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In evaiuating job changes Laking place in & person's carser, it
is common practice to note the continuity or lack of it revealsd by the
suceession of positions held. One wants to know, usually, whether these
jobs zre a chuotic assortment or whether they revezl trends such as the
development of specialized skills and the increase in responsibility
which are assoclated with career development. UWhen an altempt is made
to extract meaning of this sort from job moves, one at once encountors
the need to select dimensions by which to compare jobs and to describe
changes.

In this project it was believed that use could be made of three
dimensions of Level, Field, and Enterprise. Level and field were defined
as in Roe {(1956). 1In Roe's classifization level is a hierarchy pro-
ceeding from the unskilled jobs at the lower end to the nrofessional
and managerial jobs at the top. This is a composite scale reflecting
intelligence, education, responsibility, prestige, and invame, Zhe use

of which as a scale is well sstablished.

lReport of preliminary results of U.S. Office of Dducation Cooperative
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Roe's second dimension consists of eight fields such as Service,
Business Contact, and Technology, the distinguishing elements for the
most part being the functions, intorests, and skills associated with
each of the eight areas.

The third dimension, enterprise, often ciolled Industry, is the
primary economic activity of the employing organization. The enterprise
categories consist of the nine groupings of the Ue 3. Standard Inaustrial
Classification. Illustrative groups are Mining, Oonstruction, and
Finance.

These three dimensions of fielid, level. and enterprise, it has
been suggested (Supsr, 17257), permil the best description of a job, by
defining degree of ability, type of function, and purpose for which
these are put to work.

These dimensions wers emplcyed to classify jobhs held by the
subjects of the Career Pattern Study. Project staff members with a
little orientation to the use of this three~dimensional scheme reached
a fair level of agreement in classifying sample jobs. Interjudge
percentare of agrsement ranged from 60 to 75.

Ls a result, this aprneared to be a meaningiul and fairly reliable
way to describe jobs. The next guestion was that of the use of this
classification as a set of scales to exsress job changes oumericslly.
Visualized at this point was souethiag corpirable to Sheidon's coding
of somatotypes. Lhe stable career such as that of a professional
school graduate; the conventional career of a liberal arts gradunte,

and the multiple-trial career pattern made up of a haphasard sequence
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of jobs such as characterizes many bigh school graduates, would thus
have guite different codes. The need was to {ind a vay to express thsse
differences in stability or change of level, field, and enterprise
numerically.

Two approaches to scaling job changes appeared possible. One
was to have judges rate the amount of change involved in a sequence of
two jobs. The other was to see how often people do in actualiby move
from one kind of job to another.

iccordingly, eight trained and experienced employment counselors
were asked to rate, on a scale ranging from 1 to 5, the change involved
when a person changed fields only, at the various levels of responsibllity.
Thay vere then asked to rate changes in enterrurise only, again at the
several levels. To simplify the task somewhat, the six levels were
grouped into three larzer categories, the top, middle, and lower levels.

The sheets which have been distributed show the types of come
parison made in constructing the rating scale, alongz with some mean
values expressing the raters' decisions. An analysis of the dispersion
of the ratings showed that raters agreed most often on fleld, in par-
ticular on changes involving middle level jobs. For the ratings to be
usable, it was decided, the confidence interval for a set of ratings
should not exceed 1.0 on either side of the obtained mean, based on
the .05 level of confidence. 0Oy that standard, at the top level 95% of
the ratings could be used, 967 at the middle level, and only 77/ at the
lover level. Ratings showed the belief that people at the highest and

at the lowest levels ecan often move easily to another field, whereas
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middle level workers, the semi-professional and skilled, fiand it dif-
ficult to transfer to a new field.

The dispersion in the enterprise ratings was greater than for
field, although again the agreement ol the raters was greatest lor the
changes involving midcle level jobs. At the ton level 60% of the ratings
were usabie, asccording to the standard described aboves; at the middis
level, 90%s and at the lower level, 8175,

Yle now had a list of job changes, with a scale of amount of

change between any two jobs. However, it had been evident from corments

that raters had not always been acle to differentiate between field and

-

enterprise. Accordingly it secemed likely that the tio sgcales vers not
distinet. To ascertain whether the two rating scales were in fact
separate measures, a series of job changes uade by Career Pattern Study
subjects vere scored for amount of change of fielu and of enterprise.
A total of 56 persons had made recent changes in botn field and enter-
prise. he correistion of fieid and enterprise cuanges was 1,
significant at better than the .01 level. Field snd enterprise ratings
are clearly not distinct and sevarate. However the corrzlztiou of o4l
does indicate a substantisl amount of indenendent variusace.

Assuming, then, that the two ratiag scales do in fact reflect
amount of change in moving from one job to another, the next step vis
to apply them Lo the job moves made by Career Pattern Study subjects
during the years since leaving hig)h schonl. Theoretically, there should
be a negative correlstion between frequency of occurrence of a given

tyve of job change and the rated degree of difficulty involved in making



these changes. & count of the actual job changes showed that 91 enter-
prise changes had been made by these subjects during the six-year
neriod covered, as compared with 71 field changes. A correlation of
.25 was found between actual frecuency and rated difficulbty of field
changes, not significant as it was in the opposite direction from that
hyvothesized; inspection of enterprise changes indicated no trena or
patbern in the relationship between the two sets of fizures. confirmed
by & nonesignilicant correlation (r = wuliy, o) .05,

In conciusion, the three-dimensional system empioyed is composed
0. 80 many ill-delined factors that the construction and use of rating
scales based upon it is not warranted. This means tinat this avtempt to
quantify a career seguence can not be carried Lorward with the methods
we had hopad to use,.

However, a three-~dimensionzl scheme for descriptive purposes and
for job classification stili seems des.radble and practical. The RHoe
gcale needs further refinement before it ~an be used in classifying a
great variety of jobsj in particular, the distinction between field and
enterprise needs sharpening. If this can be sceomplished, it may then
be possible to develop, either by ratings or oy a freguency count based
on a large number of work histories, a reliable and vslid set of scales
for measuring job changes. A set of scales such as that attempted in
this expioratory study would greatly facilitsate studies of career develop-

ment and of occunational mobility.
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