill that gap, investigating the extent to which
employers are participating in activities supportive of STWOA goals, as well as deter-
mining the short-term impact of this participation.

Making use of national survey data collected during the summers of 1997 and 1998, the
analysis finds that there is indeed a broad—and, to some extent, deep—commitment on
the part of private employers to forging strong links between their businesses and local
schools. Drawing upon data gathered as part of the National Employer Survey, this
study was able to look at the short-term (one-year) effects of participation in a school-to-
work partnership on employers’ recruitment costs, participation in work-based learning
activities, youth turnover rates, and provision of remedial training. What remains to be
seen is whether this commitment will be fleeting—dissipating with future economic
cycles and the vicissitudes of federal and state funding.

STuDY BACKGROUND: LINKING THE WORLDS OF WORK AND EDUCATION

Questioning the relevance of our academic institutions in addressing the day-to-day
issues Americans confront is not new. Nor are efforts to integrate the honing of the
intellect with the delivery of instruction in practical matters. Throughout our nation’s
history, a tension has existed between the forces encouraging the separation of practical
training from critical thinking and those encouraging their combination. Benjamin
Franklin envisioned merging knowledge of the arts with the skills necessary to make
one’s way in the world. During the early part of the twentieth century, American phi-
losopher and educator John Dewey sought to overcome the commonly held assertion
that a liberal education was antithetical to a vocational one.
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Divided Paths: Views of Educational Purpose

In any event, the American educational system has emerged as a decidedly two-track
system. One track is dedicated to educating intellectuals and professionals and the other
to training skilled workers. The former track—the academic—has come to be synony-
mous with our notions of education, especially “higher” education, and is dedicated to
the life of the mind. It culminates in a postsecondary experience that leads to the grant-
ing of an academic degree. The latter track, the vocational, has been geared toward
preparing students for the problems of everyday life and training them for the world of
work. The vocational track has been characterized by the receipt of a high school di-
ploma and, at times, some subsequent exposure to postsecondary education, which
might lead to certification but rarely culminates in an academic degree.

In a somewhat ironic twist, the academic track—which is devoted to more abstract
pursuits—has now become the key to practical, especially economic, success. As our
manufacturing-based economy has given way to a knowledge-based one, those without
an academic credential beyond a high school diploma have suffer a real economic
setback. This fact is revealed by comparing the earnings of workers who have a high
school diploma as their highest education credential with the incomes of their more
highly educated peers.

In 1974, a male wage-earner with only a high school diploma earned 62 percent of the
income of a worker with at least a baccalaureate degree. By 1997, that ratio had fallen to
less than half (47 percent). Similarly, that 1974 male worker with just a high school
diploma did not earn substantially less than someone with some college exposure but
not a baccalaureate degree—the ratio was 98 percent. A 1991 change in how the Census
Bureau collected data on educational attainment prevents a direct comparison of cur-
rent rates with this 98 percent figure. However, we do know that in 1997 a male with
just a high school diploma earned 91 percent of a worker who had some college educa-
tion but not a postsecondary degree. At the same time, that high school graduate earned
only 78 percent of the wages of a male with an associate’s, but not a bachelor’s, degree.
Clearly, the attainment of an academic credential, whether two- or four-year, now be-
stows a huge advantage in terms of potential income.!

However, a large number of high school graduates do not obtain such a credential and
its corresponding economic advantage. The vast majority of Americans—though by no
means all—do obtain at least a high school diploma: as of March 1998, 88 percent of 25-
to 29-year-olds had graduated from high school. Slightly more than half of this age
cohort (58 percent) had taken college courses, while only slightly more than one-third
(36 percent) had earned an associate’s degree or better (U.S. Census Bureau 1998).
Approximately two-thirds of the nation’s young people do not attain the academic
credentials that have become essential for economic well-being.
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Reuniting Academic and Vocational: The School-to-Work Opportunities Act

The debate over linking or severing ties between academic and vocational education
was revived in the early 1990s, as international economic competition intensified and as
the performance of American students continued to lag behind that of students in other
developed nations. Intended to make the prospects of those youths who do not pursue
a postsecondary degree more viable, as well as to bolster the work-related skills of those
who follow the academic path, in 1994 Congress enacted the School-to-Work Opportu-
nities Act. Administered by the U.S. Departments of Education and Labor, the Act
grants states seed money to design and implement their own comprehensive school-to-
work (STW) systems. States and their localities are given broad latitude in designing
their own systems, as long as each program includes the Act’s three fundamental com-
ponents: work-based learning, school-based learning, and connecting activities.

The Act goes beyond the integration of academic and vocational education. As defined
in the legislation, STW systems also link secondary and postsecondary education,
provide learning opportunities at the work site, and fully involve the private sector:

School-to-work prepares students for college and careers and motivates
them to learn by demonstrating the relevance of what they study and
giving them a sense of available career choices. In fact, the School-to-
Work Opportunities Act is a cornerstone of an ambitious national initia-
tive to encourage states and local communities to change how they
educate students. It puts community partnerships at the helm of a strat-
egy for systemic education reform that offers students the opportunity to
learn the way experts say they learn best—through application of rigor-
ous academics. School-to-work improves learning and offers communi-
ties a means for preparing and educating the nation’s workforce for the
next century. Because it recognizes that businesses need well-educated
employees, employers are key partners (Riley and Herman 1997).

However, developing a full-scale education system grounded on the principle of work-
based learning requires substantial commitment on the part of private employers.
Various commentators, whether or not they are proponents of work-based learning,
point out this significant caveat. For example, according to James Hoerner and James
Wehrley,

industry support and participation are critical for all work experiences
and obviously mandatory for site-based work experiences. Presently,
industry is not willing or able to participate to any great extent in site-
based work experiences. This implies . . . philosophical systemic
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changes are not only needed by educators, but also industry leaders if
site-based work experiences are to become significant (Hoerner and
Wehrley 1995).

Thomas Bailey, in the essay he prepared for The Brookings Institution on employer
involvement, writes:

If an expanded system of work-based education for secondary and
postsecondary school students is to go beyond the type of part-time work
millions of teenagers already experience, it needs to do more than simply place
young people in any job that can be found. Employers must have some com-
mitment to the broader goals of the public education system (Bailey 1995).

Evidence on Employer Participation in School-to-Work Partnerships

What do we know about employers’ propensity to participate in work-based learning
activities? In a major evaluation of the 1994 School-to-Work Opportunities Act, Marsha
Silverberg and her colleagues at Mathematica Policy Research Inc. offer an initial an-
swer. Their work was based on surveys of local school-to-work partnerships, in-depth
case studies of selected states and local partnerships, and surveys of twelfth-grade
students in those states. The authors found that the work-based learning activities most
likely to be provided under the school-to-work rubric were of limited depth. In their
July 1998 report, they state:

Workplace activities are usually low-intensity; links to school-based learn-
ing could be strengthened. Arranging student workplace opportunities
has been a major focus of partnership efforts. About 58 percent of partner-
ship schools provide some workplace activity to students. To date, short-
term exploratory experiences have been more common than longer-term
work experience or training connected to school curriculum through
career majors. For example, community service, worksite visits, and job
shadowing are available in 29 to 49 percent of all partnership schools. In
contrast, 19 to 29 percent of schools reported they offered more intensive
paid work experience during the school year or the summer that they
described as “linked to a career major.” However, relatively few of the
1996 seniors surveyed in the eight in depth study states perceived having
such school-linked workplace experiences. Just 16 percent said they had
had a workplace experience where their performance was counted to-

wards a school grade, and that was drawn on in classroom assignments
(Silverberg et al. 1998).
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Primary among obstacles to employer participation are financial constraints. A firm’s
participation in apprenticeships, for example, requires a substantial financial commit-
ment. Consider the case of Project ProTech in Boston, which has successfully placed
high school students in part-time jobs in Boston-area hospitals. One hospital, which
employs 28 students, spends $8,892 per student—and 64 percent of this amount ($5,678)
comprises expenditures over and above the student’s wages (Osterman 1995).

Several factors are included in these nonwage expenditures. Employers incur costs by
providing staff time for supervision and structured training—so that even work-based
learning activities for which students receive no compensation can still carry substantial
costs. This problem is not unique to the American situation. In Germany, known for its
dual system of apprenticeship, approximately 85 percent of young people in general
schooling enter vocational training (Hoerner and Wherley 1995). There, larger compa-
nies are finding the expense of apprenticeship training difficult to support. As Dietmar
Harhoff and Thomas Kane indicate, German employers endured a loss of $9,381 (in
1990 dollars) per student trainee (Osterman 1995).

In the U.S., many companies surveyed by the Youth Entitlement Demonstration pro-
gram in the 1970s believed that students could not contribute enough to justify the
effort needed to supervise them (Bailey 1995). The United States faces an even greater
hurdle to extensive employer participation, since many companies do not offer system-
atic training even for their regular employees. These companies would find it very
difficult to meet the stipulations of the work-based learning component of the STWOA.
Among others, requirements include mentoring and job training which, coordinated
with the school curriculum, provide instruction in specific skills as well as in various
aspects of the industry as a whole (Stern 1995).

Various institutional and legal arrangements also create obstacles to employer participa-
tion in work-based learning. It is often difficult to coordinate school schedules with
work schedules. Concern with the reaction of labor unions to the prospect of student
labor threatening full-time employment, as well as the applicability of child labor laws,
may also dampen employer enthusiasm (Stern et al. 1995).

Even those employers who are initially willing to make an investment in training a
young student may be dissuaded by the likelihood that the trainee could take his or her
new-found talents elsewhere. This potential represents a special case of the more gen-
eral problem of determining who assumes the cost of workplace training—whether the
trainees are students or full-time, permanent workers. The more that training focuses on
general skills, rather than skills specific to an industry or even a company, the less likely
employers are to assume the costs. Since the skills imparted to students, as envisioned
by the STWOA, are fairly general, there is little incentive for any individual employer to
incur the associated costs.
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Cyclical economic factors may also become an obstacle to employer participation. The
National Center on the Educational Quality of the Workforce (EQW) found that, during
periods of low labor demand, employers were reluctant to hire young workers. At such
times—and particularly in the late 1980s—smaller firms had access to older, trained
workers, eliminating the need to hire and train high school students. At the same time,
larger firms were more concerned with making their organizations more streamlined
and thus more competitive (Zemsky 1994).

Developing incentives that encourage employers to participate in work-based learning
programs is a key issue if this initiative is to be instituted on a national scale. Bailey,
Hughes, and Barr (1998), following earlier work by Bailey, offer three motivations that
may affect employers’ decisions to participate in work-based learning activities: philan-
thropic, individual, and collective.

Philanthropic motivations cannot be discounted out of hand. In one study of 15 school-
to-work pilot programs, employers cited their desire to improve their communities as
one of the most significant reasons for participation (Bailey, Hughes, and Barr 1998).
Still, while some employers may participate in work-based learning for purely philan-
thropic reasons, it is not conceivable that such a motivation provides a sufficient basis
for bringing a curriculum focused on work-based learning to scale.

A more compelling motivational basis for participation involves employers’ individual
interests. Employers may find that they enjoy positive public relations as a result of
their participation in work-based learning activities. Furthermore, these companies may
recognize high school students as a cheap source of labor, particularly when needed
only on a short-term basis. For example, in a study conducted by the Institute on Educa-
tion and the Economy (IEE), the most common impetus for a company’s involvement in
school-to-work programs was its need for low-cost, short-term labor (Hughes 1996). The
IEE study found that companies view student labor as being less expensive than hiring
adults on a temporary basis, because student interns work for free or for a low hourly
wage and receive no benefits.

Another advantage to employing students is that this practice may help companies more
easily meet their recruitment goals. Nearly 50 percent of the companies surveyed by Lynn
and Wills (1994) had hired students as regular employees upon completion of their
school-to-work programs. Similarly, the Office of Technology Assessment found that
nearly two-thirds of surveyed employers considered recruitment goals to be the most
important reason for their involvement in work-based learning programs (Hughes 1996).
By employing students, then, companies are potentially making an investment in their
enterprises and, at the same time, reducing recruitment expenditures.
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Some states have attempted to enhance employers’ individual motivations through the
use of financial incentives for participation in school-to-work programs. From the pas-
sage of the STWOA in 1994 to 1996, the Federal government granted $643 million to 29
states, some of whom (including Michigan, Oregon, and Wisconsin) used a portion of
these dollars to offer incentives in the form of tax credits or wage subsidies for compa-
nies that hire youth apprentices (Hershey et al. 1997).

Bailey cites collective motivation as a third incentive for corporations to participate in
school-to-work programs. This notion refers to the collective interests of employers in
facilitating the creation of a work force with a particular set of skills. The underlying
concept here is that, by working together and participating in programs such as school-
to-work projects, corporations will provide themselves with a skilled labor force. The
logic follows: when more companies participate, a greater number of workers are
reached, so the overall pool of applicants from which to choose is improved. A 1991
Louis Harris poll found that, of corporations familiar with youth apprenticeship pro-
grams, 48 percent believed that their company’s involvement could help in producing a
skilled labor force (Osterman 1995). Public relations can also form another facet of
collective motivation. Katherine Hughes, a senior researcher at IEE, relates the story of
an employer in the construction industry who feels his participation in the school-to-
work program enables his company to undermine negative stereotypes associated with
his industry (Hughes 1996).

In general, collective motivation refers to the fact that many employers participate in
work-based learning activities not for the direct or immediate benefits associated with
individual motivation, but for indirect and long-term benefits. This behavior originates
in employers’ beliefs that “broad implementation of work-based programs would
strengthen the labor supply for all the industry’s employers” (Hughes 1996). To the
extent that an employer acts on the belief that participation in work-based learning
activities will eventually improve the quality of a potential labor force, one could argue
that collective motivation is really a variation of individual motivation, albeit deferred.

As opposed to pleas to philanthropic ideals, incentives that speak to individual and /or
collective interests may be key to instituting work-based learning in a meaningful and
large-scale manner. Without an appropriate data source, however, our understanding of
the factors motivating—and inhibiting—employer participation in work-based learning
activities remains necessarily speculative.
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THE PuzzLE’s MissING Piece: THE NATIONAL EMPLOYER SURVEYS

Much of our current knowledge about school-to-work partnerships or work-based
learning activities is drawn from case studies of pilot programs (for example, Olson
1997). To the extent that nationally representative data has been used to understand
these phenomena, the perspective has generally been that of the student. The reason for
this singular perspective is that the major sources of data that shed light on these is-
sues—the National Longitudinal Survey of 1972, High School and Beyond, and the
National Longitudinal Survey of Youth—are all samples of students or youth cohorts.
These student-focused data sets provide information on student backgrounds, school
experience, exposure to vocational education, and labor-market outcomes. An overview
of the results of this literature is presented in Stern et al. (1995). However, little can be
gleaned from these data sets concerning the perspectives and motivations of employers
who work with students.

Until now, no nationally representative data set existed that could enable an analyst to
ask which employer characteristics are associated with participation in work-based
learning activities. As noted above, most commentators and advocates of work-based
learning see employer participation as one of the most important elements to resolve for
this initiative to be brought to a national scale. This lack of information has hindered
our ability to understand employers’ needs and motivations. To the extent employer
participation is critical to the success of the school-to-work initiative, such ignorance
places the effort at a true disadvantage.

A History of the National Employer Surveys

A unique source of data is now able to shed light on these issues. The National Em-
ployer Survey (NES) was developed in 1994 by the National Center on the Educational
Quality of the Workforce (EQW), a national research and development center funded by
the Office of Educational Research and Improvement (OERI) of the U.S. Department of
Education. The NES was the first national, representative survey of employers to cap-
ture the interaction of employment and education issues from an establishment’s per-
spective. Designed to address gaps in knowledge about the relationship between em-
ployers and their workforces, the instrument focused

on establishments—asking specific questions about the organization of
work and work practices, containing questions about the perceived profi-
ciency of a workforce, and requesting information on the enterprises’
investments in both formal and informal training (EQW 1994).
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The 1994-96 National Employer Surveys

The initial National Employer Survey was administered in the summer of 1994 to more
than 4,000 private establishments, gathering information for the first time on the prac-
tices and expectations of employers in their search for a skilled and proficient
workforce. The survey was administered by the U.S. Bureau of the Census and obtained
a 72 percent response rate—which is extraordinarily high for a voluntary exercise.

The survey oversampled establishments in the manufacturing sector and establish-
ments with over 100 employees. Public sector employers, nonprofit institutions, estab-
lishments with less than 20 employees, and corporate headquarters were excluded from
the sample. Computer Assisted Telephone Interviewing (CATI) was used to administer
each survey, which took approximately 28 minutes to complete. Two versions of the
survey were administered: one for establishments in the manufacturing sector and one
for those in nonmanufacturing. The surveys were identical and differed only linguisti-
cally in places where these sectors use different terms to describe comparable aspects of
their businesses.

A supplement to the 1994 NES, the NES 1996, was administered in the spring of 1996.
Establishments that completed the original NES were re-surveyed. Again, the U.S. Bureau
of the Census conducted the interviewing using CATI technology. In addition to creating
short-term longitudinal data elements, the supplement explored areas that were not
addressed by the original NES. Several items that focused on employers’ participation in
work-based learning projects, the extent to which they hired young workers, and their
evaluations of working students were included. Seventy-five percent of the establish-
ments that participated in the initial NES were retained in the supplement.

The 1997 National Employer Survey

Subsequent to the 1996 data collection effort, the NES fell under the aegis of the Na-
tional Center for Postsecondary Improvement (NCPI) and the Consortium for Policy
Research in Education (CPRE), two national research and development centers funded
by OERI. In the summer of 1997, the NES 1997 was administered as a telephone survey,
again by the U.S. Bureau of the Census. In addition to capturing longitudinal informa-
tion on many of the employers first surveyed, the instrument was expanded to explore
their participation in school-to- work partnerships and involvement in community and
education initiatives.

In the 1997 administration, the Bureau contacted 6,971 private establishments with over

20 employees. The response rate—including complete and partial responses—was 78
percent. As with the original survey, the 1997 NES sampling frame included private
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employers from both the manufacturing and nonmanufacturing sectors, and it over-
sampled manufacturing establishments and those with more than 100 employees.
Public-sector employers, nonprofit institutions, establishments with less than 20 em-
ployees, and corporate headquarters were again excluded from the sample. Over 900
establishments from the 1994 panel were re-surveyed in 1997. Establishments in Califor-
nia, Kentucky, Maryland, Michigan, and Pennsylvania were over-sampled in order to
facilitate analyses of state-level policies. The CATI surveys conducted by the Census
took approximately 45 minutes to complete. While longer than is optimum for a CATI
administration, the NES 1997 still realized 78 percent response rate.

The 1998 National Employer Survey

The NES 1998 was funded by the National School-to-Work Office for the purpose of
evaluating the impact of the 1994 School-to-Work Opportunities Act on private business
establishments. Two strengths of the NES series are its nationally representative sample
of private business establishments and its focus on qualitative data. These characteris-
tics made the survey particularly appropriate as a vehicle for assessing the impact of the
1994 legislation on employers. Moreover, because of its partnership with the U.S. Bu-
reau of the Census, the NES surveys enjoyed very high response rates.

The resources available for the 1998 administration allowed for a ten-minute telephone
interview to 1,000 establishments. A selection process was designed to increase the
chances of surveying establishments likely to hire youth, in order to better assess the
impact of the legislation on establishments most likely to be targeted by the policy. A
sampling probability was derived from two components. One, taken directly from the
NES 1997, corresponded to the ratio of recent youth hires to the total number of em-
ployees at an establishment. The second component, computed from the Census
Bureau’s Current Population Survey (CPS) data, corresponded to the proportion of
hours worked by youth to the total number of hours worked for an establishment’s
industry and size. After taking into account the original sample weight from the NES
1997, these two components were summed together into a single selection probability.

After excluding establishments that were missing critical data elements from the 1997
survey, 589 respondents that had reported participating in a formal school-to-work
partnership in 1997 remained, forming the treatment group. With a goal of generating
approximately 500 completed surveys for that group, the sampling probability for the
treatment group was set at 1. A substantially larger number of 1997 respondents were
eligible as control establishments and were sampled using the computed composite
selection probability described above. The final data set consisted of responses from 439
establishments that reported participating in school-to-work partnerships in the 1997
survey, and 564 establishments reporting no such participation.

National Center for Postsecondary Improvement Page 13



Four major questions informed the construction of the 1998 National Employer Survey,
asking if participation in formal school-to-work partnerships had any effect on:

¢ the extent to which establishments participate in work-based learning
activities;

¢ the degree of turnover (firing and quitting) among establishments’
youth labor force;

¢ the costs, both direct and indirect, involved in recruiting new employees;
and

¢ the extent to which employers provide remedial training, such as
reading and math, to new employees.

The NES 1998 questionnaire (see Appendix A) explicitly queries for these outcome
measures. Since the NES 1998 respondents are a subset of NES 1997 respondents, by
comparing answers to questions posed in the summer of 1998 to those posed in the
summer of 1997 it is possible to compute change scores that indicate whether the out-
comes increased, decreased, or remained constant over the year. Both the direct queries
and revealed changes can be used to assess the impact of the 1994 School-to-Work
Opportunities Act on this sample of employers.

A MoRE CoMPLETE PI1cTURE: FINDINGS FROM THE NATIONAL EMPLOYER SURVEYS

Both the 1997 and 1998 administrations of the NES answer key questions about the
scale, scope, and significance of work-based learning programs among American em-
ployers—supplementing research about schools and students to help complete the
school-to-work story. Together, these surveys gauge the kinds and numbers of school-
to-work activities in which employers engaged, their participation patterns over time,
the actual provision of work-based learning slots for students, and the impact of part-
nerships on employers in terms of the provision of remedial education, recruitment
costs, and youth turnover rates. In all, these findings indicate clear directions for pro-
moting employer participation and growing the school-to-work initiative to scale.

The NES 1997: A Substantial Employer Infrastructure
The NES 1997 was the first employer survey to ask explicitly about an establishment’s

participation in a formal school-to-work partnership. Respondents answered the follow-
ing question:
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School-to-work partnerships consist of joint activity between schools and
employers to build connections between school-based learning and work-
based learning. Is your establishment participating in such a school-to-
work partnership?

In addition, respondents were asked about their participation in various types of work-
based-learning activities. The specific question from the NES 1997 reads:

Is your establishment participating in any of the following work-based
learning activities for high school or community college students? How
many students were involved in each activity during the past year?

The list of activities from which respondents could choose, as well as their definitions,
are included in Table 1.

Table 1. NES 1997: School-to-Work Activities and Their Definitions

Activity Definition

Job Shadowing Where a student follows an employee for one day or more to

learn about a particular occupation or industry.

Mentoring Where an employee is assigned to guide a student and serve as a
liaison with the school on behalf of the student and the firm.

Internships Where, for a specified period of time, students work for an employer
to learn about a particular occupation or industry.

This may or may not include financial compensation.

Cooperative Education A method of instruction whereby students alternate or coordinate
their academic and vocational studies with a paid or unpaid job in a
related field.

Registered Apprenticeships Formal programs registered with the U.S. Department of Labor or

with an approved state apprenticeship agency. Registered appren-

ticeships are typically paid work experiences.

Youth Apprenticeships Multi-year programs combining school- and work-based learning in
an occupation area. These are designed to lead directly into a related
postsecondary program, entry-level job, or registered apprenticeship
program. These apprentices may or may not be paid.
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Answers to these questions on employer participation were reported in “Bringing
School-to-Work to Scale: What Employers Report” (NCPI 1997), which stated that a
substantial proportion of employers (26 percent) said they were participating in a for-
mal school-to-work partnership, as defined by the National School-to-Work Office. An
even larger proportion (40 percent) reported participating in some form of work-based
learning activity. As indicated in this 1997 report, membership in a school-to-work
partnership does much to encourage the provision of work-based learning slots; how-
ever, such membership is not necessary for an employer to support work-based learn-
ing. Many employers engage in work-based learning activities without an explicit
affiliation with a school-to-work partnership, and a small proportion of employers
affiliated with school-to-work partnerships do not provide work-based learning oppor-
tunities. Participating in a school-to-work partnership and the provision of work-based
learning opportunities are by no means synonymous.

While the absolute proportion of private employers engaged in these activities appears to
be sizable, I would subscribe to Silverberg’s more cautious position that such participation
has not been as substantive as work-based learning proponents would desire. Figure 1
shows that, with the exception of internships, the least intensive types of work-based
learning activities (job shadowing and mentoring) accounted for most of the work-based
learning slots in 1997. Indeed, among establishments that reported participating in formal
school-to-work partnerships, these low-intensity work-based learning activities accounted
for the majority of slots. In common parlance, even internships—which presumably entail
more substantive work than a job shadowing or mentoring experience—are not necessar-
ily linked to a student’s career goals or academic curriculum.

Figure 1. NES 1997: Percentage Distribution of Work-Based Learning Placements
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That said, a substantial proportion of private establishments did report in 1997 that they
were participating in a formal school-to-work partnership or participating in some
work-based learning activity. Given the breadth of school-to- work placements in the
nation’s business establishments, the 1997 data certainly provide a reason to be optimis-
tic about the possibility of bringing the initiative to scale.

In particular, the data reveal that the national school-to-work initiative had surpassed its
own benchmarks for gauging success. As part of the original mandate of the School-to-
Work Opportunities legislation, 30 percent of all businesses participating in school-to-
work systems were expected to offer work-based learning slots by the fall of 1997. Accord-
ing to the results of the NES 1997, the National School-to-Work Office has achieved this
benchmark, more than three-fold: 91 percent of school-to-work businesses are offering
these slots, broadly defined. Unsettling, however, was the finding in these data—and
elsewhere—that work-based learning experiences were more superficial than substantive.

NES 1998: Persistence, Dropouts, and Expansion

The re-administration of the NES in 1998 provided an opportunity to indicate just how
institutionalized the initiative had become. In 1998, NES respondents were asked the
same questions from 1997 regarding participation in a school-to-work partnership and
in work-based learning activities. Table 2 shows the national estimates generated from
these two questions.

Table 2. NES 1998: School-to-Work Participation Patterns, 1997 to 1998

1998 Percent Percent
School-to-Work Not School-to-Work of Total
1997 School-to-Work 83,224 36,979 25%
1997 Not School-to-Work 94,725 264,986 75%
Percent of Total 37% 63%
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The good news is that the percentage of the sample that reported participating in a
formal school-to-work partnership increased from 25 percent in 1997 to 37 percent in
1998. Indeed, more than half of the establishments that reported participating in school-
to-work partnerships in 1998 were not on board in 1997. Clearly, this a welcomed find-
ing for proponents of the school-to-work initiative—participation seems to be spread-
ing. However, the less encouraging news is that the data reveal a high degree of volatil-
ity in establishments” engagement in school-to-work partnerships. Over 30 percent of
the establishments that reported participating in a school-to-work partnership in 1997
did not report doing so in 1998. So while these figures indicate a substantial amount of
growth in school-to-work affiliation among employers, they also show the tenuous
nature of employers’ attachment to the intervention.

What do the data tell us about the employers who remained in school-to-work partner-
ships, compared to those who either never participated or dropped out? Establishment
size was a key characteristic associated with the propensity to remain a school-to-work
partner between 1997 and 1998, or to join such a partnership (Table 3). The largest
establishments, more than others, tended to remain participants in formal partnerships.
Of those establishments employing 1,000 or more workers who reported participating
in a school-to-work partnership in 1997, 89 percent reported they were still engaged in
1998. The comparable retention rate for the entire sample was just 69 percent. Similarly,
64 percent of establishments employing 1,000 or more people that did not participate in
school-to-work partnerships in 1997 had joined one by the summer of 1998. In compari-
son, only 26 percent of all establishments that were not participating in a school-to-work
partnership in 1997 reported doing so in 1998.

Table 3. NES 1998: Percentage of Employers in School-to-Work Partnerships by Par-
ticipation Status and Size

Establishment Retained in Joined

Size School-to-Work™ School-to-Work™*
20-49 68% 22%
50-99 60% 35%

100 - 249 78% 32%

250 - 1,000 71% 29%

1,000 or More 89% 64%
Entire Sample 69% 26%

*Proportion of establishments reporting 1997 school-to-work partnership affiliation
“*Proportion of establishments reporting no 1997 school-to-work partnership affiliation
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Table 4. NES 1998: Percentage of Employers in School-to-Work Partnerships by
Participation Status and Industry

Establishment Retained in Joined
Sector School-to-Work™* School-to-Work™**
Manufacturing 64% 27%
Nonmanufacturing 70% 26%

Entire Sample 69% 26%

*Proportion of establishments reporting 1997 school-to-work partnership affiliation
“*Proportion of establishments reporting no 1997 school-to-work partnership affiliation

An establishment’s economic sector was not as predictive as its size on school-to-work
persistence or recruitment. Nonmanufacturing establishments were only slightly more
likely than manufacturing establishments to remain in school-to-work partnerships—70
percent, compared with 64 percent, respectively. The likelihood that an establishment
would decide to undertake school-to-work activities during the year was virtually
identical across these broad economic sectors: 27 percent of the manufacturing estab-
lishments that were not participating in 1997 reported doing so in 1998, while 26 percent
of similar nonmanufacturing establishments reported joining a year later.

School-to-Work Partnerships and Work-Based Learning

While the provision of work-based learning opportunities need not be limited to those
employers who report formally participating in a school-to-work partnership, previous
work (NCPI 1997) indicates that participating establishments are more likely to provide
such opportunities for students. Given the high degree of flux surrounding employer
participation, what is the impact upon the provision of work-based learning slots? Are
establishments that reported participating in a partnership in both 1997 and 1998 the
most likely to provide work-based learning slots? Are establishments that have dropped
out of a partnership likely from withdraw from work-based learning—or do they re-
main active in that activity? Is there any residual impact on the majority of employers
who did not participate in a partnership in either year?
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Tables 5 through 9, drawn from the 1997 and 1998 National Employer Surveys, shed
some light on these questions.

Table 5. NES 1997 and 1998: Percentage of Establishments Engaging in Job Shadowing, by
Partnership Status

School-to-Work Status 1998 Percent 1997 Percent Change
Persist in School-to-Work 53% 29% 24%
Depart from School-to-Work 13% 60% -47%
Join School-to-Work 53% 34% 19%
No School-to-Work 8% 4% 4%
Total 25% 19% 6%

Table 6. NES 1997 and 1998: Percentage of Establishments Engaging in Mentoring, by
Partnership Status

School-to-Work Status 1998 Percent 1997 Percent Change
Persist in School-to-Work 31% 18% 13%
Depart from School-to-Work 4% 52% -48%
Join School-to-Work 14% 3% 11%
No School-to-Work 6% 5% 1%
Total 12% 8% 4%

Table 7. NES 1997 and 1998: Percentage of Establishments Engaging in Internships, by
Partnership Status

School-to-Work Status 1998 Percent 1997 Percent Change
Persist in School-to-Work 39% 43% -4%
Depart from School-to-Work 16% 75% -59%
Join School-to-Work 31% 44% -13%
No School-to-Work 12% 7% 5%
Total 21% 26% -5%
Page 20
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Table 8. NES 1997 and 1998: Percentage of Establishments Engaging in Cooperative
Education, by Partnership Status

School-to-Work Status 1998 Percent 1997 Percent Change
Persist in School-to-Work 74% 48% 26%
Depart from School-to-Work 6% 56% -50%
Join School-to-Work 26% 29% -3%
No School-to-Work 6% 4% 2%
Total 22% 21% 1%

Table 9. NES 1997 and 1998: Percentage of Establishments Engaging in Registered
Apprenticeships, by Partnership Status

School-to-Work Status 1998 Percent 1997 Percent Change
Persist in School-to-Work 13% 10% 3%
Depart from School-to-Work 10% 14% -4%
Join School-to-Work 8% 36% -28%
No School-to-Work 10% 7% 3%
Total 10% 14% -4%

By and large, dropping out of a formal school-to-work partnership was associated with
an employer’s withdrawal from work-based learning activities. With the exception of
employers offering registered apprenticeships, establishments that ended school-to-
work partnerships were the most likely to withdraw their work-based learning oppor-
tunities. While these establishments account for just an estimated 8 percent of establish-
ments in the sampling frame, the change scores are quite dramatic. For employers who
disengaged, decreases of approximately 50 percentage points are seen in the provision
of work-based learning opportunities for job shadowing, mentoring, internships, and
cooperative education.

Other the other hand, establishments whose participation persisted show the most
substantial increase in the provision of work-based learning slots. These establishments
reported double-digit percentage point increases in the proportion of employers provid-
ing job shadowing, mentoring, and cooperative education opportunities.
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Two findings are particularly striking. The first issue was introduced earlier: the 20 per-
cent of establishments that reported joining a school-to-work partnership between 1997
and 1998 also reported a huge decrease in the provision of registered apprenticeship
opportunities. In fact, the 1997 figure (36 percent) measuring the percentage of establish-
ments providing these work-based- learning slots seems rather high, and the 1998 figure
is more in line with the rest of the sample. Still, this relationship warrants further investi-
gation. Employer substitution of school-to-work participation for registered apprentice-
ship opportunities would clearly be an undesirable program outcome. Unfortunately,
NES 1998 data are not equipped to elucidate this association. This question might be more
appropriately addressed using case study or focus group techniques.

The second notable finding involves establishments that did not participate in a formal
school-to-work partnership in either 1997 or 1998. These employers are the only group of
establishments with a greater participation rate in every category of work-based learning
activity. The 1998 rates are not overwhelming: they range from a low of 6 percent for
mentoring and cooperative education to a high of 12 percent for internships. Still, they
may represent evidence of a “spill-over” effect from formal school-to-work partnerships
that encourages general participation and support of work-based learning activities.

The Impact of Partnerships on Participating Employers

What impact do school-to-work partnerships have on participating establishments?
Recall our earlier discussion of the different motivations employers might have for
sponsoring work-based learning activities. It is clear that participating in work-based
learning generally—and school-to-work partnerships specifically—must address an
enterprise’s individual or collective needs in order for the 1994 initiative to have the
impact its proponents desire. Is there any evidence that the school-to-work initiative has
been helpful in addressing these types of needs? Using NES 1998 data, it is possible to
investigate the relationship between an employer’s participation in school-to-work
partnerships and the provision of remedial education to new hires, the changes in an
establishment’s recruitment costs, and the turnover rates of its young workers.

Remedial Education

Does participating in a school-to-work partnership obviate the need for an establish-
ment to provide remedial education to its young workers? Table 10 shows the propor-
tion of establishments providing remedial training in literacy and arithmetic to their
frontline workers and technical staff, as measured by NES 1997. These rates should be
considered as baseline data.
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For this baseline observation, establishments that persisted in school-to-work partner-
ships were much more likely to provide remedial training to both frontline workers and
technical staff: 23 percent and 9 percent, respectively. Those employers that initiated
school-to-work partnerships in 1998 were more likely to provide frontline workers with
remedial training than the establishments that either subsequently dropped out or
never participated in the first place. There was no difference in the propensity of these
establishments to provide remediation for their technical staffs.

Table 11 displays the proportion of establishments not providing remedial training in
1997 that initiated such training in 1998, as measured by the NES 1998.

Table 10. NES 1997: Percentage of Establishments Providing Remedial Training to
Frontline Workers and Technical Staff in 1997, by Participation Status

School-to-Work Status Frontline Workers Technical Staff
Persist in School-to-Work 23% 9%
Depart from School-to-Work 9% 4%
Join School-to-Work 13% 4%
No School-to-Work 7% 4%
Total 11% 5%

Table 11. NES 1998: Percentage of Establishments Initiating Remedial Training for
Frontline Workers and Technical Staff in 1998, by Participation Status

School-to-Work Status Frontline Workers Technical Staff
School-to-Work Status Frontline Workers Technical Staff
Persist in School-to-Work 14% 17%
Depart from School-to-Work 3% 5%
Join School-to-Work 4% 6%
No School-to-Work 4% 10%
Total 6% 10%
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The results are surprising in two ways. First, establishments that never participated in
school-to-work partnerships were twice as likely as those that either departed from or
joined such partnerships to start providing remediation for their technical staff. This
finding could indicate an instance where school-to-work participation acts as a substi-
tute for the provision of remedial training for technical workers.

Second, establishments that persist in their participation are much more likely to add
remedial training programs for both frontline workers and technical staff one year later.
On reflection, this result is not really counter-intuitive. While in existence for several
years, the national school-to-work initiative is still relatively new—making it unreason-
able to expect substantial improvement in the educational quality of youths being hired
by the establishments in our survey. As a pedagogic intervention, in particular, it is still
in the early stages, limiting its ability to decrease the need for remedial training at this
point in time.

However, it is reasonable to assume that employers who are involved in the initiative’s
partnerships would be among the most motivated enterprises taking action to directly
address the basic skills needs of their labor forces. This assumption is consistent with
the notion that an education/ training nexus exists, which is discussed in earlier work
(Zemsky et al. 1995; Shapiro and Zemsky 1996). The NES 1997 data presented in Table
10 indicate that the employers most committed to addressing the basic skills needs of
their workers are also those most likely to engage in a local school-to-work partnership
on a long-term basis. (Recall that these are baseline numbers and should be interpreted
more as attributes of the participating—or nonparticipating—establishments, rather
than as effects of the school-to-work initiative.) However, using NES 1998 data, Table 11
demonstrates the other side of the causal relationship, reflecting changes in establish-
ment behavior, not baseline attributes. Those employers who engage in a local school-
to-work partnership on a long-term basis are the most likely to recognize the wisdom of
addressing the basic skill needs of their workers.

In short, the remediation-participation dynamic may unfold in the following way.
School-to-work partnerships may be attractive to employers that are committed to
dealing with the basic skills needs of their workforces. Presumably, through work
within a partnership, these employers demonstrate to their peers in the partnership the
payoff of such a commitment, and the practice of providing remediation spreads.
Clearly, however, more qualitative research methods must be pursued to establish that
the process reflects what is described here.
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Recruitment Costs

What can NES data tells us about the association between participation in school-to-work
partnerships and the costs establishments incur when recruiting new employees? Does
participation have any impact at all on such costs? If so, what is the nature of that impact?

Both the NES 1997 and NES 1998 asked employers to report the percentage of their
establishments’ labor costs spent on the recruitment of new employees. To analyze the
impact of participating in school-to-work partnerships on such costs, I calculated the
percent change in this figure from 1997 to 1998 and then regressed that change-score on
the establishments’ school-to- work status, controlling for economic sector (manufactur-
ing or nonmanufacturing) and establishment size (number of employees). The model
was able to explain 13 percent of the variance in the change-score. It is useful to note
that the results presented here are virtually identical to those observed after adding
controls for the skill level of the establishments” workforces—for example, level of
schooling and percentage of technicians.

The effect of economic sector was insignificant, and only weak size effects were appar-
ent. The results by school-to-work status are presented in Table 12 below. Note that the
differences displayed are in comparison to what the change would have been, had the

establishment never participated in a school-to-work partnership all else held equal.

Table 12. Multiple Regression Predicting the Change in the Percentage of Labor Costs
Spent Recruiting New Employees, by Participation Status

School-to-Work Status Percent Change Difference Probability Level
Persist in School-to-Work 0.25% NS*
Depart from School-to-Work 0.38% NS*

Join School-to-Work 2.09% 0.0001

Note: Compared with similar establishment that reported no participation in a school-to-work partnership.
* NS = No significance
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While each type of establishment in the regression seems to have increased the re-
sources spent on recruiting new employees relative to those that never participated in a
partnership, the differences for the persisters and departers are not significant. Given
the NES 1998 data and our model specification, it does not appear that the recruitment
costs for these types of establishments changed any more than they would have for
similar, nonparticipating establishments.

The story is different for establishments reporting that they joined a school-to-work
partnership between 1997 and 1998. These employers increased their recruitment costs
significantly, in comparison to employers who never participated at all. Indeed, these
employers increased their recruitment costs as a percentage of total labor costs signifi-
cantly faster than any other type of employer.

It is necessary to point out that the difference detected is not large—only a 2 percent greater
rate of change than one would otherwise expect to see. Still, it is very unlikely that this
difference occurred by chance. It makes sense that those businesses motivated to initiate
participation would also allocate additional resources to employee recruitment. They repre-
sent employers that are starting to take the educational quality of their workforce to heart
and beginning to apply monetary and other resources to address that concern.

Youth Turnover Rates

Previous work (Shapiro and Iannozzi 1998) documents an association between employ-
ers’ participation with local schools and a decreased turnover rate among their young
employees. While that work did not examine school-to-work participation per se, it is
reasonable to investigate whether an establishment’s participation in—and commitment
to—a local partnership is reflected in the extent to which its youth labor force either
quits or is fired.

The aspect of turnover over which an employer has control is involuntary turnover—
the firing rate. To examine the impact of school-to-work participation on the firing of
young workers, I computed the change in termination rates between establishments’
responses to the NES 1997 and NES 1998 and regressed that result on school-to-work
status. The model controlled for economic sector, establishment size, establishment
turnover rate, and local labor market conditions (local education level and 1997 unem-
ployment rate). The analysis accounted for 10 percent of the variation in the change in
termination rates. Table 13 below displays the results for school-to-work persisters,
departers, and recruits, in comparison to employers that never participated, everything
else held equal.
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The analysis indicates that establishments that persist in their participation—along with
those that once participated but later dropped out—were likely to have decreased rates at
which their young workers were terminated, compared to establishments that never partici-
pated. On the other hand, employers that recently joined partnerships were actually more
likely to have increased their youth termination rate. Perhaps this finding is reflective of the
increased importance these employers began attaching to the roles of their young workers.

The other aspect of turnover is voluntary turnover, or the quit rate. To examine the
impact of school-to-work participation on the percentage of young workers quitting, I
computed the change in these rates between establishments” NES 1997 and NES 1998
responses. Again, the change-score was regressed on school-to-work status. As before,
the model controlled for economic sector, establishment size, establishment turnover
rate, and local labor market conditions (local education level and 1997 unemployment
rate). This time, the analysis only accounted for 5 percent of the variation in the change
in quit rates. Table 14 lists the results of the regression for school-to-work persisters,
departers, and recruits, compared to nonparticipating employers.

Table 13. Multiple Regression Predicting the Change in the Percentage of Youth Fired,
by Participation Status

School-to-Work Status Percent Change Difference Probability Level
Persist in School-to-Work -1.19% 0.05
Depart from School-to-Work -1.10% 0.07
Join School-to-Work 0.89% 0.04

Note: Compared with similar establishment that reported no participation in a school-to-work partnership.

Table 14. Multiple Regression Predicting the Change in the Percentage of Youth Who
Quit, by Participation Status

School-to-Work Status Percent Change Difference Probability Level
Persist in School-to-Work -1.80% 0.08
Depart from School-to-Work -0.98% NS*
Join School-to-Work -0.10% NS*

Note: Compared with similar establishment that reported no participation in a school-to-work partnership.
* NS = No significance

National Center for Postsecondary Improvement Page 27



Employers that recently left—and those that had recently joined—school-to- work
partnerships did not experience changes in their youth quit rates that were significantly
different from those who never participated. On the other hand, employers whose
participation persisted through 1997 and 1998 experienced significantly decreased quit
rates compared to nonparticipants.

The results of these analyses of youth termination and quit rates resonates with earlier
work (Shapiro and Iannozzi 1998). Employer participation in school partnerships has a
positive impact on the ability of those businesses to retain their young labor forces.
What the NES 1997 and NES 1998 data indicate is that the impact on turnover seems to
first occur in the area the employer can directly control—termination rates. These data
also indicate a subsequent benefit of sustained participation: a decrease in the level of
voluntary quits by young workers.

CONCLUSION

An analysis of data from the 1997 and 1998 administrations of the National Employer
Survey allowed us to examine the one-year impact that engagement in a school-to-work
partnership had on participating employers. Perhaps one of the most striking findings
was the high degree of volatility in employers’ participation: over 30 percent of estab-
lishments participating in a school-to-work partnership in 1997 had disengaged by the
summer of 1998. Clearly, efforts to bring school-to-work to scale require progress in
reducing this high level of attrition. On the other hand, a much higher proportion of
establishments reported participating in school-to-work partnerships in 1998 than in
1997—37 percent compared with 25 percent, respectively.

Employers that consistently participated were most likely to increase their provision of
work-based learning opportunities. This result is not surprising, since work-based
learning is a major goal of the 1994 School-to-Work Opportunities Act, which inspired
the partnerships. There was some evidence of a “spill-over” effect: even nonpartnership
employers seem to be increasing the provision of work-based learning, admittedly on a
smaller scale than employers that formally participate in school-to-work partnerships.

The anticipated impact on employers of participating in school-to-work partnerships
assumed that real benefits would accrue to the business establishment. Specifically,
advocates hoped that employers would experience decreases in the need to provide
remedial education to frontline workers, in recruitment costs for new employees, and in
the turnover rates of young workers.

Contrary to these anticipated outcomes, an analysis of NES data found that employers
with the highest levels of participation were the most likely to increase the extent to
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which they provide their workers with remedial training. They were not likely to de-
crease the percent of their labor costs spent on recruiting new employees. Those em-
ployers joining a partnership were likely to increase their recruitment costs. Given the
brief period of time that has elapsed since the passage of the Act, it is most likely prema-
ture to expect reductions in the need for remediation and investment in employee
recruitment. These systemic conditions do not lend themselves to rapid changes.

A reasonable speculation is that school-to-work partnerships are attractive to employers
that are concerned with the skill levels of their youth labor forces. This supposition
would account for the fact that participating employers are more likely to provide
remedial opportunities to their workers, as well as allocate greater resources toward
employee recruitment. Moreover, the experiences of these establishments are likely to
help to raise the consciousness of other employers in the partnership about youth skill
levels. Such a dynamic might help to explain why participating establishments were
most likely to increase their remediation efforts.

The analysis also uncovered evidence that employer affiliation with a school-to-work
partnership is associated with decreased firing rates for young employees as well as
decreased quit rates. Unlike the systemic conditions mentioned above, firing and quit
rates are more representative of local conditions on the shop-floor. These shop-level
changes are the most likely places that a positive impact of school-to-work partnership
participation would first be seen.

Of three examined outcome variables, one (youth turnover rates) represents a savings to
participating institutions. The other two (remediation and recruitment) actually imply
increased costs for participants. Indeed, it is possible that the increased costs associated
with partnership participation are at least partially responsible for the high attrition rate
that NES data reveal. However, increases in productivity could outweigh the additional
costs of participation—representing a net savings to the establishment. It is conceivable
that a more highly skilled and productive labor force will ultimately result from in-
creased efforts in basic skill training and recruitment. Unfortunately, the NES data do
not allow such an analysis at this time.

What can be said is that participation in school-to-work partnerships grew between the
summers of 1997 and 1998. Moreover, the provision of work-based learning slots did
expand—substantially, among employers participating in a partnership, but even margin-
ally among nonparticipants. Whether or not employers can be motivated to persist in
these practices over the long term is not clear. While participation has a positive impact on
youth turnover rates, it does seem to go hand-in-hand with increased efforts at recruit-
ment and basic skill remediation. Whether the short-term productivity effects—or me-
dium-term systemic effects—are sufficient to recoup those costs is still an open question.
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ENDNOTE
1. Data were obtained from U.S. Census Bureau electronic income history files, accessed

on December 11, 1998, at: http:/ /www.census.gov/hhes/income /histinc/p25.html and
http:/ / www.census.gov /hhes/income /histinc/ p26b.html .
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QUESTIONNAIRE
Respandent’s rama Takaphma niirmbsar
INTRODUCTIOMN

Hella, have | reached the (Inserf establishment namel located at {insart
astablishment address)? May | speak to (Inser! condact namal.

This is {insert vour namel from the U.5. Bureau of the Census. Last year your
establishment participated in a telephone study we conducted for the Department
of Education. We would like to ask you a few questions about how things may
have changed over the past year. This study will take about 10 minutes of your
time. It has been approved by the Office of Management and Budget, approval
number 0607-0787,

Your participation is voluntary, All information you provide is confidential under
tha provisions of Title 13 of the .S, Code. My supervisor may manitar my
performance on this interviaw, Tha questions | ask pertain to the establishmeant
located at (See pre-printed address) only.




I./r FILLING POSITIONS AT YOUR ESTABLISHMENT

-,

1a. About how many weaeks doas it take to fill a typical front-line job opening?

READ IF NECESSARY: "Front-lina” refers to an employee performing a primary function - rather than
a support function — of the astablishment. For example, a production worker in a factory, or a
galgsmarn in a sales conearmn.

001 Waeks

b. How does this compare 1o ona year ago?
Does it take -

sz 1 O More time,
» O Less time, ar
1 0 About the same amount of time as it did one year ago?

INTERVIEWING CANDIDATES

2a. About how many candidates do yvou interview for each front-line job opening now?

pis _— Candidates

b. Would you say that is -

me 1 [ More,
2 0 Less, or
: [ About the same in comparison 1o one year ago?

€. Does your establishmant provide professional development opportunities = such as internships or
externships - for school teachers?

READ IF NECESSARY: A teacher internship/externship is when a teacher works at a particular job
at the firm for at least two weeks fo learn specific skills, or rotates throughout the firm to learn alf
aspects of the industry. The teacher may or may not be paid for this time.

ces 1 O Yes
» O Mo

SCHOOL-TO-WORK PROGRAMS

The next set of guestions ask about PROGRAMS that might bring high school, college, or trade schoal
students into your workplace and if your establishmeant participates in work-based learning activities for
high school or community college students.

3. School-to-work partnerships consist of joint activity between schools and employers to build
connections between school-based learning and work-based learning. |s your establishment
participating in such a school-to-work partnership?

ws 1 0 Yes
: 0 MNo

CONTINUE ON PAGE 2

.
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da. Does your establishment participate in job shadowing?

READ IF NECESSARY: Job shadowing is where a student follows an employee for
ong day or more to learn about a particular occupation or industry.

o7 O Yesg sONo-Gofab

(1} About how many students were involved in job shadowing at your establishrmant
during the past year?

e Studeants

(2) On average about how many hours a week do students spend doing job
shadowing?

e Hours

b. Doeas your establishment participate in mentoring?

READ IF NECESSARY: Mentoring is where an employee is assigned fo guide a student and serve
as g ligison with the school on behalf of the student and the firm.

me 1O Yes g :O0MNo-Gotfoc

(1) About how many students were involved in mentoring at your establishmeant during
the past year?

a1 _ Studants

{2) On average about how many hours a week do meantors spand with their studants?

mz2 — Hours

€. Does yvour establishment participate in internships?

READ |F NECESSARY:! Internships are whara for a spacified pariod of ime studants work for an
employer to learn about 8 particular occupation or industry. This may or may not include financial
compansation.

wa 1 Yes g :OMNo-Gotod

(1) About how many students were involved in internships at your establishment during
the past year?

va _— Students

(2) On average about how many hours per week do students spend doing internships?

ws — Howrs par week

CONTINUE ON PAGE 4

..
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ad. Does your establishmeant participate in cooperative education?

READ IF NECESSARY: Cooperative education is a method of instruction whereby students alternate
or coordinate their academic and vocational studies with a paid or unpaid job in a related field.

ms 1 OYesg s0Mo- Gotoe

(1) About how many students warg involved in cooperative education at your
establishment during the past year?

o Students

(2) On average about how many hours per week do students spend in cooperative
education activities at this establishmeant?

ous Hours per week

&. Does yvour establishment participate in registered apprenticeships?

READ IF NECESSARY: Registered apprenticeships are formal programs registered with the L5,
Department of Labor or with an approved state apprenticeship agency. Registered apprenticeships
are typically paid work experiences.

mo 1 O Yesg sOMo- Gatof

(1) About how many students ware invalved in registered apprenticeships at yvour
establishment during the past year?

wo _— Students

(2) On average about how many hours per week do students spend at your establishment
in thair registered apprenticaship?

21 Hours per week

f. Doas yvour aestablishment participate in youth apprenticeships?

READ iF NECESSARY! Youth apprenticeships are mulli-year programs combining school- and
work-based learning in an occupation ares. These are designed fo lead directly into & ralated
past-secondary program, entry-level jab, or registered apprenticeship program. Youth apprentices
may ar may nat be paid.

oe2 1D1'|"'$$i ?DNQ—GK}?HE

(1) About how many students participated in youth apprenticeships at vour
establishment during the past year?

2 Students

{2) On average about how many hours per week do students spend at your establishment
in their youth apprenticeship?

o Hours per week

..
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RECENT HIRING

The following questions refer to front-ling employees who are 18-25 years-old.

About how many 18-25 year old emplovees did you hire for this establishment during the past
vaear? Please be sure to include people hired in the past year who no longer work for you.

e Employees

About what percent or how many of those 18-256 year old employees were involuntarily terminated
within a year of being hired?

a26 % QR W _ Terminated

. Is that more, less, or the same in comparison to a year earlier?

nza 1 O] Maora
[ Less
10 Same

Ta.

About what percent or how many of those 18-25 year old employees quit?

i % QR @0 Quit

. Is that more, less, or the same in comparison to a year earlier?

nat 1 [ Maorea
» 0 Less
10 Same

Of front-line employees who are 18-25 years old that you hired in the past year, about what
percent would you estimate had prior experience in a cooperative education, internship, or
apprenticeship program either at your establishment or elsewhera?

a2 D

< About what percant or how many of therm were involuntarily terminated?

(e Yo O @

< About what percent or how many guit?

148 % pRp ®@&

..

Of the 18 to 25 year-olds hired during the past year, about what percent of, or how many needed
remedial training in reading or math

Fl

wr % PR ®8 __ Employees in remedial training

FIRAPA KES.1 IT- 2564 Page &
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10. Does your establishment provide remedial training for literacy and arithmetic skills for the
following types of employess:

a. Front-lina employees?

ms O Yes
[ No

-,

b. Office/Clarical/Sales/Customear service staffy

an ¢ [ Yas
= No

¢. Technical/Technical Support staff?

wt 1 O Yes
: [ Mo

RECRUITING COSTS

The next question concerns the cost of recruiting new employees,

11. On average, about what percent of your establishment’s total labor costs is spent annually on the
recruitrmant and salection of your employees?

Mz " Labor cost

WORKPLACE POLICIES AND DOWNSIZING

The last three questions ask about policies that you might have introduced into your workforce.

12a. Do you currently have any leased employees on your premises? That is, employees of temporary
help agencies or similar agencies,

w3 O Yes - Gotob
[ Mo - Skip to 13a

b. How many leased employees are now working at this establishmant?

L Leased employess

c. Could yvou please give me a description of some of the jobs the leased employees perform?

READ IF NECESSARY : The types of jobs might include payroll, administration, sales,
groduction, ete.

(M5

.
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13a.

b.

In the past five years, that is since July 19583, have you had a downsizing or layoff of employees?

e 1 [ Yes - Go fo 13b
# [ Mo - Skip to 14a

In what years did this happen? Mark (X} all that apply.
(2} How many

(1) Did this happen in - i?ﬂc'iggfaceu:-
N | OO0 Yes —w

O | OO0 Yes —w

L | 1 OO0 Yes —w

ese  TOOET .. [ Yes —=

ost 18O ... OO0 Yes —w

.

14a.

In the past five years, that is since July 1983, have you out-sourced or subcontracted any functions
that wera previously performed inside the organization?

sz 1 ] Yas - Go fo 14h
z[0 Mo - Skip to 15

« In what yearis) did you outsource or use a subcontractor? Mark (X) all thal apply.

(2} How many
emploveas wera

{1} Did this happen in - outsourcad or
contracted?

053 1903 e O Yes —»

054 1904 e O Yes —»

055 L L= O Yes —»

st T e O Yas —=

057 L I O Yes —»

. Could you pleaze give me a description of gome of the jobs these outsourced or contracted
employees perform?

READ IF NECESSARY : The types of jobs might include payroll, administration, sales,
production, erc.

i
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15. Would you be interested in receiving a summary report of the results of this survey?

en 1 [ Yes — To whom should we send the repart?

2O Mo
B Mama
S Mumber and street
oz City State___ FIP Coda
«2 o Email
e Fas numbeer { )
THANEKE YO FOR YOUR COOPERATION
Motas
I:;:;.l NES- | T2
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