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1. Introduction

Today, the increasing rate of change in the occupational structure constitutes a
challenge thatfaces all modern industrialized countries. Increasingly, new occupational
qualifications are being demanded of members of the active working population and
customary occupations are fast disappearing and being replaced by new ones.

Historically various countries have developed their own educational systems with
which they have attempted—more or less successfully—to cope with these changes
in the occupational structure. Particularly important in this respect are the vocational
training institutions. Inthis paper lwould like to compare these institutions with respect
to their ability to deal with the rapid structural changes in the occupational system. The
paper is structured in the following way. First | will take a brief look at the nature and
direction of changes in the occupational structure of modern societies, and will
formulate five problems that this presents for vocational training systems. | will then
classify historically established vocational training systems for skilled manual and
skilled white-collar workers in various Western European countries and the United
States and compare them in respect of the way they deal with these problems. The
focus is always the comparison with the German dual system.2 On the basis of these
considerations | will then conclude with a proposal for some basic elements of a
training system of further education which - given the increasing speed of the changes
taking place in the occupational structure - are necessary to complement the existing
vocational system.

2. Consequences of Changes in the Occupational Structure

Let me first discuss the consequences of the changes in the occupational structure for
a modern system of vocational training. If one looks at the official statistics for Western
European countries and the United States over the last decades one observes an
impressive similarity in three trends of change in the occupational structure
(Goldthorpe 1986:1): (1) there has been an impressive shift away from manual and
productive jobs to non-manual service and administrative jobs; (2) the greatest drop
in manual employment has been for semi-skilled and unskilled workers and less for
skilled workers; (3) the greatest increase in non-manual employment has not been in
unskilled jobs, but in skilled commercial and administrative positions, skilled services,
the semi-profession, and professions. Thus, regardless of the nature of the highly
controversial debate about the general direction of the development of job
requirements in the course of occupational change during the last decade, it is clear
that there has been an upward shift in the skill structure of jobs: modern societies
need skilled and highly-skilled labour more than ever (Blossfeld 1985a, 1989).

2The "dual system" is the prevailing type of vocational training in Germany. "This
training takes place in both privately owned and state-owned-and-operated
enterprises and is complemented by instruction given in part-time vocational schools
financed and run by the state." (cf., Max Planck Institute for Human Development and
Education, 1979:).



In addition, all forecasts for future labour requirements indicate that this development
will continue in all highly developed countries. For instance, the IAB-PROGNOS
forecast for West Germany until the year 2010, predicts a further reduction of about
2 million jobs in production-oriented fields and an increase of more than 4 million jobs
in commercial, administrative and service-oriented sectors (StooB and Weiding
1990:43). At the same time, the number of unskilled jobs will drop by around 2 million
and the number of higher and highly skilled jobs will increase by almost 4 million
(StooB and Weiding 1990:44).

The continual shift in occupational requirements is the result of technical and
organizational changes that highly developed market economies have accepted and
institutionalized (Haller and Muller 1983). These changes lead to a continuous tension
between the requirements of the occupational structure and the structure of vocational
qualifications distributed among the employed population. Disparities between both
structures lead to crises, which manifest themselves in the form of labour shortages
in particular occupations or in a shortage of skilled labour in general.

In principle, the adjustment of the structure of qualifications to the occupational
stucture can be made in two ways (Janossy 1966). First, the already employed
population can acquire new knowledge and skills through further education or
retraining. Secondly, new entrants into the labour market can take up new jobs, while
workers leaving the labour market simultaneously leave old ones. Although in all
societies the adjustment of qualifications to occupational demand is carried out in both
ways, empirical investigations show that the greatest change in the occupational
structure has been accomplished by the entry of young people into the labour force
and the retirement of old people (Muller 1978; Blossfeld 1985b, 1987a, 1987b, 1989).
Normally, young people tend to enter new jobs, created by technical innovations and
developments and old people leaving the labour market were often employed in
occupations and industries which have become less important for economic
development. Generational change allows a particularly radical form of change in
occupational structure because people entering the labour market for the first time
have a totally new access to the occupational structure (Ryder 1965). For this reason
changes in the occupational structure are particularly keenly felt by those who have
to make a relatively long-term occupational training decision (Blossfeld 1985).

With the increasing rate of changes in the occupational structure, the choice of
vocational training and firstjobs are connected with an increasing level of uncertainty,
not only because the occupational requirements within an occupation change rapidly,
but also because the life-span of many occupations has been permanently shortened.
Today one is clearly in a position to make forecasts about the development of broad
occupational activities and fields of qualification, but it is increasingly difficult to predict
in a detailed way the development of selected occupations which could serve as a
basis for young people to make low-risk training and occupational decisions (StooB
1990:52). In the short term, one can certainly predict the future development of broad
occupational fields, but concrete forecasts about occupational development over the
course of a whole work life are increasingly less successful given the rapid rate of
technical and organizational change.



Each new generation of occupational entrants is therefore referred to a particular
occupational structure which opens up a specific range of future occupational
opportunities (Blossfeld 1989). The way in which such occupational structures are
linked to occupational and mobility chances, however, varies significantly from country
to country. Job mobility is determined by the structure of the particular educational
systems (cl. for example Lutz 1976; Konig and Muller 1986; Haller 1989; Allmendinger
1989a, 1989hb) which give education a country-specific importance for the attainment
of social status and income (Blossfeld et al., 1988), the formation of in-plant
hierarchies and personnel structures in firms (Maurice et al., 1979), the organization
of work (Lutz 1976; Haller 1989), and the differentiation of labour markets (Blossfeld
and Mayer, 1989). For this reason, in highly developed countries the adjustment of the
qualification structure to the demands of the occupational structure is the result of a
complex interplay of nation-specific educational and employment institutions. The
system of vocational training in any particular country cannot therefore be understood
in isolation, but must be considered in relation to the general organization of the
educational system and in connection with the nation-specific occupational structure
of the employment system (Blossfeld 1990a). On the basis of this argumentation it
follows that the increasing rate of change in the occupational structure generates five
problems, which will be the basis for my comparison of various systems of vocational
training:

(1) The problem of generational flexibility: Since particularly radical changes in the
occupational structure are possible through a change of generation, one can ask to
what extent the different systems of vocational training are able to direct new
occupational entrants to new and future-oriented occupational fields in a flexible way.
Vocational training channels each new generation of entrants in a particular direction
and this initial channelling can improve or hinder the adjustment to changes in the
occupational structure.

(2) The problem of individual flexibility: Since requirements within occupations are
changing rapidly and the life-span of most occupations is permanently shortened, one
can ask, does a system of vocational training further individual flexibility. This means,
one can compare the various systems of vocational training in respect of the extent
to which they not only supply the opportunity to learn specific functional and
extra-functional skills and abilities, necessary for a concrete job, but also promote
general cognitive and social skills as well as the readiness for further education over
the whole working life. All available empirical studies show that further training is highly
dependent on having accomplished some kind of vocational training.

131 The problem of structural flexibility: Since vocational training includes a social
assignment of tasks and work abilities, the different systems of vocational training can
be assessed in as much as they allow an interchange between various occupations
later on in the occupational life course (Beck and Brater 1977:10). That is to say, does
vocational training restrict the employee to a narrow field of activity, or will it instead
open the door to a broad range of occupations and activities.

(4) The problem of hierarchical flexibility: Since an occupation also has a status
dimension, one can evaluate the extent to which vocational training systems form a
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basis for career opportunities and job advancement, which in turn can motivate the
employed person to acquire additional occupational qualifications and social skills.

(5) The problem of training flexibility: Since the proportion of jobs for unqualified
employees is increasingly reduced as a result of changes in the occupational structure,
one can finally ask to what extent the different systems of vocational training tend to
be open for all people and to what extent the unskilled in each generation will have
the chance to obtain training later on in their life course.

In summary, one can say that the more flexibly a systems of vocational training is
organized and the more extensively it will prepare entrants for complex and changing
situations in their later occupational life, the better it can cope with the consequences
of the increasing rate of occupational change.

3. Cross-national Comparison of Different Systems of Vocational Training

I would now like to focus on the different national systems of vocational training for
skilled manual and skilled white-collar workers and to deal with the question as to
what extent these historically established systems are in a position to cope with the
five problems described above. Since the fundamental relationship between the
educational system and the occupational system is moulded by the basic economic
and political composition of a country, | will limit my discussion to western countries
with a market economy and a relatively hiah level of industrialization.

Inthese countries today, vocational training is heterogeneously organized. It is carried
out in general schools, vocational schools, training centres, the so-called dual system,
or in the form of simple on-the-job training at the workplace. Different types of
vocational training have varying degrees of weight in different national training
systems. For example, in France the greater part of vocational education takes place
within the general educational system (Maurice et al., 1979; CEDEFOP 1981), whereas
in Denmark, the Federal Republic of Germany and other German speaking countries
the dual apprenticeship system is the dominant type of vocational training which leads
to a clear separation between general education and vocational training (Konig et al.,
1987:87). In the Netherlands, Luxembourg, Belgium and Sweden vocational training
essentially takes place invocational schools (CEDEFOP 1981). Finally, in Italy, the UK,
the Republic of Ireland and the United States many occupational beginners enter
employment life directly and acquire occupational qualifications through on-the-job
training at the workplace (CEDEFOP 1981).

Although one can observe pronounced focal points in the basic organization of
vocational training in different countries, there is nevertheless in all countries a
complex coexistence of many types of school-based and workplace-related vocational
training which has also changed over the last decades. In this paper it is therefore
impossible to give an exhaustive description of all these different combinations of
vocational training across countries. Instead, | will concentrate my arguments on
selected dimensions of vocational training systems which seem to be particularly
important in dealing with the five problems described above. These dimensions are:
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(1) the school- and workplace-relatedness of vocational training; (2) the
standardization of vocational training; and (3) the stratification of vocational training.

The Workplace-relatedness of Vocational Training

First of all, vocational training can be distinguished in the way in which it combines
theoretical learning with practical work experiences (Benner 1982:54). At one end of
this dimension lie the general educational and vocational schools where the trainee
is not confronted with real life occupational problems and obtains qualifications only
on the basis of theoretical instruction, as is the case of full-time vocational schooling
in France (Erbes-Seguin 1990:17). At the other end of this dimension lies pure
on-the-job training where the trainee acquires all his qualifications without any
theoretical instruction, solely through the solution of real life occupational problems in
a concrete workplace, as is often the case in the United States, the UK or lItaly
(Hamilton 1990; Bynner 1990; Benner 1982).

Between these two extremes lie the various combinations of school and on- the-job
training. For instance, the predominant school-based training with in-plant practical
work experience, as for example in the technical middle-grade secondary school in
the Netherlands, or the in-plant training with part-time vocational school of the dual
system found in the Federal Republic of Germany, or the government sponsored
vocational training via skillcentres in the UK.

If one accepts that important occupational experiences cannot be simulated at school,
but can only be made by the real life situation of the workplace (Drexel 1990:26), and
if it is true that the firm and workplace represent valuable learning environments that
cannot be substituted by the school (Hamilton 1990), then effective vocational training
must take place at the real workplace. On the other hand, from the growing rate of
change in the occupational structure there is an increasing need for additional
individual flexibility, because occupational requirements change rapidly and the
life-span of occupations is being shortened. Therefore it is important that people
acquire a broad theoretical understanding of their occupational activities and that
vocational training contains a more general education. Given these contradictory
demands, it is obvious that neither a pure school-based vocational training such as
one finds in France, nor a pure on-the-job training as is often found in the United
States, the UK or ltaly, is a model that could serve as the basis for a modern
vocational training system for skilled manual and skilled white-collar workers. The
institutional solution for a modern vocational training must lie somewhere between
these two extremes, and depends of course on the concrete occupational contents of
a job.

The growing popularity of the dual training system in different highly developed
western countries is, therefore, partly accounted for by the fact that this system is able
to offer a pragmatic compromise of theoretical learning and job experience for a large
number of occupations. In the dual system the dominant practical in-plant training is
combined with theoretical learning in vocational schools. The task of vocational
schools is to complement practical experience in the workplace by giving it a
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theoretical basis together with some general education. Certainly, the coordination of
theoretical school-based learning with practical workplace training - as is the case
with all the various combinations of school-based and workplace training in general
- is one of the areas in need of continual

improvement in the dual system (Lempert 1990).

Although in the dual system of the Federal Republic of Germany the emphasis is
clearly placed on practical in-firm training, during the last decade the school-based
elements of vocational training have also been strengthened. In particular, a strong
system of trainee workshops and joint training workshops has been developed. In the
Federal Republic today, joint instruction schemes are used by over 60 per cent of craft
firms, and in-plant instruction by about 40 per cent of the industrial and commercial
firms (Arbeitsgruppe Bildungsbericht, Max Planck Institute for Educational Research
1990:344). For this reason, in the dual system the in-firm training also implies the
acquisition of more general workplace skills and knowledge. These general skills
increase the individual flexibility of the trainee, and are necessary to keep pace with
the progressive rate of change in the occupational structure.

The Standardization of Vocational Training

A second dimension according to which vocational training systems can be classified
is the extent to which vocational training conforms to the same standards and access
to jobs is based on training certificates (Allmendinger 1989a; Haller 1989). At one end
of this dimension lies the training in vocational schools and in the dual system. In the
latter, both the theoretical and practical sides of training are highly standardized and
training ends with a recognized certificate which serves as a precondition for entry to
specific jobs and occupations, as is the case in Germany (Konig and Muller 1986;
Haller 1989; Allmendinger 1990). At the other end of this dimension lies the totally
unregulated on-the-job training where in-firm training takes place without general
guidelines with regard to the quality of instructors or curricula, and where training does
not end with a generally recognized certificate. This is the case, for instance, in the
United States, the UK and Italy (CEDEFOP 1981; Haller 1989; Allmendinger 1989;
Hamilton 1990).

Between these two extremes lie the various school and work-based vocational training
schemes with different degrees of standardization. Especially in France, where
vocational training programmes have been integrated into the general educational
system, could be considered as a case in between these two extremes because
school-based training is highly standardized whereas the post-school part of training
atthe workplace takes place under unstandardized conditions with no recognized final
certificate (especially for jobs of a highly manual character) (Erbes-Seguin 1990).

If we assume that the acquisition of job qualifications can be socially best ensured by
a certificate, and that the information value of such a certificate is determined by the
observance of particular quality norms, then training must take place under highly
standardized conditions for well-defined occupational titles. Employers can then use
certificates as a useful indication of particular employment possibilities for employees
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(Spence 1973), and employees can use them as a reference point in defining their
social status in collective and individual negotiations with employers (Krais 1979:25).
On the other hand, the growing rapidity of change in the occupational structure
generates a need for structural flexibility, that is, for employees who are not restricted
to a too-narrow occupational field by social definitions, and at the same time a need
for generational flexibility, that is, a need for new generations of entrants which are
flexibly directed to new future-oriented occupational fields.

On the basis of these contradictory demands it follows that neither the unstandardized
on-the-job training with no recognized final certificate (as is often the case in the
United States, the UK, Italy or France) (Bynner 1990; Hamilton 1990; Erbes-Seguin
1990), nor the highly channelling occupationally-specific dual system in the Federal
Republic of Germany, is acceptable as a model for a modern vocational training policy
(Hamilton 1990; Lempert 199). The institutional solution for future-oriented vocational
training systems must lie again between these two extremes.

However, fundamental elements of the German dual system could serve as a basis
for such a modern vocational training system. First, it is important that the system of
vocational training is not governed solely by the state, but that it is instead the
outcome of a complex process of coordination between the state, employees and
employers associations (Erbes-Seguin 1990). The very different interests involved in
vocational training plans can in this way be adequately taken into consideration.
Second, it is very important that the observance of the quality standards of the firms
which train people and the minimum requirements of training activities are guaranteed
(Lempert 1990). Thirdly, it is important that the qualifications of trained people are
highly regarded by the employers, and this can be achieved by stressing the inclusion
and involvement of employers in the process of vocational training (Lutz 1976).

Forthe employed on the other hand the recognized educational certificates of the dual
system also implies a high degree of social security (Benner 1982). This means that
skilled employees in Germany are often entitled to a specific wage according to their
qualifications, that in the case of unemployment they are not obliged to accept
employment below their qualifications for a certain period of time, that they have
access to training and retraining schemes, and that they are entitled to occupational
invalidity insurance benefits.

Finally, in comparison with other countries the dual system of the Federal Republic of
Germany has one great advantage, and that is that it allows a large number of young
people make a smooth transition from the general educational school system to the
employment system because this vocational training systems feeds directly into the
job system (Blossfeld and Nuthmann 1989; Erbes-Seguin 1990; Bynner 1990; Hamilton
1990). In countries with a strong orientation to on-the-job training, such as the UK or
the United States, or countries where training on-the-job after vocational school takes
place under unregulated conditions (e.g. France), this transition often lasts several
years and is characterized by a high level of job insecurity, frequent change of
workplace, a high degree of part-time employment and a high rate of unemployment
(Bynner 1990; Erbes-Seguin 1990; Hamilton 1990).



In some respects, however, the dual system is in need of improvement (Lempert 1990).
Although it is already highly standardized compared to other countries, there is still a
great variation in the quality of training between firms. Differences can especially be
observed with regard to the level of systematicness, the fact that the trainee is
confronted with tasks for which he/she is not trained, and that he/she must practise
the work virtues such as discipline, diligence, orderliness at the expense of creativity,
independence and the chance to cooperate in the workplace (Arbeitsgruppe
Bildungsbericht, Max Planck Institute for Educational Research 1990:344). A recent
investigation made by the Federal Institute for Occupational Education shows, for
example, that training in large firms and in firms falling under the control of the
Chamber of Commerce is better planned and more systematically organized than in
small firms and craft enterprises. However, craft enterprises and small firms have less
difficulties in guaranteeing the completeness of the training (Damm-Ruger, Degen and
Grunwald 1988). Moreover, in the German dual system, differences between firms are
even greater than differences between occupations. "There are occupations in which
young people receive a good training, where they are systematically and
comprehensively qualified, and where they are confronted with the latest technology
(this includes banking and insurance employees and mechanical fitters), whereas, for
example, mechanics, carpenters, backers and bricklayers are often badly trained.”
(Arbeitsgruppe Bildungsbericht, Max Planck Institute for Education Research 1990:344).

Finally, one of the problems in the German dual system is the large number of
different training occupations and their mutually exclusive character. This tends to lead
to inflexibility and a lack of occupational mobility later on in the work life (Blossfeld
1985hb, 1989). All international comparative mobility studies that include the Federal
Republic of Germany show that the degree of mobility between occupations and
sectors in the Federal Republic of Germany is lower than in other countries (Carroll
and Mayer 1986; Konig and Muller 1986; Erikson and Goldthorpe 1985; Mayer and
Carroll 1987; Haller 1989; Allmendinger 1989a; Mayer et al., 1989; Featherman, Selbee
and Mayer 1989). During the last two decades, however, efforts have been made to
de-specialize training in various occupations with the introduction of a relatively broad
and general basic occupational education leading to a more specialized training after
a minimum period of one year (Lempert (1990). This new type of dual vocational
training qualifies trainees for a broad spectrum of occupations, encourages
occupational mobility and directs the occupational entrants in a flexible way into new
developing occupations.

The Stratification of Vocational Training

In the last step, vocational training can be classified from a hierarchical point of view
in so far as it differentiates between the unskilled and semi-skilled workers on the one
hand and the occupationally trained on the other, and in as much as it gives trained
workers the opportunity to climb the job ladder (Haller 1989). At one end of this
dimension lies the more or less open on-the-job training where there is no barrier
between unskilled, semi-skilled and skilled workers, and where the career
perspectives of the trained are heavily dependent on the quality of the on-the-job
training in a specific firm, as is often the case in the United States, the UK or Italy
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(Benner 1982; Bynner 1990; Hamilton 1990). At the other end of this dimension lies the
training in the dual system where there is a clear division in job opportunities between
the untrained and the trained, and where the trained have a common basis for further
qualifications as master craftsmen and technicians, and also often as technical college
engineers, as is the case in the Federal Republic (Krais 1979; Drexel 1990).

Between these two extremes lie various degrees of openness. For instance in France
on the one hand it is quite normal for unskilled and semi-skilled workers to be
classified as skilled manual labour on the basis of their year-long job experience
(Erbes-Seguin 1990), but on the other hand, school-based educational training is
rarely the basis for an occupational career (Krais 1979; Haller 1989).

If one again accepts that the best way to socially ensure the acquisition of
qualifications is by a certificate (Spence 1973; Krais 1979), and if it is true that further
individual educational investments can best be motivated through upward mobility
(hierarchical flexibility) (Drexel 1990), and that as the proportion of unskilled jobs
decreases as a result of change in the occupational structure, then a modern
vocational training system must provide both: (1) the opportunity to enter vocational
training over the whole life course (training flexibility): and (2) the chance to make
occupational career steps that are connected with certificates (Blossfeld 1989). Hence,
neither the rather "fateful" and uncertified on-the-job training nor the “dead-end"
career vocational school system in France, can form the basis of a modern vocational
training system for skilled manual and white-collar workers. The institutional solution
for a system of modern vocational training must rather be in the direction of the
German dual system. Although it is true that even in the German dual system, some
skilled workers are employed in semi-skilled positions after they have completed their
training (i.e. positions which do not correspond to the training they have received)
(Hofbauer 1983), in comparison with other countries with on-the-job orientation,
however, in Germany downward occupational mobility is nevertheless rather rare and
upward mobility is the general pattern (Konig and Muller 1986; Blossfeld and Mayer
1988).

Certainly, the dual system needs to be improved also with regard to this hierarchical
aspect. Empirical studies have shown that in Germany the proportion of unskilled
workers in each generation is strongly related to the economical and demographic
conditions when these generations enter vocational training, and that this proportion
of the generation tends to remain stable over the rest of the worklife (Blossfeld 1989).
Hence, one finds relatively disadvantaged generations, such as the cohorts born
around 1930 who completed their training in the immediate postwar period, or the large
birth cohorts that crowded into vocational training at the beginning of the 1980s.
Comparable generational patterns can also be observed in Germany as regards the
quality of vocational training (Lempert 1990), the training opportunities of women
(Blossfeld 1987), foreigners (Benner 1982) and children from lower social classes
(Blossfeld 1990b). For this reason a modern system of vocational education must give
the employee the chance to obtain a training qualification later on in the work life
(Mayer and Blossfeld 1990).
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Finally, in Germany educational expansion has led to the displacement of formally less
qualified workers by formally higher qualified workers over the last decades, and has
clearly reduced the career opportunities of the man who has "come up the ladder"
(Blossfeld 1985, 1986). Formal school and university qualifications have become an
increasingly important factor for access to high-level jobs involving planning and
direction, and have de-valued the experiences of vocational training and job career
(Lutz 1989). In this way, vocational training in the dual system is threatened, as in
France, to lead to a dead-end in career mobility. For this reason the dual system must
be reintegrated into the changed structure ofthe educational system and must provide
motivated young people with an alternative praxis-oriented career path (Drexel 1990).

4. Vocational Training and Further Education

In summary, one can say that in a cross-national comparison the German dual system
can be taken as a model which has considerable strengths, although there is
nevertheless still room for improvement.

Given, however, the increasing rate of change in the occupational structure, a
traditional vocational training system is no longer sufficient. It must be supplemented
by an effective system of further education and retraining, which accompanies the
worker throughout his occupational career. On the basis of what has been said up to
this point, such a system should include the following elements: (1) a practical in-firm
training and theoretical school-based instruction; (2) the inclusion of the various
interests of the state, employees, and employers in setting up and organizing training;
and (3) the introduction and institutionalization of retraining in the form of an upward
career. In short, there is a clear need to develop a system of further training in parallel
to the institutions of the system of modern vocational training.

11



Bibliography

Allmendinger, Jutta (1989a): Career mobility dynamics. A comparative analysis of the
United States, Norway, and West Germany, Max-Planck-Institut fur Bil—
dungsforschung, Studien und Berichte 49, Berlin.

Allmendinger, Jutta (1989b): "Educational systems and labor market outcomes," in:
European Sociological Review, 5, 231-250.

Arbeitsgruppe Bildungsbericht am Max Planck Institut fur Bildungsforschung (1990):
Das Bildungswesen in der Bundesrepubiik Deutschland, Reinbek.

Beck, Ulrich and Michael Brater (Hrsg.) (1977): Die soziaie Konstruktion der Berufe,
Frankfurt a. M. and New York.

Benner, Hermann (1982): Abgrenzung von Berufsgruppen bzw. Berufsfeldern im
Hinblick auf die Berufsausbildung auf Facharbeiter-/Fachangeste!ltenebene in der EG,
CEDEFOP-Studie, Berlin.

Blossfeld, Hans-Peter (1985a): Bildungsexpansion und Berufschancen, Frankfurta. M.
and New York.

Blossfeld, Hans-Peter (1985b): "Berufseintritt und Berufsverlauf. Eine Kohortenanalyse
Uber die Bedeutung des ersten Berufs in der Erwerbsbiographie,” in: MittAB, 18,177
197.

Blossfeld, Hans-Peter (1986): "Career opportunities in the Federal Republic of
Germany: a dynamic approach to the study of life-course, cohort, and period effects;'
in: European Sociological Review, 2, 208-225.

Blossfeld, Hans-Peter (1987): "Labor market entry and the sexual segregation &f
careers in the FRG,” in: American Journal of Sociology, 93, 89-118.

Blossfeld, Hans-Peter (1989): Kohortendifferenzierung und KarriereprozeB - Eine
Langsschnittstudie Uber die Veranderung der Bildungs- und Berufschancen im
Lebenslauf, Frankfurt a. M. and New York.

Blossfeld, Hans-Peter (1990a): "Berufsverlaufe und Arbeitsmarktprozesse. Ergebnisse
sozialstruktureller Langsschnittuntersuchungen,” in: Karl Ulrich Mayer (ed.):
Lebensverlaufe und gesellschaftlicher Wandel, Sonderheft Nr. 31 der Koiner Zeitschrift
fur Soziologie und Sozialpsychologie, 118-145.

Blossfeld, Hans-Peter (1990b): "Changes in educational careers in the Federal
Republic of Germany," in: Sociology of Education, 63,165-177.

Blossfeld, Hans-Peter (1991): "Changes in educational opportunities in the FRG. A
longitudinal study of cohorts born between 1916 and 1965," forthcoming in: Yossi
Shavit and Hans-Peter Blossfeld (eds.): Persisting barriers. A comparative study of
educational inequality in 14 countries, Boulder.

12



Blossfeld, Hans-Peter, Michael T. Hannan and Klaus Schomann (1988):
"Erwerbsverlauf und die Entwicklung der Arbeitseinkommen bei Mannern. Eine
Langsschnittanalyse unter Verwendung einerstochastischen Differentialgleichung," in:
Zeitschrift in Soziologie, 17, 407-423.

Blossfeld, Hans-Peter and Karl Ulrich Mayer (1988): "Labor market segmentation in
the Federal Republic of Germany: An empirical study of segmentation theories from
a life course perspective, 4, 123-140.

Blossfeld, Hans-Peter and Reinhard Nuthmann (1989): "Strukturelle Veranderung der
Jugendphase zwischen 1925 und 1984 als KohortenprozeB," in: Zeitschrift fur
Padagogik, 35, 845-867.

Bynner, John (1990): Youth and work transition to employment: in two European coun-
tries. A report for the Anglo-German Foundation for the Study of Industrial Society,
London (Manuscript).

Carroll, Glenn R. and Karl Ulrich Mayer (1986): "Job-shift patterns in the FRG: the
effects of social class, industrial sector, and organizational size," in: American
Sociological Review, 51, 323-341.

CEDEFOP (1981): Beschreibung der Berufsausbildungssysteme in den Mitgliedstaaten
der Europaischen Gemeinschaft, Berlin.

Damm-Ruger, Sigrid, Ulrich Degen and Uwe Griinewald (1988): Zur Struktur der
betrieblichen Ausbildungsgestaltung, Bundesinstitut fur Berufsbildung, Berichte zur
beruflichen Bildung, Heft 101, Berlin.

Drexel, Ingrid (1990): Referat zum Symposium anlaBlich des 80. Geburtstages von
Friedrich Edding, Max-Planck-Institut fur Bildungsforschung: Gewerbliche Unterneh-
men als Bildungstrager, Berlin, 23-36.

Erbes-Seguin, Sabine, Claude Gilan and Annick Kieffer (1990): Building the
employment market for young people. State and companies face to face in France and
West Germany, Paper presented at the 12th World Congress of Sociology, CNRS,
Paris (Manuskript).

Erikson, Robert and John H. Goldthorpe (1985): "Are American rates of social mobility
exceptionally high? New evidence on an old issue," in: European Sociological Review,
1, 1-22.

Featherman, David L., Kevin L Selbee and Karl Ulrich Mayer (1989): "Social class and
the structuring of the life course in Norway and West Germany," in: David . Kertzer
and Warner K. Schaie: Age structuring in comparative perspective, Hillsdale, N.J., 55-
93.

13



Goldthorpe, John H. (1986): Employment, class and mobility: a critique of liberal and
marxist theories of long-term change. Paper for Conference on Social Change and
Development, Berkeley, August 26-28,1986, Nuffield College, Oxford.

Haller, Max (1989): Klassenstrukturen and Mobilitat in fortgeschrittenen Gesellschaften,
Frankfurt a. M. and New York.

Haller, Max and Walter Muller (ed.) (1983): Beschéaftigungssystem im gesellschaftlichen
Wandel, Frankfurt a. M. and New York.

Hamilton, Stephen F. (1990): Apprenticeship for aduithood, New York.

Hofbauer, Hans (1983): "Berufsverlauf nach AbschluB der betrieblichen Berufsaus-
bildung,” in: MittAB, 16, 211-231.

Janossy, Franz (1966): Das Ende der Wirtschaftswunder, Frankfurt a. M.

Kénig, Wolfgang, Paul Littinger and Walter Muller (1988): Eine vergleichende Analysg
der Entwicklung und Struktur von Bildungssystemen. Methodologische Grundlagen und
Konstruktion einer vergleichenden Bildungsskala. CASMIN working paper no. 12
Universitat Mannheim.

Kénig, Wolfgang and Walter Muller (1986): "Educational systems and labour markets
as determinants of worklife mobility in France and West Germany: A comparision af
men’s career mobility, 1965-1970," in: European Sociological Review, 2, 73-96.

Krais, Beate (1979): Die Beziehung zwischen Bildung und Beschéaftigung und ihre Kon-
sequenzen fir die Arbeitsmarkt- und Bildungspoiitik. Eine deutsch-franzésischg
Studie. CEDEFOP-Studie, Berlin.

Lempert, Wolfgang (1990): Apprenticeship in Germany: its effects on occupational anrdg
educational careers, political orientations, and personality deveiopment, Papet
presented at a seminar on the German system of vocational education, Corneii
University, Ithaca/N.Y., June 7,1990, Max Planck Institute for Human Development and
Education, Berlin.

Lutz, Burkart (1976): "Bildungssvstem und Beschéaftigungsstruktur in Deutschland und
Frankreich," in: Mendius, Hans-Gerhard et al. (Hrsg.): Betrieb-Arbeitsmarkt-Quaii-
fikation, Frankfurt a. M., 83-151.

Lutz, Burkart (1989): "Das Ende des Facharbeiters. Die soziale Entwicklung bis zum
Jahr 2000 und ihre Bedeutung fir qualifiziertes Baustellenpersonal,” in: Sonder-
forschungsbereich 33 der Universitat Minchen: Entwicklungeperspektiven der Arbeit,
Mitteilungen, 1, 5-16.

Maurice, Marc, F. Sellier and J.-J. Silvestre (1979): "Die Entwicklung der Hiérarchie im
Industrieunternehmen: Ein Vergleich Frankreich-Bundesrepublik Deutschland," in
Soziale Welt, 30, 295-327.

14



Max Planck Institute for Human Development and Education (1979): "Between elite
and mass education”, New York:Albany.

Mayer, Karl Ulrich and Hans-Peter Blossfeld (1990): "Die gesellschaftliche Konstruktion
sozialer Ungleichheit im Lebensverlauf," in: Berger, Peter A. and Stefan Hradil (Hrsg.):
Lebenslagen, Lebenslaufe, Lebensstile. Sonderband 7 der Sozialen Welt, Gottingen
(im Druck).

Mayer, Karl Ulrich and Glenn R. Carroll (1987): "Jobs and classes: structural con-
straints on career mobility," in: European Sociological Review, 3, 14-38.

Mayer, Karl Ulrich et al. (1989): "Class mobility during the working life: a comparison
of Germany and Norway, in: Melvin L. Kohn (ed.): Cross-national research in socio-
logy, Newbury Park et al., 218-239.

Muller, Walter (1978): "Der Lebenslauf von Geburtskohorten," in: Kohli, Martin (ed.):
Soziologie des Lebenslaufs, Darmstadt, 54-77.

Ryder, Norman B. (1965): "The cohort as a concept in the study of social change," in:
American Sociological Review, 30, 843-861.

Spence, Michael A. (1973): "Job market signaling," in: Quarterly Journal of Economics,
87, 355-374.

StooB, Friedemann (1990): "Exkurs zur Prognosefahigkeit beruflicher Systematiken,"
in: MittAB, 23, 52-62.

StooB, Friedemann and Inge Weidig (1990): "Der Wandel der Tétigkeitsfelder und -
profile bis zum Jahr 2010," in: MittAB, 23, 34-51.

15



‘Alojyisoday yoleasay ainiisu| Alisianiun ueadolng ‘snwpe) uo ssad2y uadQ a|ge|ieAy "0z0z Ul Alelqi |N3 ey Ag paonpoud uoisiaa pasibig
‘anisu| Alsianiun ueadolng *(s)Joyiny ayl o



EUI
WORKING
PAPERS

EUI Working Papers are published and distributed by the
European University Institute, Florence

Copies can be obtained free of charge - depending on the availability of
stocks - from:

The Publications Officer
European University Institute
Badia Fiesolana
1-50016 San Domenico di Fiesole (FI)
Italy

Please use order form overleaf



Publications of the European University Institute

To The Publications Officer
European University Institute
Badia Fiesolana
1-50016 San Domenico di Fiesole (FI)
Italy

From Name . .

Address

O Please send me a complete list of EUI Working Papers
O Please send me a complete list of EUI book publications
O Please send me the EUI brochure Academic Year 1990/91

Please send me the following EUI Working Paper(s):

NO, AULNOT e
Tl e
NO, AULNOT e s
8 11 =T O
NO, AULNOT e
111
NO, AULNOT e
Title:

Date

Signature



EUlI Working Papers as from 1990

As from January 1990, the EUI Working Papers Series is divided into six
sub-series, each series is numbered individually (i.e. EUl Working Paper
HEC No. 90/1; ECO No. 90/1; LAW No. 90/1; SPS No. 90/1; EPU No.
90/1; ECS No. 90/1).

March 1991



Working Papers in Poiitical and Social Sciences

SPS No. 90/1

Reiner GRUNDMANN/Christos
MANTZIARIS

Habermas, Rawls, and the
Paradox of Impartiality

SPS No. 90/2

Hans-Peter BLOSSFELD/Ursula
JAENICHEN

Educational Expansion and
Changes in Women's Entry into
Marriage and Motherhood in the
Federal Republic of Germany

SPS No. 90/3

Nico WILTERDINK

Where Nations Meet: National
Identities in an International
Organisation

SPS No. 90/4

Hans-Peter BLOSSFELD
Changes in Educational
Opportunities in the Federal
Republic of Germany. A
Longitudinal Study of Cohorts
Bom Between 1916 and 1965

SPS No. 90/5
Antonio LA SPINA

Some Reflections on Cabinets and

Policy-Making: Types of Policy,
Features of Cabinets, and Their
Consequences for Policy Outputs

SPS No. 90/6

Giandomenico MAJONE
Cross-National Sources of
Regulatory Policy-Making

in Europe and the United States

* * *

SPS No. 91/7

Hans-Peter BLOSSFELD

Is the German Dual System a
Model for a Modem Vocational
Training System?



‘Aloyisoday yoleasay ajnysu| Ajsioaiun ueadoing ‘snwipeD uo ss820y uadQ a|ge|ieAy "0z0z Ul ArelqiT |N3 ay) Aq paonpold uoisian pasl
a)nysu| Alisianiun ueadolng ((s)Joyiny ayl ©




‘Aloyisoday yoleasay ajnysu| Ajsioaiun ueadoing ‘snwipeD uo ss820y uadQ a|ge|ieAy "0z0z Ul ArelqiT |N3 ay) Aq paonpold uoisian pasl
a)nysu| Alisianiun ueadolng ((s)Joyiny ayl ©






