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‘of groups and agencles have *
canducted surveys of local enployers to gather various types of 4:>c<:1;_:~a--3‘m

by t.he formation

i

| During the past few years. a grwing nurber

tional data. This activity has in part been stimulm.ed

of Private’ Industry Councils {PIC's), which were authorized under Title

VII of the cdrgrrmemive ‘Brployment and Training Act (CETA) Arendnents

of 1378.

of .the Title VII mandate, pIC's "will undertake to make an
including estimates by

As part
analysis of private sector Jjob oppoi?tmities,

oocupation, industry, and lo@tion. To meet this mandate, the legis-

s to use information Erau e*{isting souroes of

: - lation encourages. PIC'
s are a.:thorized to initiate looal euployer surveys’ ’

t addresses their needs, if existing infor-
i

data. However, PIC'
to collect information tha
mation systems are not adequate to meet their requirements.

collectim of informtion by PIC's and other organizations may be a

necessity in some instances becauoe of the lack of apprcpriata, timely

data fran other sources. In addition, the survey programs ray provide
other benefits, guch as serving as a means of establishirg stronger ties

and clcger velationships with the business community, and with the hcpe

of attainirg better umnderstanding and greater receptivity in the use o8

esployment and training programs and their participants as a source of

potential new enployees. In many cases, PIC's may Le able to obtain
the endorsement and support of the business commnity, chanbers of

commerce, and industry groups in the conduct and implementation of the

loca), employer surveys and other programs.
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Such actfvities may be Useful and productwé""_ if the data oollection
iz €E¢=

dma not duplicate or. interﬁere with axisting occupationu and related

information develcpment and’ inpl_ementation progi:ams. It is important,
however, .that organizations that are considering initiating local.
employer surveys:be aware of and understand the problems associated with
‘the collection ofidata directly fromvemployersiaces: savel |

Every effort should be made to use existing informmaticn alrcady or capable
of being available through the State Occupational Information Coordinsting
Cammittee (SOICC) rtérrber agencies (or cther acceptable sources) and the
we &m‘éﬁa@éioml information system (OIS) in the “State, and to assist or
give support to the improvement and tailoring of available data to meet

the varicus users' needs.

Q.xe kind of survey which has already been conducted or seriously considered
by several PIc's and other grcups requires erployers to forecast their
enplqwmnt needs by specific ocmpation Such surveys were cammon in the
1950's and 1960's. There were two types in general use: the first type
was known as the "Area Skill Survey' and required employers to provide

relatively long-range (two or rore years) forecasts of employment require-
ments by ocoupations' and industries on an area wide basis. The second
type was referred to as “Training Needs Surveys” in which an effort was
made to obtain current needs or short run forecasts (up to one year) for

a selected and relatively few number of occupations.

An Area Skill Survey methodology was designed and provided to the State
Employment Secr.irity Agencies by the Department of Labor in the mid~ .
gixties. It becamz the accepted tool and process for developing and

ii
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presenting occnpational forecasts. ﬁo&ever, the Department of Lahor

rescinded ‘the Area Skill ‘Survey approad‘x {in 1975) citing the high costs

incurred “and lack of reliability of the data obtained.

Plil=ias i
Because Surveys using cqémparable 3r sjmxliar procedum and methoch ‘are

50 o T BT o
again smf.acing, the National mmpational Information Ooordinatirx;

camittee (NOICC) cequested that. a atudy be made of the history of the
Area Skill Survey -program, indicating its gtrengths and weaknesses. TO
this end, the following paper represents 2 review and summary of eval-
uvations, papers. speeches, and opinions that were made OC expressed

Area. . Ski.ll Suryeys.,. their contents and nethodO.'logies

hue;ec! ﬁ@\e mrﬁerials geeheged ocvered a period of over 'a:enty years;

while same of the evaluatiom researc.h papers were prepared ,ae Jate as ..

1980, the suxrveys and methods they cammented on were those preparved and
used primarily in the sixties and early seventies. None of the fgkill”

or training needs survays made during the past two years were imvolved.

The author's own experience 1n developing and ixtpleirenting a number of
guch surveys was 2lso applied in the analysis and critique of the program
and its resultant data. Cowrents and recamendations represent the
author's oWn conclusions and opinions along with those extracted from
the reports prepared by other evaluators and commentators. They shquld
ot be construed 2s representing the thoughts ot reactions of the NOICC

menber agencies.

This paper is {ntended to be vzed only as an information tool; it brings

together the thinking and research of a numbez: of surveys prepared in
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action carefully before initiating and implemnting any employer survey 9
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~ings may‘ be mreliable and are rarely subjected to any validation tests,-

This places resporsibility on the data producar, e.g. the State Occu-

- - ™

,,“

iy o lah b
earlier years, and assesses them for value and effectiveness. The

objective is to help people not familiar with the background of the'

errployer forcasting efforts bo consider "and determine their own pla.n “of

mhe author's general conclusions are that the use of the area skill
survey approach should be done with extreme caution if not completely
avoided. Arguments against using similar methods include: the findings
and contents of such surveys may duplicate axisting data such as those

available fram the Ocoupational Bm;;.'ioyrnem:'i Statistics program; the £ind-

ar,%@ expensive t t:o conduct'. and carplete, and are nct likely to -

e it ,ﬁd‘@“ o

be cost-effective. The author believes that the potentia.l surveyor

should be aware of the caveats and constraints surrcunding and inherent
in the employer generated forcasts, and the warnings and lack of data
credibility delineated by a nurber of other analysts.

It is clear that greater emphasis must be placed on the more efficient
and effective use of available resources, and on the enhancement of the
quality and presentation of occupational information for the benefit of

adninistrators, planners, couns eliéis, and the Leibor market participant.

pational Information Coordinating Conmittee member agencies, to inprove
the data content and format, and to assist in acquainting and training
users in the application of the data. The users themselves must becara

more knowledgable and scphisticated in the best utilization of the data

iv
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and skilled in their application. The users should also recognize their

regponsibilities in aiding and abetting the development, upgrading, and

continuation Of oceupational information programs.

Odessa Dubinsky
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lNTRODUCTION AND BACKGROUND

e S
The need ior knowledge about the kinds and numbers of workers already employed
g 283 + angd Cd

and wanted erther lmmedrately or in the future to keep productmn of goods and serv;ces )

™ el : e T
going dates back to the beginning of the agra-mdustna.l penod It has been mamly,

however, in this century that concerted eﬂort has been made to apply some type of

systematic and consrstent methodology to obtam acceptable and useable data as a base
for that knowledge.

In the forties, the U.S. Department of Labor, in tandem with the military services,
set up procedures designed to obtaln staffing patterns of employment from employers
engaged in produlctlon %’E_; war rrﬁterlels ot other essentral servrceg. These \rere intended
to permit decisions as to which occupations were most open to worker replacement and to
job restructuring, so that less trainad and less expenenced persons could be used, The
manning tables, as they were called, were also used to determine the number and kinds of
job vacancies for which worker shortages were already causing or threatening impediment
or obstruction of productron. An attempt was also made within this procedure to project

worker needs on at least e short-term basis in order to redlrect avalleble labor supply to

"most favored" job slots.

The exigencies of war were joined in the earty fifties by the realization that better

-and more intensive and extensive training and preparation of workers was necessary for

the benefit of both the workers and their employers, and in hopes of facilitating the
functioning of the local labor markets. |

The ebullience of the post-war years was rapidly fading; veterans had finished
school but found few job openings; and the transfer of people from the south and
Appalachia to the north central and west coast areas had resulted in growing pools of

largely unskilled workers.

There are instances on file of attempts made as early as 1937 to compile and

i
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publish occupatlona] pro;ections (1) ln 1941 an amcle on occupational outlook research

was published in the Public Personnel Rr'vne\ir, wh:ch was . fallowed :n 1946 by a paper
. i("

prepared by AF Henrichs entxt!ed “Progress in Occupational Outlook Research "
Reference was aiso fouhd to an actual surve

y made m York, Pennsylvania durmg the
ity

e ey 9y
Korean confhct- copnes of the report were not avaifabie.
i AUs HiIE 1 W@ i WS
The Umted States Bureau of I.a.bor Statistics began what was to be a continued

e NS Hig i ' WY A IEH:'
program of intensive research and experimentatxon into the subject area in the mid-

fifties, It was particularly interested in the determination, measurement, and directions

of the trends and changes which could be expected over time in the occupational structure

of the nation's economy.

‘several ‘stétes,f‘among them Arizona, Alabama, Utah; TWIsconsln, and ‘Narth

Carolina, attempts were made toward the end of the fifties to devise and implement-

methods for obtaining occupational staffing patterns directly from employers, A major

part of the process was the integration of "forecasts" by employers of employment needs

and/or levels for some future date.

These efforts were primarily exercxses in the overall: devetopment of what

eventually came 1o be called ofﬂczally the Area Skill Surveys and the procedures for theu-
construction.

From 1960 on, and accellerating up through 1965, surveys of occupational demand,
and sometimes supply, were compilee and published in more than half the states,
Procedures in all cases involved obtaining information directly from employers, and their
credibility and acceptance was deper.tj'ent on the validity and accuracy of the employers'
responses as well as on the atmosphere of coordination and cooperation with the
employing community and with potential users.

In 1962, the passage and lmp!ementatioﬁ of the Manpower Development and
Training Act (MDTA) brought impetus to the still infant program. In order to obtain funds

from the federal government to implement the Act and to set up the training prograrns

v
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and obtain the facultles and materlals needed. it was requu-ed that current and expected

By o o YR e 17

job vacancies be assessed. The language oi the legislation was qulte clear and called for a

rly Lt

determination of avallable jObS, assessment of available supply of workers and their
i . Emw i . hl"r

LB

eligibility for MDTA trammg and allowances,

LoTe Ui )
Addltlonal pressure to provide lniormatlon on occupational structure and trends
e -k i iy A

came from the passage of the Vocanonal Educataon Act and its eventual amendments in
CHIEIC l .

1968. The requxrements of the Amendments were parncularly dlrected toward "occupa-

tional information regarding reasonable prospects of employment in the community and

elsewhere, and toward consideration of such ‘information . . . in providing vocational
guidance and counseling to students and prospective students and in determining the
person:}é are to. be trained!! (2)

i "”"ﬂ' b ol b s:k‘:.. RN 2 s
Smce thc creatlon of the Manpower Development and Trammg Act and its vario

rogeny which eventually culminated in the current Comprehensive Employment and

p
Training Act (CETA), the related legislation has always contained comparable require-

ments for labor demand and supply information. However, not until the Private Sector

" Initiative Program for the Economically Dlsadvantaged, estabhshed under Tltle VIl of the_

CETA Amendments of 1978, was the requirement spelled out 50 defxmtwely Spemflc

citations in the legislation and regulations regarding the role of private industry councils

(PIC) in this area include:
Legislative references; CETA Amendments of 1978 (P.L. 95-524).
- Section 703(bX3): "The private mdustry council will undertaie to make an
analysis of private sector job opportunities, including estimates by occupation,
industry and location;”
- Section 705(a)(10): “encouraging employers to develop job skill requirements

and to coordinate such forecasts with prime sponsors;"

Regulations; Federal Register, Tuesday, May 20, 1980,
pParagraph 679.3-7, Functions of the PIC, Section (b}2): “in designing the

10




.The data. ifaualiy govered a three_ to fwe year forecaggﬁ pcnod These were rarely :

¥

plan and on a continuing basis, the FiC shall analyze prlvate sector job opportuni- |

ties, including estimates by occupation, mdustry, and ldcatxon. The analysis should

. Li( ’ i ' Sipdd :
survey employment demands in the prwate sector and training possnbxht;es, such as

N ne” S 4G I s ay.
apprentlceshlp, in order to develop prolecttons of short and long range labor needs.

’ thle the regdlatmns do say that the PIC should utilize avaiiab!e labor market !
niormatmn irom sources already in place, such as tni State Bmpioyment Security Agency "
(SESA), a number of PICs have cons:dered the language of the legislation as a green light |
to initiate employer surveys including area skill survey type efforts.

Area Skill Surveys and Training Needs Surveys: The Concept:

The flurry of Area Skill Surveys was at its height in the first half of the sixties.

fhis:

considered satisfactory for MDT training need dec1sxons, since most of the trammg gwen'
was for relatively short periods, and the major interest was in getting information on
immediate or near future job vacancies, The data also were not considered specific

enough, nor were the geographic areas covered satisfactory. Because of these deficien-

cxes. nother tYpe ot surveY, the "Traming Needs SurveY:'f ‘evolved. “The full—scale-'-'Area

'Skxll Surveys were most often conducted by the staff of the State Employment Secunty

Agency, usually in the research and analysis division. In a few instances, contracts were
given to universities or colleges or private research firms. Almost all were funded by
grants from the United States Employment Service of the U.S. l5epartment of Labor. The
Training Needs Surveys, on the other hand, were conducted by a variety ot agencies and
persons, including the local field office staff of the Employment Service, Vocational
Education faculty and/or staff, or neople wotking for interested community agencies.
During this period, there were no set procedures or standards for sample selection, data
collection, compilation, analysis, or presentation.

In March, 1965, instructions for the prepatation and processing of data for use in

Training Needs Surveys were developed and issued by the U.S.E.S. to the State Employ-
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ment Servu:e Agencxes. Durmg the fo}lowing November, a detalled manual of instructions

for producmg Area Sk:ll Surveys was fma]ly made available to the States by U.S.E.5. Thls
manual was based in part on the expenment}s and experx:e.nce in the fleld The diftu ence
in the mst.ruot:on;“land con“t:ents of result.ant ;eoorts wJas .nei:.essary beca:se of the dlfferen-
ces in detmmons and ;bsolute vanances‘ in scope, content, and statlstical approach

between the two types ot reports. The basxc dlfferences between the two are shown in
Nt B

the following tabie.

Area Skili Surveys Training Needs Surveys
(1) Employer forecasts of 25 years. (1) Employer forecasts of less than 2
years.

-;»(2) Sc1ent1£1c sample desxgn mtended to.

be lnflated to provade forecasts for o not 1ntended to be 1nflated to the =

an entire area across all industries. universe,
(3) Covers a large number of occupations. (3) Covers relatively few selected
occupations - those thought to be
i igf ‘ in demand. L
(4)}’b‘orecas‘ts are'intenoed to be | * () Numerical results are no‘t.
published. intended for publication.

The two types of surveys will be discussed in more detail in the next few pages.’

nArea Skill Surveys are vehicles desig ned to provide comprehensive mformatlon on
the current and future industrial-occupational employment structure of defined geogra-
phic areas based on sample surveys of local employers" (3).

That definition was devised by field practitioners, since even the Handbook on
Employment Security Job Market Research Methods did not offer a speoific definition, In
November 1965 the Handbook presented a new section which was called "Area Skill

Survey." This section was designed to provide a methodology for initiating, carrying out,

and presenting the survey and its findings. In the Handbook, the Area Skill Survey Is

@) Not a scientific sample desxgn and. .



deslgnated as a "technlque" to be implemented as port of the .occupa-tiona.l job merket
research program. o |

I B . - - PO . ;
The purposes and ob;ectlve In the main were the same as expected and wanted

from any of the other techmques and methods used to project employment trends to
provide 1nformation about ]Ob opportumties 1or use in rmployment counseling, job
development and trmning planning. However, an addltionel dimension was m.ludedz the
stimulatlon of local employers to evaluatemtheir manpower needs and promote necessary
in-plant training. This last objective was and is probably the one best purpose of the Area
Skill Survey method and Is the major distinction between it and the more sophisticated
stanstncally derived and computer processed occupational proiectlons.

st!,; ctlons called for the "collectlon of bassc data, mostly from employers" on as_ ’

n
SR I

number of ltems, including but not exclusive of current
requirements by occupation tor some future date. Also to be collected were data on
existing in-plant training programs and their enrollments, turnover data, numbers ‘and
kinds of hard-to-fill jobs and "new and emer-ging" occupations. Other information to be
gathered was "interest in, and need for, pre-employment or supplementary vocational
training,” and "where feasible" the effects of technological change.

The Area Skill Survey instructions, as noted previously, were actually made
available to the field for implementation somc eight months after the publication of the
chapter called "Training Needs Survey.” This title also referred to a technique and no
specific definition was given. The procedure was set up to identify quickly "occupations
in short supply for which training courses can be initiated.” The methodology was set up
in response to the legislative requirements of the Area Redevelopment Act, the Manpower
Development and Training Act, the Vocational Education Act, and the Economic Oppor-
tunities Act. 7‘

The Area Skill Survey, as differentiated from the Training Needs Survey, covered

the entire span of industries and occupations in the geographic area under study, rather

. Fiinl
ployment and mployment“
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than a few or a slngle selected occupanon(s) It was aiso recommended when long-range

(2-3 years) occupatmnal data were desired. It was suggested that emphasns be gwen to
occupattons requmng conslderable training ttme - "perhaps ; year or more" but less than a
four-year college education. The depth and scope ot "commumty mterest" was consldered
a stror:lg determmant in the dec:sion to embark on a full-blown area skiil survey. {It might
be noted here that the termmology 1tsel£ has undergone some mutation since the sixties.
When speaking of “skill surveys® it is often found that present day audiences are apt to
think of "skills" as job task capabilities, rather than a study of the occupational structure
of an area). '

The methodology and procedures for lmplemermng a skull survey at etther the State

work to be "done, the scope"f""'

RS .--f;,«;f«'- e te uRpRE

R ST

of the survey, prototypes of publicity releases; 'pre-survey letters, worksheets. the surﬁ?
schedule forms, non-response follow-up procedures, and sample selection, Steps for
tabulating responses were shown along with a procedure for "weighting up" results. The
latter included a method for developing inflation factors for each industry category.

The Skill Survey Handbook also made an attempt to provide a methodology for -
estimating trained labor supply available at later periods.” A schedule was aliso included
for obtaining this kind of information from nschools, trade unions and apprenticeship
organizations,” Definitions of occupations were included in an effort to ensure that
supply data would relate to the same occupations as the demand data from employers.

Collection of employment in!orrnetion was to be done by mail or personal visit,
with a size of firm standard set for determining which firms were to be personally visited.

A standard was also. set for the percent of total empioyment to be obtained in each
specified industry division through the survey responses. All firms, regardless of
industrial activity with 100 or more employees, were 10 be surveyed and the smailer

establishments were arranged by size within industry and a representative sample was to

be drawn.

14
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body of the final skill survey report was expected to mcIude some reference to
the economnc charactenstics of the area covered, including past employr;\ent trends. The

"fmdmgs" were to present a careful analys:s of the data, with | necessary tabulatlons and
explanatory narratlve. To be shown were the two and five year staﬁmg needs, traming
output, and an assessrnent of the demand/supply balance. -

“ The Handbook recommended that the surveys shouid be updated within two to three
years of the mitxai survey. And the State was to appraxse the sur rey nndings and their
application in the com:nunity, including an analysis of the accuracy of the forecasts, With
a few exceptions, no evidence has been found indicating that many States either updated
or validated the area skill surveys once they were completed and published.

‘ ‘In the words of the Handbook ‘instructions for Training Needs Surveys, "as sclentitic
sampling procedures are not followed in the conduct of these ‘'studies, the data developed
are not inflatable to the universe and are, therefore, not representative of the entire
'training needs of the occupations in the community, Because of these limitations, these
data and particul&ly numerical estimates of shortages in specific occupations - are not

suitable ior publication,” A

The methodology for the trelning needs reports did not require employer interviews
- such information sources were given secondary importance. The existence of a labor
shortage or excessive demand in a particular occupation was usually to be determined by
other means and validated, if necessary, by “contacting (through personal visit or
telephone) a few firms known to employ workers in the occupations,” This method was
considered as especially adaptable to the collection of information on 2 limited number of
occupations or a single occupation. More extensive surveys were suggested ior larger
numbers of occupations or where several industries were involved. These were for
preselected occupations and were conducted by means of a simplistic, although not
necessarily simple, survey with personal visits made to the largest employers. An effort
was to be made to provide estimates of supply available and expected for the occupation,

16




" The handbook for the training needs survey also set forth procedures for 1dent1iying
and selecting oécepatiens for revnew, makmg the necessary surveys, and tabulatmg the
results. |

Again, references in the handbook are made to now obsoiete data, and to report
forme and m.ateria.ls'no longer in use. Theretore, only the most sahent sections are noted
The primary source oi data for the traming needs s-t;’rvey was te.be lists”o! 10Eal
ofi‘xce job openings and other transaction data, There is little or no warning of the
limitations of such data, except t0 suggest ‘that the review be made by “experienced
placement officials with good knowledge of the local area econcmy." Persistence of

demand was. to be treated es oi major si mincance, and slze oi demand (L.e.:_:

Opemngs received by a local otﬂce “overa G-month period) waaéﬁalso conslder{ d 1mpo' 1

The absence of applications on {ile was to be viewed as maybe s:gnmeant; at that B

time, however, the wholesale taking of registrations for work and maintaining them in an
_ mactive" file was much more prevalent than it is now. The checklist form offered
indicated that a completely manual operation was visualized.

In both the training needs survey methodology and that for the area skills survey,
emphase was put on the dissemination of the report findings (if not the actual dat; in the
case of the training needs reports) and on setting up of community councils, and making
contacts with ncooperating employers, associations, businessmen's clubs, and other civic
groups.”

According to the Handbook instructions on Training Needs Surveys, "the method is
designed to pinpoint particular laboc shortages and to evaluate the degree of the shortages
in the most expeditious manner. » [t was designed for use: 1) in a relatively small area
(less than an SMSA); 2) to cover a limited number of occupations regardiess of size of
area; 3) or for occupations concentrated in a few larger establishments.

The local Employment Service job openings data were used 10 indiate the

16°
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existence oi dernand and a tew flrms known to employ workers ln the selected occupetlons

ere called to_validate the worker need “!! the demand ln these !ew flrms (es lndiceted B ik
by the employer contact) clearly reveals an exlstlng shortage, this should be suf!iclent ves |

to establlsh a tralnlng need.”

Bonreny
T'he employer schedule used m  the Tralnlng Needs Survey suggested included
questxons on current and “forecasted“ employment (usualiy !or 6 and/or 12 months) in the :
oy : fee . TR

pre«selected occupations- replacement needs Ior the forecast period; current job vacan-

cies; number of workers completing in-plant training, etc. Also, to be asked was

information on employment en“ects of plant expansion, modernization, and/or technologi-

cal changes; shifts in industrial activity expected; and kinds of tralning the employer feit
feriﬁgf’@%ﬁz;;::d - B 3 ' -
A sectlon was devoted to the estim
Here, the source was to be the local office file of persons registered for work, with
checks made against the tabulations of unemployment Insurance claims data. An effort
was also to be made to determine the number of persons in training for the occupation
who would be avallable to take jobs during the forecast period.
Since the occupational demand data per Instructions in the Training Needs Survey
- Manual were not to be inﬂated it was obvious that a net shortage or surplus for each
occupatlon could not be estimated either de!inltely or otherwise, Only when sampled
demand exceeded total supply could it be assumed that a training need probably exlsted.
However, the need for instant action was considered greater than the need for

validation or accuracy; the instructions said: "To expedlte needed tralning programs,

action should be taken to verify training needs and otherwise commence training programs

initiation."

The aopendlx includes a list of Area Skllt Surveys which were conducted by the
indicated States and the date(s) of thelr publication, It should be noted that several states

did repeat the surveys. None of the Tralning Needs Surveys, as identlfied by MDTA
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Handbook. Chlpter i, wore found lhted In the llbrary or llteuture searches; mou were
probably conducted In accordance With lnstructlons and not publilhef' tor general dse.
Othef skltl wfvoys werc known 10 ﬁe prepared, hut evldently coples were ot available to
the archives. Ruquenu to the State Employment Securlty Agenclel !or coples o! thelr
repom to use in the prepautlon o! thls paper were monly non-productlve. : |
Tho msjor progress in demnnd-supply andysls md its torecut-pro]ectlons cohort j
camc in the late slxtles. when the program ‘was étt.u'necl over to the Bureau of Labor
Statistics for methodology development. This brought a move from the employer based
forecasts to & computer processed Industry-occupation matrix which was based on census

data. This methodo!ogy Is described In the BLS' serles of publications entitled,

Employment Securlty Agencles, In November 1972, It recelved the official mandate and
responsibllity for providing consuitation and technical services to the States concerning
occupational projections. It was not, however, until July, 1975, in Reports and Analysis
Letter (RAL) 11-75 issued by ETA, that the State Employment Security Agencies were
told to cease and desist from the Area sum Survey methodology and to use the Industry-
occupation matrlx technique. .

At thll time, reference was made to "recent studies" which "suggested that
ccupat!onal pro]octlom based on employer forecast data may not only be less rellable but
are lnordlnntely time consuming and expensive to preplre" (%),

The take-over of the program by the BLS led directly to the present Occupational
Employment Statistics (OBS) program which continues to involve the two original federal
ngendoy-al.s and the Employment and Training Administration (ETA), The principal
funding source of the OES program is ETA; BLS Is responsible for the technologlc,al and
methodological aspects and the State Employment Services Agency (SESA) offices operate

the program, analyze the data, and publish the information,
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' The OFS program now inciudu, ln nddltlon to the censm-bued Indumy occupltlon

4mntrix methodolo;y and output. an employer bueu program. This lut conslsts ot a

surwy of wn-mm wage and u!nry estlbllsbmenn oonducted over a three-year cycle.

Then survey data are used to estimate non-agrlcultural wage and nlary employment by

;lndustry and occupatlon for States and ulected sub areas. ‘!'he mnjor dlt!erence, other

el :\/\

4thu| & hlgher degr« oI sophlstlcatlon between thls method and the earller sktu survey is

that’ 1orecuts of empioymmt are not requasted from cmployers and the llst of
occupations used in the survey form has been selected from varlous sources and reflect
experience as to how employers maintaln Gemployer records. Projections of levels to some

future date continue to be developed similarly to the techniques used for the census-based

r_patr_lkx'-_.l‘gy projectign of :industry ‘cohort data using a variety of accepted statistical

processes,

A REVIEW OF AREA SKILL SURVEYS: FINDINGS FROM PREVIOUS STUDIES/REPORTS

A very thorough litersture search brought to view a minimum of published papers
which could bu used to determine the extent of validity and applicability of Area Skill -

 Survay findings,

One of the earllest studies found was done by Wellemeyer arff Assoclates in 1965 at
the request of the Bureau of Employment Security (now Employment and Training
Administration). The study was to be a "systematic appraisal of these (Area Skiil Surveys)
surveys” (5). The evalustion was to cover results of the opuration in Battle Creek,
Michigan and Trenton, New Jersey, The procedure called for comparing actual 1963 and
1963 employment with that projected for those dates in the survey made in 1960,
Employ-rs were also Interviewed regarding their methods of and problems with forecast-
ing. The findings In both areas, while apparently Indicating a high degree of accuracy in ‘
the original report and general good feeling toward the project by the employer
community, are based on a relatively small sample of firms and under very stable
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ecommlc condltlons. The shorter term pro]ectlons In Trenton were found to be most
l“ . 1 £33 "* 1

lccurote. In the Bntle Creok area, the error. whlle consldernble ln some occupations,
by [ . B o

was wmen off as nOt 100 slgnlﬂc&nt ln ‘terms ot evldence o: the data.

Al \

It should be noted that careful revlew of the publlshed tnbles purportlng to

©oLae AT VAR .

authentlclte the accurncy of the forecasts results ln a somewhat di!ferent dlagnosis. The

1h i S

forecam o! total employment in !he selected occopatlons over the‘ llve year perlod came |
qe T

wlthln threo-tenths of one percent o! ‘the ectual; the pro]ectlon for total employment was

too low by nearly 4 percent, Within the major occupational groupings, however, the errors

in projecting ranged from.s negative 13 percont in clerical occupatlons to an underesti~

Several lndlvldual occupetlons showed errors

in the Trenton area, where the forecast woo made for only a two year "';orlod, the

total employment projection was within 0.3 percent of the actual,'but internal errors

ranged from 16 percent to0 high in the case of unskilled occupations, to 14 percent 100

low In the clerical category. Individua! occupation forecasts showed no better comparison

with the actusl figures than in Battle Creek. Again, the "overs® and "unders" had

effectively been cancelled out in summetlon.
It was admitted that few employers in either area did any long-range planning and

those which did were not apt to translate such planning Into worker needs or staffing

patterns. Therefore, it seems, at a distance of 15 years, that the apparent veritication of

the forecasts was more coincidenta! than sclentitic.
b)l Rutgers State Unlversity to test the resuits of the

Newark Labor Market Area In 1963

In l966 a study was made

Occupational Tralning Needs Survey conducted in the

(6), The orlglnal survey covered only 23% of the area's wage and salary employment,

rallroadn, mining, forestry, and fisheries. The valldatlon study

exclusive of government,

 accounted for over three-fourths of that coverage. In some industries, coverage was quite
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smail in both the original and Iollow-up surveys. While intcfnal errors were so counter-
balanced as 0 provlde [ prolected total employment !l;urc wlthln one-temh o! one
pcrmt of the actual lovel nchlcvod. in over hll! the occupntlonnl categorles the trend
forecast was d%recuy opposite thnt which actullly oocumd ln some very lmporunt and
high!y tninnble occupatlom. dulumah, and au!omoblle mechlnla. tha torecuts were'l‘
positlve. but by the projection dm, employmm in nme ]ohs had decreued On the
other hmd, oqunlly trainable oocupntiom sueh as keypunch operators and pvogrammers
were badly underestimated, The sumrmation of this study Included a statement “this did
not provide as solid a basis for occupational manpower needs a3 one might wish, On the
other hand, it may be that this impertect estimate is batter than none."

Sin !9?0 A very comprohonsivc and critlcnl review of !ive alterrmlve methods of R

“!oncutlng hbor wpp!y ‘and demand in’ an urbm laboi mtrkot area was prepared and ‘o
published in Wisconsin, Catled “Project Vlslon." it was one of several studles financed by
the U.S. Department of Labor to perform experimental research in the fleld of
occupational demand and supply forecasting.

The field work for this comparatively exhaustive project was done in the
Milwaukee, Wisconsin area (SMSA) during 1967 and 1968, The project objectives were to
examine five different methods or approaches to develop employer needs projections.

Inciuded among the five were the "Experimental Employer Needs Survey" which was a

variant of the Area Skill Survey technique, the method most widely In use at the time the

project was begun,

The conclusions reached by the project statf were flrst that no one of the five
techniques tested in Milwaukee could fully satisfy all the conditions set forth In the
Vocational Education Act of 1968, It was found that a modifled version of the Skills
Survey Technique could provide current employment statistics, (This finding was In
opposition to that of the "Manpower Porecasting" study made at Rutgers in 1966, which
states that initial accuracy of the occupational data provided was questionable because
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- f'ggectlces of record-kee ln'
'dete that could be Q gectlc use !or vocatlone.l educetlon cufrlculum planning. o

“some o! the ﬂgures supplied were calculated without preclsion.“). Secondiy. it .was
steted that the Aren Ski!l Survey technique was “tess relleble ln projecting employers' :
luture occupetloml requirernents ln perlode o three or flve yeers v ." it was found to be

BES e R TR o
dmost lmpossible for ernployers to provlde the requested estlmates with any degree of

e s
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reliablllty.
In the eerlier stuoles evnluatlng the e!ﬂcecy ot the aren skill surveys, one very

T 8 L A I - ) A
important jtem ezsentlal to the schlevement ot the goel and obiectlves ot the occupetlon-
al projection program was conspicuously absent. No mentlon of the supply component was
made in the Wellemeyer, Rutgers or Moser studies. However, Project Vision spent

considerable effort and space on the subject, Their finding was that “the current

amon ""%'the su l ' sources were not AL ble of

And 10 go further, . . . no one seemingly collected data on comblned output and no source
was found that would yleld the extent of training in any given curriculum area .

. Whlt Project Vision did attempt was to describe the supply components, and
discuss the possibllities and limitations In teklng_thelr measure, The study also undertook
to analyze the labor demand-supply data In an offort to reveal areas of current or
potential occupational shortages. Suggestions and recommendations were also lncluded as
to means and sources of data and the urgent need for supply data.

The most important and most effective result of "Project Vision" seems to have
been the development of an occupational clustering system which ‘was cross-walked to the :
Office of Education Instructlonal programs. This was produced and published In the
"Occupational Cluster Reference Guide" (8). The basic principle behind the Guide was to

group occupations for which preparation for entry to the Job could be obtalned through

given instructional programs.
For her doctoral t_heslt, Collette H. Moser undertook an "Evaluation of Area Skiil

Surveys as a Basis for Manpower Policles" (9). Published In 1971 under the sponsorship of
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the Manpower Admlnlstratlon (now the Employment and Tralnirtg Admln?étratzon) of the

U.S. Department ot Labor, the study was directed toward an e;(:ml.naﬂ;:‘; 5':‘ metéédoxé'.

gies, data coilection, problerns invofved and”‘tne“ need for euch dat;}as well as their

accuracy. Doctor Mosear("s tvork tvas done ln Roor\tolie and Pe'c}ereb;;rg, er?g\t]nxa::\'rherer/;rea"'

Skill Surveys had been conducted by the State' Ernpt:oymint Sﬁecunty Agency in 1964.3

Stetlst;::‘u data w were obt;lned by' rf::tf;veylng ernplo;ers who had been in the origmal‘
; VO X ‘ PO P 3 LR

study.‘ The statlsticnl technique used to evaiuate the projecttons was an "mequahty
coefficlent’ as set forth by Henri Thell in his book, "Applied Economic Forecasting.” This

was probably the most sophisticated evaluation effort either found in the literature search

or done by any o! the producers or assessors of the prolections. By us_ing the ineqt_lality o

ls*possibie

done by Dr. Moser calculated the Inequality coefficients (U value) for the total of all
occupations and for each specified occupation, It was noted that internal errors could
cance! each other out--as was seen in the Wellemeyer study.

Also examined was a "Nalve projection model" as well as a no-change extrapola-
tion. The nalve model simply applied the two-year actual growth rate toA total
employment in each occupation In the survey, and then to occupational emponrnent of
each tirm employing persons for the partlculer occupation under discussion,

Doctor Moser conciuded that Area Skill Survey predictions were better than no-
change forecasts; the nalve model gave somewhat better figures in larger and growing

occupationsy and the "kind oi information found in Area Skill Surveys would seem to fill

‘ : occupatlonal data requlrements." It was emphasized that if the Area Skiil Surveys method
was used, the accuracy of the data needled to be careiu_lly evaluated (10).

As part of one of the third-party evaluations of the "Occupational Training
Information System" (OTIS), Macro Sj;stems Inc. of Maryland included a rather definitive
examination of the reliabllity of employer based forecasts (11). OTIS itself was developed

in Oklahoma during 1968 "to provide continuous, timely information for statewide

23

16




TR DR S IR I S R
' - soond o an At e Pt e i
vocatlonai educatlon piannmg and economlc development " An even more comprehenswe
A AL g%

versxon of the system was later undertaken in Kentucky using State and Federal funds.

The stated objectwes of the OTIS system mcluded~ "the fxrst ob;ectwe of the
Ee ¢
OTIS eftort is to estabhsh at the State and local leveis of government mechamsms for the

2 ey B R P

effecttve, efﬂment, and coordmated use of total traxnmg resources m accordance w1th

TR BT s Wi Gt

{dentifled opportunlt;es and needs" (12)
l ft

)

ey

A second ob)ectwe was to give these mechanisms data, of w'uch "specmc and

identifiable net manpower requirements" were an important cohort.
Macro Systems conducted a survey of the employers participating in the Oklahoma

program. Analysis of the response data indicated that: 1) Over 60 per cent of the

cent of the firms made forecast errors of over 20 per cent; the average error was over 26
per cent. 3) Over haif of the employers had a forecast error equal to or greater than the
actual change in employment, The average error was nearly 25 per cent greater than the

actual empioyment change. ‘
. Addrtional analyns indicated that the type of forecast and employment size did not

affect accuracy substantially.
On the supply-side, it was noted that while persons receiving formal vocattonal
training appeared to be adequately covered, individuals leaving non-vocational schools or
_changing occupations were not included and that these wouid represent a considerable

number.  Also omitted, apparentiy, were many of the Oklahoma State Employment

Service registrants.
. Caution. was advised.on the use of the interface statistics—~the comparison of

estimated supply by occupation with demand in the occupation. It was reiterated that
vsome of the forecasts of manpower demand are inaccurate and additional sourceés of

supply are required." Other constraints noted were the geographic area(s) covered, and
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lack of mforrnanon on commutmg and on personnei shLIts.

Another eva}uation (13) of oTIS stated among some other very posmve reactxons, :

that "01’!5 lnvolves interested groups and cmzens from both mdustry and educatxon in the.
S

forecastmg and operat:on ot the system |tsei£.“ The study then concludes "that if thns
. =3,

systematic mteractmn creates better understandmg between industnahsts and tram:ng

personnel, then the OTIS e!fort will exert a strong positive impact regardless of the

accuracy of its iorecasts.

Since the instructions for preparing Area Skill Surveys were rescinded in 1975, and
the States were told to discontinue the practice, little was to be found on the subject in
the literature search up until 1930. In the past decade, almost all of the States had

publishing data using either or both

program-was not only dormant, but dead. The resurrection came with the aforemennoned
CETA amendments establishing the PIC's. It seemed again necessary to review and
ev}aluate the Area Skill Survey procedures and credibility, and to provide guidance to PIC
and other programs that were implementing employer surveys.

In response to this need, the Labor Market Information Dlvision of ETA in
conjunction with North Texas State University, Northeastern University (Boston) and
NOICC, prepared the monograph, "Using Labor Market information to Identify Private
Sector Job Opportunities,” The monograph emphasized the necessity to consider ajl
aspects of the peoblem carefully before "running out and collecting data.” It suggests a
method quite simplistic, but probably as productive a3 a far more sophisticated approach,
to supplement eﬁsﬁng dnta rather than construct a totally new project. Program
operators are told to avoid any survey which requires employers to forecast demand. It is
recommended that if any surveys of the employer community are made, the data
requested should be confined to: 1) the number and occupaticnal characteristics of
existing job vacancies; 2) hiring practices and policies (internal labor markets); ) wage
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4) trammg and prornotwnal polxc1es* 5) views on CE.TA programr etc. A

information;

number of references are made to the weaknesses of /the Skill Survey tound by other

analysts and researchers. These lssues are also covered in the Labor Market lnformatlon

Training ]nstltute trammg for PIC staff
w]" Lo

Another set of occupanon pro;ection makmg a.lternatwes,
)

und in the paper prepared by Dr. Harvey A.

wrth explanatory dis-

cussion of the reasons for their need can be fo

Goldstein in. July, 1980, (l!&). Th:s monograph ent:tled "Occ:upational Empioyment

Projections for Labor Market Areas," examines past and existing and suggested methods

for making medium to long-term projections of occupational employment from the

"crystal ball" approach through a simple trend analysis, to multi-equation economic

'l'he dlscusszon covers the Area Skrll 'Survey techmque qﬁ,hicl‘iuthe ‘author. states

mode
5 SR : : 3 :
brought results whxch “were unrehable and often produce pro)ecnon th

However, the author does describe some advantages of the employer survey approach' 1)

the employer survey generates primary data; 2) it can lead directly to estimates of

target-year employment; 1) it is not constrained by a formal structure or the need for

operational variables; 4) it is likely to be the most comprehen51ble model. The major

disadvantage, of course, is- the universal agreement on the low accuracy of the data

obtained. However, Dr. Goldstein did not provide emp1r1cal evidence’ of the lack of

accuracy; his conclusions were evidently based on fmdmgs by other researchers or his own

opinions.

PROBLEMS/LIMITATIONS OF AREA SKILL SURVEYS

1. The Quality of Employer Response

The extant studies directed at validating the statistical accuracy of the Area Skill

Surveys often referred to other problems. In 1969 the Commissioner of the Bureau of

Labor Statistics, Geoffrey H. Moore, made what was probably the most succinct
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torccaszs. Without a record, one cannot evalucte the perfonnmce or tell hw to improve
it. All too oiten torecuu are throum out and torgotten—or thrown out wlnh the hope
théy will be forgotten-u $00N as the ooculon for them is past, ‘rhcy are often '—
inadequntely annotated when they are mlde. They ofm fail to specify what assumptions
or conditions are laid down,whatprobnmutyorm\géo:m@muhmmumdermm
conditions, and what method or information was used to arrive at the results. Sometimes
the forecasts are couched in terms that make them unverifisble (15). A memo from
Dudley Young, Assistant Commissioner of B.L.S., dated November 1, 1972, to the

e -”\Commissioner and referring to the ‘employer. forecasting methodology used in Oklshoma -

for OTIS, stated: "It is our opinion that such employer forecasting methods have long ngo
beendmaedxtedmdabanwnedforavmﬂyolmmz principle among which is the
inaccuracy of the demand forecasts. The Bureau's position is by no means unique. Severa]

evaluations of empioyer foremting procedures raised grave Questions concerning the

abili!y_ of emg!oxers to foreczm their occupaticnal manpower needs.”

One of these evaluations was conducted in Minnesota in 1970 (16). The suthor,
H.G. Heneman, referred to the wartime experience with manning tables and personne]
inventories, and noted they were generally dropped after the war "because they seemed
unnecesaryinwhatwuass\medwbealaborupsmmmy.“ Hegoumtodlm
the forces during the 1960's which were driving employers, especially those with
government contracts, "to study and justify aileged manpower requirements.” The federal

employment, housing, and urban renewal for the disadvantaged supj srted the spread of
planning concepts. Maudmptﬁmuﬁmmdnmoiambmedummm
brou@timmuﬂﬂiwmminmmwwmmw And, of
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course, there was the emoept that in & !ree enmprlse eoommy. effective mnﬁpowerl

WMMMMqudm
'm.wmmumwwwwrmt-
Mwwmﬂlmddmmmmnmmm«cmable
mm»mmMﬁmmmzmm
companies were ﬁmf_m for manpower. Simple cnnpollﬂon o! lntomnl
‘ planning, mmmﬁvdylwlmm
!arpro!nﬂonllmdmm.erhl




do not tend to iorecast senously, even thougl_t they clanm that poor forecasts would harm

the;r operations Further, the forecastmg does not appear closely related to traaning"‘(

programs ‘which they undertake" (17). N |

Another report (18). mdtcated that s:mxlar weaknesses ln employer data were
prevalent in Newark, New Jersey. Here it was stated that “the usefu!ness of the survey as.“
a means of predlcting manpower need was drastlcally reduced Ihy the tellure of many
hrms, including many large cnes, to supply consldered responses to the requests for
forecasts of job openings in the listed occupanons.

A very recent study, made in. 1980 by a New York-based human resources
communications and consulting firm, indicates that little has changed in the past twenty
he U.S‘ is. characterized by hlgh

.unemployment, altemating gluts and shortages of trained workers and an iromc oombina- i
tion of extensive layof!s end urgent recruiting for speqalxzed skills and talents. Part of

" this problem stems from the limited and short-range manpower planning practices of
American industry.” The survey, made by Deutsch, Shea & Evans, a subsidiary of Foote,

Cone and Belding, found that only §% of the 334 corporations they interviewed plan their
manpower needs more than five years ahead, while 42 percent plan for only a year or less.
The report concludes that. rapid changes, particularly in technology, make human
resosces planning difficult. But at the same time, these changes create tremendous
needs which are not being met . . . "this lack of planning contributes to an enormous waste
of talent due to job mismatch, declining productivity, and lack of critical skills." The
report calls for more and better long-term planning particularly if it can be integrated
with the curriculum of the schools. It slso notes that one-third of the respondents had
| little or no faith in their forecasts, and another 38 percent called them “reasonably”
accurate. The implications of .these tindings to area skill surveys are fairly straight
ferward in that they highlight the inability of empioyers to make lonz term planning
srecasts. If employers are unable {or unwilling) to plan for their own general needs in the
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Iong run, 1t 1s unreairstic to expect emp!oyers to forecast then- employment needs by

occupat:on for 3 to 5 years in the future at the request of some government agency or for

%

non-propnetary purposes.

2. The Quality ot the Methodology.

i ; £l ETEED - :"" * cEEL
In retrospect, it is somewhat amazmg that so rnany States managed to produce and

pubhsh reasonably good king Area Sktll Surveys tirst wrthout mstructlons and later wrth
them. Dr. Moser, in her evaluation of Skill Surveys, discovered that 150 surveys had been
made at the time she undertook her dissertation--but little or no evaluation of them

existed in the literature, lt‘is difficult now to find more than a dozen or so of the

-‘?jpublnshed reports. Dr. Moser personally exa med about 80 of the Surveys rstnng hen . 2y

she was oomprhng her data, and !ound that of the ones hsted {n government pubiicatlons
as available at least nine were never published, and in a .'.umber of cases, publications
listed as Area Skill Surveys did not contain occupational projections, but were inventories
or censuses of local manpower recources.

Except for Dr. Moser's effort, no other examination was found of the methodology
finally produced by the Bureau of Employment Security in 1963. Reappraisal of the
instructions shows they were directed at a narrow spectrum of the impiementing analysts’
capabilities, Obviously, the manual writers did not expect a high degree of sophistication
or scientific research ability. The needs for and uses of the resulting data were spelled
out in a series of plausible and laudable, if simplistic, declarations. The instructions
emphasized the pre-survey activities, which primarily meant the setting up or latdtlng on
to a sponsoring community group which was to advise and support.

Experience shows these advisory boards sometimes proved to be complacent if not
totally passive appendages rather than effeciive or even supportive agents. In some
cases, when they were active participants, their suggestions or demands led eo overly
long, complicated, and implausible questionnaires which tried to include all possible items.
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The need for settlng specnfic geographlc boundar;es and scope and coverage ol:;r'the

survey was stated lf not too expllcit.

General suggestlons were made as to the format of the instrument to be used in
collectlng mtormatlon, pros and cods for uslng "ooen-end" schedules agalnst pre-listlng of
occupatlons were glven, but without con\uctzon as to which mlght be best. Prior declslons

" were recommended tor determining "shortege" and "demand" occupetlons,l uslng an
enaly-is of the local olnce (of the State Employment Securlty Agency) openings and
worlier applications--both questionable sources for the purpose. The idea that the surveys

-should be used as research tools to amass empzrical data leedlng to conclusions concerning

the demand/supply condition seemed not to have been considered.

requlrements two and four years hence for both total and by specltic occupa:ion, and for
replacements for the next 12 rnonths- -along with the number of workers expected to
complete company training or to be promoted in the next two to five years. Additional
information items which "might be coliected" included—change in sales volume, product
development, modernization, or technological change; plant expansion or contraction
planned during the forecast period; changes in types of occupations caused by changes in
production proceses, or any factor which would effect a change in the proportions of
occupations.

It employers did not respond, or only provided partial data, the activities were
tilled in by using other data available, e.g. figures from local office records, unemploy-
ment insurance reports, etc. It was assumed that it employers did not provide a forecast,
the employmerit level would remain stationary. The weaknesses of this procedure were
poimed out in the Moser study and also in the OTIS evaluation. Doctor Moser noted
especially that it was not possible to determine when the "no-change” projection was
conjecture on the part of the Employment Service. She also tested the etficacy of the
"e-change” projections and found them to be worse than the Area Skill Mode! or a naive
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lntormation to be collected from employers mcluded current totul ernployment;_.‘___:




model using & constant growth rate for each occupation,

3. TheQuality of the Sampilag Procedure,

" The 1963 Instructions called foruse o 8 roprounutﬁvo umpa- stntmed by sizeof
mahlw\tnem. ﬂm tho cmlu procm wu lu'gdy dopmhm on pre-uloctlon ol%’w
Wﬁw. | impmum was strong that the coverage oould be only of those
Industries hiring in the seiected occupations. This procsdira obviously wouid not sllow tor
compiete coverage of ali omplovmmt and ail occupations, In fact, st this point, the
methodology tended more towards pmsuction of Training Needs Survey results than of an
Ares Sklls Survay, the major difference being the longer forecast period.

< As noted in tho paper on F«mﬂn‘ Labor. Dcmmd imn umploycr My Data
s '“tm. tho;;ump’”lo sirvey method recessarily mtrlcw% haiiniverse of occupstions 80 those:.
found in wage and salary employment. In most projects, agricultural employment was
exciuded, and because of the ditficulty in obtaining any, let alene valid, data, the
: mmﬂonlmwwlu}obtrmamdnolmmlm This study also stated
that while "guidalines for the conduct of these surveys have been developed by the U.S.
B Department of Labor's Buresu of Employment Security) considerabe nitiative has been
lmmﬂnSutu...lucuummM«dehlnmmm.
wbmnm.l innavations in sampling, data gathering, and analysis have been made.”

" 1t 1s interesting to note In this context that the Geldsteln paper on occupational
projections for labor ‘market areas states that "the Area Skill Survey Program was plagued
byaluuoimlmncymddmummdwtmunwumommﬁuﬁme
were general guldelines issued by DOL” (20), Dr. Goldstein goes on to say that such
conditions would "not allow meaninglul srea comparisons and may lose validity and
acceptance because of any nonsstandard procedures.” He later notes “gmployer surveys |
often are used for reasons pocullu 1o individual states or areas and ere designed to meet
rather specific Information needs, Thus, they tend to lack consistency and uniformity
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‘l'he sample used for the Area Skzll Survey was usually selected from a hstmg of
i e R W .
employlng establlshments reportmg to the Employment Secunty Agency :n comphance

wlth the Unemployment Ir{surance Coc;e. Since alf g;ate; 1dld' nct have the same coverage,
especialiy durlng the sixties, the basic source could not always provide a universal listing.
‘l'he non~covered establlshments, If added, had to be obtained else-where, and the data
were not always complete and were otten of questionable accuracy.

The slze of the sample also depended largely on the amount of money, time and
staff avallable to handle it. I travel was restricted either because of the distances to be

covered or by lack'of funds, mail procedures had to be used. These, too, were subject to

R R wg@&,,,ccost cogstraiqts in some cases as well as reduced response rates and poorer, cﬁempletlo,": ;of

...... s

the forms,

The sample expansion methodology was somewhat naive, The inflation process
included a provision for 'mn-response,.if the number and significance of the non-
respondents was not too great. In one known instance, the largest tirm in the erea did not
cooperate, but the remaining data were expanded to the unlverse despite the glaring lack
of the occupations typical of that firm and not existing elsewhere In the area, Also
glossed over in the Instructions was the handling of atypical establishments where the
stefﬂng'petterns were' vastly different than those found in other firms in the same

industry group.

" The instructions also omitted any means (or even reference to) firms recently

established in the area, and did not consider any which had firm plans for locating in the
‘erea,' ‘Since the data base source (the U.L records} were always at least five months
behind, it was highly possible that the sample listing was particularly weak In the more

dynamic areas,

4, Quality of Statfs and Respondents,
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The eerllest Aree- Sklll Surveys J\\rere often conducted by eager and enthusta'.tlcu '
Gt e W
lndividuals In the Research and Analysis sections of State Employment Security Agencxes,
. ﬁg P : hh .
whose capabllltles, competencles,
%r\

a.pplled stetlstical Areseerch 'were varted The very tact th

‘ tralning, and background in the field of scten'tmcauy'
4t R b ey " ‘1' L
at many of the surveys were done

Ve : SGh

entirely by hend wlth the a.ld of desk calculators ah_d adding machtnes - rather than by

sond e TOPEN A R
computer - reﬂects to some extent the lack ot eccess 10 more sophisticated tools by the
S . (S {f O K

.....

i )

¥ i i PRI R TR b 0%
1

tmplementers.
g : : o P i P TR VI ) U SR ¢

e IROb o o pR

On the other hend, the persons asstgned by the employer to till in the forms were

often lacking in the knowledge and capebiilty needed, The "chore" was usually given to

someone in the personnel department, In the case of the larger employers. In small tirms,

or mlght get: the job. Even‘ when the,_ O R

either the bookkeeper ora ioreman or supervls
| probiems of. comprehe

Med out the schedule, there llkely to be

nployer himsel
slon, consistency, and Incomplete data.

The Manpower Administration did not provide much in the way of training or

technical assistance to the State Agencies; there was also little monitoring or evaluation

of the final results. What seemed of most importance was the amount of publicity

obtained and/or the community reacton, The survey findings
he federal office, nor was any oversight available during the

often received no known

review or critique by t

conduct of the surveys.

Because of the extreme length, density, and complexity of some of the question-

neires, it was surprislng thet so many employers bothered to respond. The way in which

questions were asked, the amount of detail required, and the requirements for critical or

philosophlcel essays on certain items must have been overwhelming to many of the
respondents, especially in the ‘smaller communitles.

and/or telephone operators who were given the quest

Their personnel officers, employment

managers, jonnaire to complete

were 30 pages or more) were rarely prepared for such a task.
Occupational Employment Statlstics Program In comparl~

(some

Among the assets of the

son to the Area Skill Surveys is the fact that the methodology and questlonnalres are

34




'rzz'liprovlded not much more: than lndlcations of trend at'a broad level ‘of occupatlonal

KR P i : ! . cELOLEED N ¢ o : i

i';cl:ior‘xsri‘s‘tent and that tralnlng of 1ocai staff aJong wlth technlcal assistance, ls proﬁiiﬂea “by
the Bureau of Labor Statlstlcs and by th; Emplo;ﬁilent and Tralnlng Adrnlhistraélon.
;B L S. has also provlded the necessary compuit]er assir‘c;r\ce, i.e. the soitware prog‘rams to
tabulate the data. o e e B

N R L R Ay R N 5 TR T SN 1t 4

.'o ” The Quauty of Data Analysis. o ( {
o 'The conclusions drawn trom any set of data, no matter )how:skiued or knowledge—
able the analyst, are only as good as the data permit, Review of the critical analyses of
survey methods, estimating capabilities otﬁ ‘both respondents and response compilers, and

general lack of system, organlzatlon. and uniformlity of concept, language, and/or

_ ,deﬂnitlons. leads to the bellef that many, lf not au, of the surveys done m th ;sixties

' categorization. Even these Indicators, except in the smaller, highly stable areas, were as
likely to be wrong as right,

Because of the paucity of follow-up or validation, this analysis must of necessity be
. based on the few extant studies madﬁ, and on oplnlons and memory rather than empirlcal
data, ‘

It Is doubtful if many of the analysts, or the employer respondents, for that matter,
pald much attention to the requlsite of baslc economic assumptions which accompanied
the questionnaires, In most cases, these assumptions were copied from the national
guldelines, and may have had little relatlonship to factors affecting the local economy,
Theretore, one may be reasonably sure that the analysts did not often connect the flgures
resultlng from the survey with the assumptions. And when re.'.pondents did follow the
assumptlons, it was sometimes in direct oppositlon to what they knew was to happen.

In fact, the procedures set forth in the instructions demanded little more than a
restatement of the numbers tabulated and summarized, In the section called, "Findings,"

a "careful analysis of the data obtained In the survey" |s called for, but this becomes no
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more than a re-llstlng of the dataﬂa’nd “e‘omel la.'cter:npt iat\;)trlesentlng theex;ected match or |
mlsmatch of aupply and demand flgures..: 'Theh;uggresic;on Ifor an ias’sessrnen‘t ef tl:e
adequacy ot training needs ls $0 surrounded by restlrict}ic;ns, and .::aut;ons th;{imy anel')rsls
would be rendered practlcally meamr:‘gle;s.‘ - i:p @H ) o :
Since leWer than ha.li the Area Skill ‘Sur\‘rey,lrswl p(resented adequ;te.tr:forma‘tiun on”
labor aupply, only those whlch dld c0uld prowde‘ an; tr;intng requxrement analysrs that
made sense. The remlalqr{\de:i:ould speak only toi‘;‘the%‘;eselhle changes 1n volume and trend

In total occupational employment, or for broad groups, and sometimes for a limited

A m

.
number of specilic eccupatlons. b

"{ a survey does not attempt to measure the supply of labor to an occupation, one

e what are shortages or surplus occupattons, and thus an overall view of ..

6. The Quality of Service Provided and Needs Met.

A number of factors must be considered in determining whether the Area Skill
Surveys met or were able to meet the purposes for which they were devised and
constructed, '

The tirst, and probably the most important, was the credibility given them along
with acceptance and application of the data by the users and for the uses for which they
were meant. _

“One problem, never qun:e taced up to by either the instruction writers or the
survey compilers and preparers, was (and is) that the concept of occupational structure is
rarely understood and the total matrix presentation is difficult to comprehend and apply.
i The Area Skill Surveys, when constructed on an employment universe basis, provided too

much information on a scale that awed or turned off the potential user. The technical

aspects of a total matrix appeal to very few; the manpower training program perpetrators

and the vocational school planners and the occupational counselors are not involved nor
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b lnterested In the "big plcture." | They beIleve they need ver;r specmc occopononal

lnformatlon; the sklu surveys and even the industry-occupational matnces developed and
produced as part of the OES program do not give tlhem that specificity e

: Fu;in\g‘ni‘l'l, speclficlty was, and is, wanted m-‘ tnle”geogra‘phxcLboundarles used, The

:chool admlnlstrators and their ttaft membersz want fdata ‘o:ly for their school district

area; the CBTA planners demand lntormation on labor. needs confined to Hthe M\traus of the1r
prlme sponsor jutis"dlc’:i\onst employervs‘w\‘vanit‘to k:;w wl'tat'('ls going on in the merchandlsmg
or service area where they do business, Tho fact that none of these is usually
conterminous with any “officlal" data base (e g. state, county, SMSA) is not accepted as
relevant, |
’ wmu{ staf!ln'g petterns to show employment within occupatlonal groups by race, ethnic
group, sex, and age for compliance with the Fair Employment‘}P‘ractices regulations, many
are still unable to identity employment by indlvidual occupations, Also, few employers
. -8re apt even now to use the same occupational titles or definitions as are ysed in current
rstatistlcel surveys of occupations, In the days before the FEPC reports, there was stiu
less comparability and fewer reconcillable data., Lacl of coooeratlon In responding to
questionnalres was often caused by lack of capability to do so. While some employers
expressed interest In the findings of the surveys and some currently are apparently very
Interested In computerized economic model output, during the time when most of the
surveys were done it was evident that the respondents often acted to maintain a positive
public Image, rather than from falth in the survey and expected use of its outcome. In at
least one instance, the employing community and city/county administrators attempted to
stop publication of the report because the forecasts did not show impressive gains and,
therefore, might adversely affect econom iz development in the area.

| The Wellemeyer study (22} noted that "employers for the most part had no

comments on the usefulness of the survey, Most had not seen the survey and It was not
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Although it Is now lncumbent on employers (of 40 or more  workers) to. prepare AN ot a0
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put to use for specxnc purposes by the company " ‘l'he Moser study dnscovered much the

IS %

same condinons among the emp!oyers m V1rgm1a—-“of the seven or eight employers
ol . f e Ty G L

mterwewed mtenswely, only one. was iamahar with the Area Sklll Survey, and none had
i “ ' ; IEERENA I i

used xts ﬁndmg_ (23) "

' The targetted malor users of any occupatxonai pro]ect:ons for needs assessments

i S

were (and are) vocatlonai educat1on and manpower trainmg program planners. 'I’he

TR TAE f {TEE
problems of lack of geographlc and occupatmnal specmcny have already been remarked.
An even greater problem was the lack of credibility in the figures on the part of these

users, Dr. Moser nnoted In discussions with educators that they doubted the accuracy of

the Area Skill Survey data as collected by the Employment Service" (2u). Her conclusmn

"

nducted with educators in virginia Florida and

vas based on, pe nal interviews co

w@ﬁkm@» Rl e

California,

Comparable and even more .itical reactions from Wisconsin educators were
reported In "Project vision" (25). Here, the ressarchers found that employers were
reluctant to make long-range forecasts, and vocational educators were not only reiuctant
to use them, but found good reasons for not doing so." . . .these decision makers . . .are
more concerned with supporting evidence on current skill needs and continuance of those
needs for at least two years with some assurance that such a trend will continue” —and
further "they give little credence to the idea of identifying skill needs in the far future
that are not'evident today." From this it appears that the educators were more interested
in maintaining and justifying‘ the status quo than in searching out, planning for, and
lmplementing training for jobs which might not exist at the predicted date.

Mt is the judgement of Project Vision that educators at local fevels would like labor
market data that lead directly to a final answer to the question: ‘How many graduates

can be placed next June?™

from this evidence it appeared that both CETA and vocational educators wanted a

commitment to hire, while the Skill Sucvey data lacked this personal single-minded type
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of m!ormation. Known 1ob opemngs, thereiore, carried !ar more weight and respect tha.n :
any ted‘nical report or mtistical tables could pouibly lnvolee The Wiscomin report also
stated that the employment service repom did mt bulld a credlble case in a readable
lntormation padu;e and that the repom "were simply not geared to the use of locn!l.
vocntioml educlton » ]

In oontrnt to the foregoing ooncluslom as w educator and mnnpower punner
requ!remmu. Dr. Marglret Thll-l.men stated in her study of the San Francuoo Area (26)
that "effective vocational counseling requires information on trends and the number of job
opportunities over the next half decade and longer. - This information, usually for a five-
year period and more precisely quantified, is also needed by educational authorities

like™

This attitude, not elsewhere noted, may have been founded mote on an idealistic
vision of what should be the users' needs rather than the more pragmatic and realistic
'conoepudepictedbyomrmdm
: Mmmwﬁuaiﬁmmmadebymﬂmm,mnpuperprepuedm
" 1965 entitled, "Labor Force and Occupational Projections,” questioned if it might be
better if no projections were made at all. This paper, presented before the Industrial
Relations Research Association, observed that since littie is known of the accuracy of
mﬁmﬂmjxdmltmym,mymcltmuydommmm
Hansor's criticisms were primarily based on qualitative judgements of the lack of
predﬂmmatﬁngmwpmjecﬁm

MMMRMMWMMWmmmmMMm
mmmmmwvﬂummmmwmm
of their own Skill Surveys. mdmmmmmmm«mdpm
in the Surveys. In a few cases it was felt that some changes were incorporated in
vocational education training programs, which were at least concurrent with or shortly
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followed the publication of the surveys. The mcndences of mcorporatlon and lmplementa-

tion of the survey fmdmgs into actlon by schools seemed to correlate wnth the dynamlcs
of the educatlon program in the specmed area. In those areas where new schools were

bemg b\.ult or sought, or where vocatxonal training courses were belng installed, the
AR T B Be v ERTECE D .
Surveys met thh more p051twe response. Often the data were used to ]ustlfy the buying
" [ I Rt 4 R
of equlprnent, enlargement of facilmes, and htrmg of mstructnonal staff

R W wn RERTEE

Several of the persons lnterwewed however, admltted that the reports were

“gathering dust" from the first day of publication.

7. Qualities of Instruments Used and Range of Contents.
The instrument or questionnaires suggested in the Area Skill Survey Manual

mstruc’nons consxsted of two parts.: _The flrst was.a: schedule of several peges, depe_nding

on the number of occupanons lr..ted Thls asked for current employment, 'ekbe"é e
employment, replacement needs, and the number of workers expected to complete
company training programs or to be promoted into the occupation. Most often the
forecasts were asked for two and five year periods.

Instructions for filling in the columns were sketchy; the procedures for determining
replacement needs could not have been followed easily nor would following them have
prc7ided useful let alone accurate data. The information requested on promotion actions
was probably nowhere available,

The "basic economic assumptions* indicated were specious and, in fact, were In
some points counter-effective to the objectives of the surveys. For example, It could be
inferred from the one recommended objective: "Qualified \\rorkers will be available to
meet any ‘anticipated employment needs" that job vacancies couid be filled with no
additional or special training efforts,

 The occupationa! iistings were restricted by space, staifing, pattern knowledge,
end sometimes common-sense. It was soon discovered, however, that whether "unlisted,"

open-end” or "pre-selected," there were certain to be problems in employer response,
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Always to be found were the "Gir Fr1days," the “mlscellaneous labor,“ and the "ass:s- |
tants"--all undec:phe:able and unciass:fxable. ‘ . '
The second part of the schedule was even more sub;ect to problems wrth response
Here, empioyers were expected to dxscuss (m narratwe) the 1rnpact expected on specmc
occupatmns from lmportant technologxcal (or saentafic) trends, new orders, new products,
etc. . ‘
| 'T‘Em.ployere were also aeked to list occuoations “or wrricrt your experie;lce indicates
training is most needed to provide better qualified workers," with the training to be
provided either within the plant or by vocational or other schools.

This was supposed to be an eficuiive means of determimng and selecting

" ‘occupanons for vocatxonal or man wer tramm " and such expectanons have oontinued wp.
. P° S P

to the present tsme.. ‘l'hose employers perceptwe enough to recogmze that trainmg was"
needed were already providing it, either themselves or by bringing pressure on local
schools and unions to include such preparation in their programs. However, it was more
common for employers to speak in more general terrrts about the need for the family and
school to indoctrinate students and other potential workers with a strong-and abiding
sense of the work ethic.

It has already been noted that employers were reluctant, or objected, or refused to
complete the long cumbersome, and oiten incomprehensible questionnaires. In a number
of cases, the respondents filled in the "current” information to the best of their abilities,
but left blank the "anticipated" or "expected” columns. In such instances, the compilers
of the date wouId. extend the current ftgures into the future on the sometimes false
assumption that no change was expected.

‘l'he comptlat:on of the data, even when the survay instrument was duly and
necessarily .moditied, was difficuit. Where computer capability was available, the
reporting form had to be revised and designed for keypunching. The narrative material,

when provided, was rarely ina form that lent itself to compilation or analysis.
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8. Other Problems.
FERE B ,'e T 1 3 0 ]
A mnjor dlﬁxculty and weakness often alluded to in the survey evaluanons was the

RT3 RO

- H lack of follow-up and updaﬂng Whl!e some states were able to update thelr surveys on a

falrly regular baSIo over a period of years, rnost agencies found the cost ot resurveyxng

YN T TR PR P PARTINEA NETT?

prohsbitlve. The range oi actual costs of the reports prepared during the slxties and eerly

it I FEVIT Qe C R en TH

seventies uslng the employer survey method cannot be accura.teiy or even closely

calcuiated. Yery few records remain which can be used to determine how much was spent

either by the Employment Securnty Agency or by the respondents, In fact, no data were

found to indicate that employer costs in money were seriously consxdered. However, it is

known that completion of the questionnaires was an expensive procedure-one large firm

L5 qn Sa.n Diego, Cahforma, esttmated it cost them over $5,000 t _compile the data’ ‘and

' And that was “In 196 e ":‘--:‘ ks S e Bh

repar\e'the form
Most of the evaluative studies did note that many employers complained about the

costs of completing the questionnaires and survey forms.

Dr. Goldstein (27) noted that there was considerable difference in costs between

personal interviews and mall questionnalree with telephone follow-up. The OTIS report

notes that in Okiahoma In the cost of field collection was approximately $6 per employer;

tn Kentucky the collection cost Ior"roug'hly the same Information was $28 per employer
(28), in 1973, '

While most of the researchers did not mention the cost of the program, they did

note the lack of updating, va.lidatl_on of findings, and reappraisal of the labor market

needs. Usualty, the reason for not performing these obvinusly necessary actions was lack

' ;'f;"' of money. The State Agency would receive a grant or obtaln funds or “in-kind" assistance

for conducting the first sorvey,_but resources would dr'y up after the report was published.
‘One reason for the decline In interest and availability of funding was the long time

lag between the excitement and enthusiasm generated at the beginning of the original
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operation and the appearance of the fmal sometnmes bedraggled product. Usually the :

vy s T é L T

t:me span was a m:nimum of six months* in many cases lt was moré than a year from the

Y RESH ! EERE P Loy L i

tlme the program was announced untll the report appeared.
 The lag between the: start oi the kproject and the dlisserr;[in;tklon oi the pubhshed
report wae not the ooly tirne problem. Rnother, whnch was noted in some of the surveys
as causmg poor response by employers was the nming ot, as well %s\tm :;nount of tx.r:oe
v Vi &0 g i

requlred to compky with the requests. Conclusions drawn in Project Vlsion (29)--

emphasized the point that non-response was often due to time r egulrc':d1 difficulty In
providing certain data, and "the inability to see the relevance of the survey results." The

resea.rcher's findings were that the "task of making occupational proieotmns is an

extremely difficult and tzme-consummg-venture and that most: personnel managers . .

o

have'nenther the time n nor the expertise t

The actual timing of the survey could be of major lroportance in the facilitating of
response. Again using the San Diego experience as an example, the survey data coliection
began at the same time as industry-wide labor negotiations in the aircraft plants got
underway. For nearly three months it was impossible to even discuss the questionnaire
completion with management. Following settlement of the labor dispute, some of the
firms' personnel managers were in no moed to estimate worker needs, ‘

Few of the largest tirms maintained personnel records in a form from which the
requested data could be easily extracted. If the local site happened to be a branch of a
much larger congiomerate, it was sometimes necessary to make special one-time counts
of eroployment in the survey area, Very often, employment rolls included off-site workers
who were being maintained on the rlocal payroll. This, of course, meant their culling in
order to permit a more accurate count of area employment. Data needed for
replacements were rarely avaua'ble in any form.

The timlng problem became even more Important as the volume of government

reports mcreased. One report request “bumped" up agalnst another, both asking for
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essentlaily the same d&m, but ln a fOfMIt © dlf!erent as to requlre 8 oomplcte eﬂort |
each time. ‘ o S -
| Thls kind of over!ap, ! coum, not on!y lnvolved a ;rent dul morc tlmo and:"
personnel costs on the part of empioyers. but led to lrrltatlon and reluctm:u or refusal o
comply with nny excapt legally required actlons. Dupllcatlon o! e!fort dld not ahnyl iead
to comp;tible or comparable output. however. omn the dau In one report vurlod widely
from that shown In another, although ostensibly they were for the same toplics and the
same time periods. :
9. The Quality of the Reports and the Analysis

in a paper presented before the International Manpower Institute in 1966, Viadimir

‘-:Jj___.,Chavrld ther; Dlrector ot the Oﬂlce of Ma.npower Anulfsls and Utuiutlon. ‘U.S.E..S.,

quoted Dr. E. erght Bakke ln lupport of ‘his own' ltrong bellef In the emcacy of the PO R L

survey concept and program, Dr. Bakke's statement was to the effect that "even with
thelr short comings, the Area Skill Surveys remain the primary source of information on
anticipated demand and supply for specific occupations In specific labor market areas”
(31)1 ! :;

~ Not only were the reports a primary source of Inlom"mlon on the occupational
structure of a particular labor market area, they were apt to be the sole source of data.
In spite of the time lags, the data were far more current than the decennial censuses,
usually more comprehensible In tabular format and offered some narrative analysis,

When Dr. Moser examined 30 surveys during the course of her research, ihe noted
wide diversity in format and content. They varled from as few as ten pages to 130, with
most havig around 50 pages of tables and narrative, In some cases, a statistical
supplement was prévlded, both to offer the user more detalied information and to keep.
the basic docurnent more readable and more to the lJayman's taste, A number were in two

and three calor prlntlng, some with attractive plctures, graphs, and liturtrations,
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Not too many offered much in the way of supply Information; what was available

usually was a count of the active registration files from the Employment Security Agency.
Sometimes these figures were augmente'd‘;by estfﬁilfé; of vocational training enroliments
or completions, | e

o . O S L R CT g
Specific information was presented on !rom 30 to 1_50 occupations; the surveys

| trom the Efarger areu usunlly had the !ongest Ihts. Roplnoéhieﬁf eltlmalm were
occasionally based on rates derived from tables of working life for men and women, when
and if employers were able and willing to provide age and sex data on their workers. More
often, the data on replacements were guesses using either those made by the employer or
by computations based on past oxperience. And In many Instances, It appeared that

_employers ‘were provl_dl_ng data er 1l

Do B PR i e

sometimes in very hrge and Inaccurate numbers on the demand side,

For the most part, the Area Skill Survey data were weil presented and good-looking
publications, The Employment Security Agencies In many states have not always had
adequate funds to produce attractive publications; the surveys were obviously speclal
efforts,

The contents of the reports were as good as the respondents and analysts could
make them, The surveys generally show a relatively high lavel of professionalism both in
the processing of the data and in their analysis. While the raw data may have been less
than wished for, the handling of them was done with eare and integrity,

CONCLUSIONS-RECOM MENDATIONS
M

It Is not possible to synthesize alt aspects of the Area Sldll Surveyse-the
methbdology, contents, application, valug. etcetera; but it is possible to evaluate other
rauhrchers' and techniclans' interpretations of these factors. The lapse of time since the
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on turnover rather than repiaccmenu.‘ This resulted e



and the Tack of evidence about thelr scosptance or use
on the oﬂsﬂn; official wnhmiom. it has dw been
swho were there,” though

* last of the reports was published,
mﬂm it necessary to dopmd heavily
pmiblc to obtaln some verbal ammms tmn lndlvldmh
these cannot be uorlbad or dlrectly quotod. 'I‘herc is ullo oom%deubla pcrw\l!
nowledge of the surveys, their dweiopmmt and pwoeming, and the results obtained.

Onluyolaminlﬂnvdmo! mownummdAmswu&erBw '

consldtr thelr pwpu' and objectives and dotorminc how weli they were met,
jed out by the Manual instructions

Major objectives of the Area Skil} Survey as spel

and often repeated in the various surveys weret

1. To supply information about job opporturﬁtle! in the area for use in employment

tool for joeal féil'!'ié; f(ghidzéﬁpibﬁhmt '_.m, . A,g%ggg%ld %Q!ia) uu W

job devalopment activities.

3, To augment information about local manpower. resources for use in community

employmant development.

b, ‘o promote training courses

tha occupational isbor requirements of the ares.

5, To stimulate local employers to evaluate their manpower needs snd promote
nacessary in-plant training.

More succinctly, & paper o emp
cal Associstion in 1966 stated, *The major objectives of these surveys
ment nnd dissemination of. information on patterns of demand--both current and future-=
for mimd woricers for use in effective jong-range economic planning,
retraining programs &t high school and post-high school levels, recruitment of workers,

and counseling, both vocational and career (32)."
mgul.o!m.wwhldnﬁmoob]ecﬂvamdlmted. was thempomw
and meeting of needs of user of decupational information=-the planners and administras

in local schools and apprentice training, geared to

loyer surveys presented at the American Statisti-
gre the develop-

@




tors ‘oi manpower and training programs, the labor market lntermediarses, zncludmg

counsellors, teachers, }ob placement intervlewers and ;ob developers- and the direct labor ‘

market part1c1pants-the student, counsellee and jOl; Se;ker. | S v
‘I'he percewed needs for informat;on on future Iabor market conditnons related

: T
specihcally to labor demand and supply were vaned by thexr users and uses.

Wy et

) Legislatlve mandates began wlth the Wagner Peyser Act m 1933 which, ln eftect, .
cajled for the collection of data on job appllcants and job o;;emcnlgs; The Man[;;wer
Development and Training Act of 1962 required official documentation of a reasonable
determination of the existing and expected jogmarket prior to setting up training
programs for the disadvantaged. The Vocatlonal Educatlon Act, passed in the same year,
quif"“edea‘that‘“dUe&consideration willsbe given to 4 .+ evaluations of “and. loca
vocational education programs and services in llght of information regarding current and
projected manpower needs and job opportunltles." To move to a more current period,
Title VII of the CETA amendments of 1978 calls for the design and development of a
Private Industry Councll plan which requires the analysis of private sector iob opportuni-
~ tles, including "projections of short and long-range labor needs."

These legal mandates were translated into "needs" by manpower planners and
vocational educators. In order to meet the pre-determined "needs," the users looked for a
means of obtaining the necessary data. The Area Skill Surveys purported to fulfill the
user needs both in relation to the aiorementlohed objectives, as well as to fill in the open
cells on required reports. . .

: The etiectiveness of the Surveys can be measured in terms of each objective as
determlned by the ﬂndlngs of the prior research pape:s on the subject, tempered by
consensus assessments of those conclusions. ,

The variations of data "needs" probably present the essence of the problems
involved in the evaluation of the benefits and weaknesses of the Surveys. A large number

of "needs" assessments have been made, some directed to CETA administration and statf;
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some to vocationai educators, planners and counseilors- but very few to the ultimate

consumer-the direct iabor market participant.

SR ERE RO TRD

The consensus, derived trom such 1nqu1ries and their responses, has usuaiiy been
‘ that the poilcy makers and pianners beheve they need (or want) iong-range mformanon.
Thg iabor market ir;termediarles are more posxtliif‘e(;tlney want alnd ;an .put to use short-
‘ term information on ex:stmg or about~to-e".xistk ]Ob h\:r.fa-ca:ncms. Agtu;i r;urnioers apparentiy

g Y S Al

are of in:tie importance- the major question is. "are there vacant and accessxble )obs in
some specific occupations available to our clients and will those jobs be there when -
training is completed? Since not much effort has been given to investigate the interests

of the labor market participant, the unemployed person, or the job-hunting student, it can

oniybeassumed tha;tjc_hey'_a'i_s'o'_want_;inforrf:\atlion" on Immediate job,openings rather than on -

long-term potential.

The Area Skill Survey, of course, did not providé job vacancy information, nor was
it intended to do so. However, It would have been possible to derive very useful job
search information from the current occupational structure of the area as shown in most
of the Surveys. The data on occupation by Industry did provide a very major portion of
total labor demand ln the area, and in effect responded to the f!rst of the objectives--to
supply Information about job opportunities, ‘Q\)é present OES program continues to obtain
such data from employers which is provided to users In a consistent f.ormat.

The trouble was, and continues to be, that few, if any, of the potential users

. recognized the value of the occupatlonal patterns, nor did they understand how to put that
lnformation to use In program planning, counselilng, or Job search,

" The two- and five-year forecasts shouid have met at least the reporting require-

' ments of the policy makers and adrnlnistra.tors. The occupational trend information
provided in most of the reports, if reascnably accurate, could have been used to set up and
implement training and Instructional courses leading to the qualifying of acceptable

recruits for the expected jobs. The longer term figures on potential worker demand
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should have been useful to “oereer“ counsellors, who were supposed to help brmg to the

attentxon of students the more fert:le helds where lobs would be waltmg at the end of the
N pged iy P f{ﬂ \ 5

education and preparat:on perlod.

The ngures of tuture occupatxonal needs dxd provxde data aimed at fulﬁlhng

i i
to requirements in ‘the area. Even when the trend predxct:ons were accepted by them, the
Cok

ok
'detall. Most of the surveys hmited the number of occupatlons rather seversly, ot tended
to group occupations into very broad categones. The manpower planners and the

education decision makers were attempting to justify tairly specific training programs

' iaimed at preparing their enrollees for talrly specxnc jobs. lr

1on between employers:and the collector _and user agencxes ras

i
beneficial more often than not. While some employers showed ua distinct antipathy

Commu

toward government in general or toward any type of questionnaire of report form," some
state agencies reported phenomenal success~over 95 percent response rates, It must be
noted here that other states showed response rates under 30 percent. Inat Jeast two of
the evaluation reports, the researcher discovered a number of employers who had no
recollection of the quest.ionnaires, of responding to them, of even of the survey project,
although their original responses were on record.

- It is felt, therefore, that there was an immediate "pay off" In some instances in
bringing the employing cornmunity into closer (and ‘friendlier) contact with the training
agencies. However, there is no evidence available to suggest that the data were used in

- any way for "com munity employment develoPment“ {objective 3), or to get ernployers "o
evaluate their manpower needs or set up additmnal in-plant training" (objective 5). In
fact, current Investigation indicates that employers still do not plan their manpower
resources, and apparently have little interest in such planning except for -the "upper

~ echelons" of the work !orce-occupational levels which rarely, if ever, lend themselves to

er or vocational education programs.

manpow
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ob)ective l&-—»to promote trammg courses m local schools and apprentlce tralmng, geared

educatlon agencies often reacted negatlvely to the data because of the trequent iark oi ‘




‘I regard to object:ve 2-the use and appncatxon of the occupational data by local
employrnent security otflces-—-the conclusron must be drawn that the s
o)

[T L S R i 3
data had little or no effect in jOb development nor were they known and used by iocal
. ofﬁce counselors. ln fact, lt was not unusual 1f the Ioca! ofﬁce personnel was not even
-

aware of the existence of the surveys, except in those few instances where local office

. " b
HE Sy 3.

i LR

urvey reports and

iR B

statt were used as pro;ect staff.
o i

' H

A major weakness of the Area Manpower Surveys was th

THO

at whue the process of
obtaimng current and expected employment data was considered explicit and direct,

responses were likely to be guesses and opinions,

the

Intensive reviews of the procedure and

the results strongly agree with this point of view, The data provided were largely intuitive

o rather than emplrical Rarely cﬂd the respondents consxder such nmporta.nt factors and

varlables as expected proauc:t m:x, technologicai changes, labor or material costs,

consumer Interests, or even basic economic/political conditions.

Labor productivity and/or avallability did not enter into the figures; the basic

economlc assumptions, as previousiy mentioned, presupposed that an adequate labor

supply wautd be ready as needed.

The forecasts made by the employers,
project staff,

even when modified or manipulated by the
were never related to wage and price variables, quantlty or quality of

output, or any of the other ~economic factors which do affect labor demand. Rather, the

predictions were usua.uy made on the assumption that past trends would contmue,
judgemental without basls for the judgement.

Therefore,

or were

even In those areas where the contents of the Area Manpower Surveys

seemed to meet stated objectlves, the credibility and vajidlty of the data were such that

the reports were largely impotent as bases for planning or decision making. It is obvious

from the evaluation papers that not even trend was accurate frequently enough to be truly

useful. In the Instances where the researcher reported
it could usually be

, "good fit" with actual occurrence,

attributed to a moribund state of the local economy-respondents did

5043




not expect anythmg to happen and nothmg d1d at least, not on the summary level. Small,l
- and sometxmes not 50 small, mterna.l changes were oiten rmscalled but tended to cancel

,-.\ S g i o

each other out, espec:ally ina non-dynamxc area.

' The lack of detzul relatmg to occuparxpns and the probable maccura; of
occupational dlstribuuon was caused in large part by hmntatlons of staﬂ and other
resources. But, 1t was also due to the gross variations of classification systems used by
employers. Occupanonal titles had to be translated into a common taxonomy--a task
often beyond the capabilities of any of the surveyi participants. it was sometimes

impossible to even determine the correct major 'occupational category as assigned tasks

and respons;blhtles of workers in many firms crossed accepted definition boundaries.

‘ .-'-"‘l‘herefore, the resultmg data might lack consnstency and would be oi httle relevance. _; &

The concept that "rnlcro“ manpower planmng and iorecastmg should':be more_.

accurate and effective. because it is directly generated by the individual firm vnttun the :
private employing sector sounds better than it works. As stated in the monograph on
Employer Manpower Planning and Forecasting and in the most recent study on the subject
(33), such planning and forecasting is mostly limited, short-range, segmental, and apt 'to
be haphazard and disjointed. Data -derived thereof would not be a good basis for
summation into.an area-wide structure. While data obtained from certain individual firms
may have been good and useful, their incorporatmn with less accurate information would
mean their dilution, It was 2 requlrement of the survey procedures that individual firm
data were not d‘wulged or shown in any way to breech confidentiality; therefore, any
good" data, if recognized, could not be released of used for job aearch cr counselling
purposes. This reqmrement did not necessarily pertam to the "Training Needs Surveys" in
which employers were usually made aware that the figures they provided might be used
- for job or training slots. With the Area skill Surveys, the information was asked for under

the promise of complete confidentiality.




Other mformation needs which the Area skill Survey.-. did not address Included sift
duferentsals, workmg condations, or the psydnologxcallsodological aspects ot the iobs.
currently and expected to be avaﬂable. '

As a final word, a oomment hes been glemed from the Trnl-l.ersen report whereln
it is stated "Area Skiu Surveys are mbstmtially superlor to the tnlnlng needs survey ln ‘
structure That ls, the data .o cen be specltled, wherees the tulnlng needs survey data, ,-
characterized as bns and pieces, is unstructured. . ‘rhe greater comprehensiveness of
(the Area Skill Survey) would make it a far better choice if it were not for its high cost,
both public and private. One additional negative factor is . . . they quickly lose their

txmelmess « + .« and the outpux often escapes the evaluntion it should reoelve. and 30 can

B \"!ack rehabunty and prove embarrassmg to the responsible agency" (3#)- o '

RECOMMENDATIONS

The National Commission on Employment and Unemployment completed its assign-

ments to review the technical aspects of labor market information and statistical

orograms in 1979, In its findings was a report prepared by Harold Goldstein which stated
that "Data on employment conditions and job prospects by occupation are crucial for wise
investment of the billions of dollars spent each year on specialized occupational education
and training programs by federal, state, and local governments, by employers, and by
trainees and their families.”

A recommendation of the Commissim, later adopted in toto by the National

‘ Govemors' Assoclation, was that "all occupati onal projections for the nation, mm, and

areas should be systematically reviewed by the responsible agencies (BLS for techniques,
ETA-LMI for findings) to analyze forecast errors and improve future projections.”

" In effect, two high-powered and eclectic bodies have decided that the occupational
forecasting business is too important, too complex, too difficult, and perhaps too
dangerous to put in the hands of amateurs, no matter how well-intentioned.
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o To paraphrase R1chard Dempsey (35), ‘vhether the data are needed tor 1ud1cmus
| plannmg or because of legxslated reporting reqmremenu, they are a necessary and
mtegral part of any manpower and vocatlenai education planning system. Decislons are
Lbemg made which mvolve, enther 1mphcu.ly or exphcitly, use of occupat.ional pro]ectlons.
In the past, as has ‘been proved in the case ot the Area skilt Surveys, the proiect:ons
Hprovided to planners and other \users were very otten the lntuitive ]udgement of
‘-indivzduals. ‘l'he conceptual basis ot the surveys was ntself questnonable—that employers
were good forecasters of their own worker needs. Researchers discovered that employer
forecasts of employment change often showad little improvement over naive no-change
predictions.

; 'l:'._ﬂierefore, it can be remmmended that\em loyer surveys should not be used to\ -

! ‘g’f'obtam ferecasu, predzctions, or pro;ections oi individua.l koccupanons into tlme.

Where the occupational data base is imdequate for conscientious and intelligent
planning, the information gaps should be carefully considered, and efforts and resources
should be directed toward bridging those gaps.

The Area Skill Survey guidelines called for assessment of occupational supply as
related to demand; however, the efforts made to obtain such data were generally
ineffective. The OES program does not involve the measurement of occupational supply;
and neither method provides information on the characteristics of available or potential
worker st_:pply.

Except for the data made available by the decennial census—and those are based on
self-assessment and highly subject to error as well as limited to a comparatively few
occupations.~very little is known about the traits, skill levels, abilities, er even number of
the occupational supply.

l"‘l'he close association between educational achievement and employment oppor-
tunity is widely recognized—the higher an individual's educational attainment, the more
likely he or she is to be in the labor force, to avoid unemployment, to hold a better job,




For.poiicy‘anulyees, it would be useful to know
hood of

d to attam hagher hietrme earmngs bae

what skalls our worklng age populanon has acquired in order to assess the likell

or the job expectatlons of unemployed persom“

i

nonparticxpants entermg the labor market,

i 5 P

(36) |
Other posmb:hties for research and lnvestrgation lnclude some deslgnated in the

rth Texas State Universlty. This monograph recommends

H| PRSI ¢
that certam types of ernployer surveys mlght be used to supplement existing labor mlrket

publicatmn (a7 prepared by No

information to obtain information on:
l. Nature and structure of internal labor markets of firmsy
2. Hiring practices and policies of local firms;

. 3..,,_Nurr)_ber_andogcupat.lona_l_chorag:_teri_stlcs of exis 1

4, Wage information;

5. Training and promotional policies;

6. Employer attitudes toward CETA programs,

Some of these recommendations are similar to earlier efforts In the fleld. Vacancy

ried in the past without 00 much success; there s no reason to belleve they

Wage surveys are very ditficult and complicated and

surveys were t

would be much more effective now.

require highly proficient technicians  to accomplish; besides, a great deal of wage

information Is already available. However, these caveats should not prevent local efforts

in some of the other areas, and especlally not in projects directed toward collecting,

compiling, and analyzing data on labor supply.

In accord with the recommendations of the Naticnal Governors' Assoclation, it is

uln order to avoid unnecessary dupilcation_of Labot Marke Information

suggested that,

etforts, the SESA-LMI units and the SOICCS should be consulted prior to the fnding of

labor ma.rket mforrnatzon actlvities outside of these agencies" (38), And to relterate &

should be systemati-

dation irom the same source--all occupetional projections

recommen
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cal!y rev1ewed by the responsible agenc;es for coverage, sample adequacy and forecast

errors. This, of course, imphes that the whole sktlls survey program should be subject to

PN

mentorlng and oversaght by knowledgeable techmcxans, before, durmg, and after. Even so,’
) the data ol;taxned dtrectty from employers may be suspect.

o Other subjects for possxble mvest‘ganon by groups needing occupational informa-
tion include studies of iabor mobility. These wouId cover two diverse areas: one would be
of commuting patterns within, into, and out of the labor market area, Employer records

mlght prove a rich source of mformatxon on the occupatzonal skills of people by where

they work and where they live.

The other ' aspect of mobility of workers is .occupational mobility--the capability of
: movlng irom one: )ob to another, lattice rnovements ‘within. ﬁrms, an_r_l_:;t:ransferabijity of
sktlls. ' - |

An area of mvestxganon whxch needs careful attention is the coupling of instruc-
tional programs and courses to thexr expected occupational outcomes. Some work in this
field has been done through the "crosswalks" generated to provide reconciliation between
demand and supply data taxonomies.

These kinds of information, coupled with already available occupational trend
patterns and data from on-going programs, would provide a useful and practical body of
economxc mtelligence on the labor market and its demand and supply factors.

' As a final _recommendation, all types of employer surveys should be kept to a
rnimrnum, no matter how worthy the cause. As experienced analysts in the tield put it,
"There is also one other important scarce resource, and we mention it last to emphasize
Its importance—the patience of the public. We cannot exhaust this patience by asking too

many questions which might be Interesting to know, but for which no practical need is

evident, or by going back too often (39),
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.. PARTIAL LIST OF STATES AND AREAS FOR WHICH

AREA SKILL AND TRAINING NEEDS SURVEYS WERE CONDUCTED

"‘St‘éf':t!e‘ and Locality

Alabama
 Alaska
Arizona -
" Phoenix
Tucson

oo Statewlde
.. Statewide

- California

Sah Diego,
" Imperial County

| Distr}ct of Columbia
Wéshington, DC
Colorado
Denver
Delaware

Statewide
Wilmington

District of Columbia

Florida

Tampa--5t. Petersburg
Pensacola Metropolitan
Okaloosa--Walton
Ocala '

" Miamj

Georgia

~ Atlenta
Statewids

Hawall
- oshy
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Publication Date

1959
1971

1956-1959
1956
1956
1959

1957

1958

1963
1261

1960

1957
1962
1962
1964
1964

1958
1963

1958




Ada County ;- fe
" Ada County i
Bingham County
.. .Bonner - .,
" Bonnevilie County
Canyon
Canyon County::: ./
_ Cassia County
Clearwater
Jerome County
Kootenal County
1daho County
Minidoka County
Nez Perce County
Pocatello Area
St, Maries Area
- Twin Falls County
- Twin Falls County =~ !

llinois
Decatur
Indiana

Indianapolis

Kokomo

Harrison County
Statewide (Hospitals)
Indianapolis

lowa

Dubuque

Dubuque
Waterloo

Henry County
Humboldt County

Marxlahd .

Baltimore County

Metropolitan Washington

Baltimore City
Massa&lusem'

Worcesier
Nor_thern Berkshire County

- 1%ss

1961
1965 -
1963
1962
1963
1961
1966
1963
1962
1963
1962
1962
1963
1965
1963
1962
1963

1960

1957
1959
1962
1963
1964

1937
1960
1958
1965
1965

1964
1962
1964

1962
1963




Minnesota ...

. . Rochester - 1960
- - §t. Cloud 1963
. Fergus Falls 21963
;- Minneapolis—St, Paul £1966

- ‘Michiga_n
& Calhoun County 1960
Monroe County ‘ 1960
"~ Berrier County 1961

Mississippi H | 1963
Missouri

. St. Laﬁs, ;

Montana
Missoula County 1964

Nebrasia
" Omaha 1964

Newliumgggne

Statewide 1964
New Jersex

Paterson 1962
Jersey City 1962
Perth Amboy.Nev’ Brunswick 1963
Atlantic City 1963
Ocean Clty—Wlldwood—-Cape May 1963
Lakewood-Toma River 1963
Bridgeton—Vineland ‘ 1963
Long Branch 1964
Camden 1963
Flemington 1964
Trenton 1964
Newark 1964

e
1964

New Mexico
. Albuquerque 1939
NewYork .. = 71

. Utica—Rome—Herkimes—Little Falls 1962




North Caroiina _ _.,;

-, -Statewide
Statewide
Statewide

3Ll

‘Ohio R

Youngitown—Warren o
Cleveland
Clinton, Fayette, Pike and Ross Counties

Qklahoma

Shawnee
Statew!de
Oklahoma Clty
Tulsa

QOregon
_ *‘Lane County
_.Portland

Penn.sy_lvanka
Wiikes Barre-Hazelton

Philadeiphia
Rhode {sland
South Carolina
. Columbia
Greenville
Statewide
South Dakota

Rapid Clity
Statewide

Texas

—————

Dallas :
. Corpus Christie
. Austin o
¢ County Houston=-Guif Coast

" Wichita Falls

1962
1963
1963

1961
1963

1960
1961
1962
1962
1963



Tennessee

Davidson County
Athens«Etowoh
Gibson County.,
Shelby County, .
Tullohoma-,' :u.f,. s e i
Livingsten . . conl et
Greenville .,
Dresden. - ...
Clarksville
Dyersburg

Paris Henry County
Bristol

Henderson County
Union City

La Foliette -
Carroll County
Chattanocoga

s

. “¥ Tipton County. +.

Madison County

Juat County

Statewide (Technical)
Ogden

Salt Lake and South Davis

YVermont

‘Statewide

Vlrgy_\ia

Lynchburg

Fredericksburg

Colonial Heights, Hopewell and Petersburg
Roanacke

Washington

~ Barbour, Dodridge, Harrlson, Marion, Monongalla,

Plerce County

Clark County

Benton and Franklin Counties

Spokane Country

Wheeling—Steuberville

Boone, Logan and Mingo

McDowell, Raleigh and Wyoming Countles

Baxton, Clay, Giimore, Lewis, Nicholas, Upsbur and

Webster Countles

Preston, and Taylor Counties
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1962 .

1962
1962

1965 .
1962 .

1962

1962

1963
1963
1963
1963
1963
1963
1963
1963
1964
1964

L 96k
296G
1964

1959
1960
1961
1962

1964

1960
1962
1965
1963

1962
1963
1964
1962
1958
1960
1960

1961
1962

~




Karowho County . 1962
Grant, Hampshire, Hardy, Mineral, Pendleton, Randolph

and Tucker Counties 1962

: Statewide 1963

Mannington 1966
‘ Wisconsin

! Milwaukee County 1958

Racine County 1957

Brown County 1960

Marathon County 1960

Manitowoc and Calumet Counties 1960

: ‘ 1964

Polk County
Statewide (Managerial, Professional and Semi-

Professional Occupations) 1961
Statewide (Teachers) 1961
Statewide 1961
Statewide (Clerical, Sales, Service and Skilled

Occupations) 1962

) Stat_e\ylde (l_-_le_alth and Related)




