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LIve years ago the Tayloe Murphy
Institute, now a part of the Weldon Cooper
Center at the University ofVirginia, published
a report called ChangingJob Skills in Virginia.
Since that time there have been many calls for
a new study to update that report. Virginia's
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ChangingWorkplace is the result ofthose requests,
summarizing what 564 employers across the state

have to say about entry-level jobs for people

who do not have 4-year college degrees.
According to Virginia's employers, the

trends that characterize today's workplace are:

• Dissatisfaction with the work ethic
of employees

• The computerized workplace

• Worker empowerment
• Rising educational expectations,

professionalization, and credentialism

• Customer service
• The flexible workplace
• Constant change that requires

lifelong learning



The Virginia NEWS LETTER

"The work ethic of the •

individual today has

gone to hell in ahand

basket. ... I would say •

out ofaclass of 100,

you might find 5

who'd be wot1hyof

what aworkman

traditionally used to

be 25years ago.

... After that, the rest •

of them just don't

give adamn. "

VICE PRESIDENT, INDUSTRIAL

ELECTRICAL CONTRACTING FIRM
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THE "WORK ETHIC
Virginia's employers are more concerned about the
work ethic than anything else. Although this con
cern is most common among those who employ
low-paid workers in low-skilled jobs, it is by no means
limited to this group and is found far more frequently
than it was ten years ago.

For many employers, the most critical element
of a good work ethic is coming to work on time,
every day. But the work ethic also includes a whole
variety of attitudes toward work, co-workers, and
customers. Employers talk about ambition, respon
sibility, reliability, dependability, flexibility, and a
positive outlook, and they often summarize these
qualities as a wish for workers to demonstrate that
tlJ-ey take th~ '~b-=-~1!Yjob-serio~l . And for many
employers, this wish remains just that.

The problem of the work ethic is one that
needs to be understood in context. Throughout his
tory, the pendulum of American values has swung
from conservative to liberal and back again, from
the national work ethic of World War II and the
conservatism of the 1950s to the radicalism of the
60s and 70s, from the "me decade" of the 80s to
the present's increasing emphasis on self-reliance,
hard work, and doing for others. As a result, there
has always been a generation gap in American soc
iety, and when change is particularly rapid, it is even
more difficult for adults to understand the feelings
and attitudes (work-related or not) ofyoung people.

Moreover, many of the conditions of today's
workplace hardly encourage commitment on the part
of employees. Today's young people are painfully
aware that good performance on the job is no guar
antee that the job will not disappear when downsizing
hits. They also know that entry-level jobs, particu
larly but not exclusively for those without college
degrees, seldom pay enough to permit them to live
independently, let alone to raise a family and save
for their children's education and their own
retirement.

In addition, more is being asked of today's
workers than ever before. In some sectors, the elimi
nation of lower-level management has reduced
promotion opportunities, while in many others what
used to be called "non-traditional" hours have now
become the norm. Workplace flexibility demands
that employees learn a wider variety of tasks and
apply their knowledge in an ever-changing work
environment. And most of these increased demands
are made without concomitant raises in pay.

Nonetheless, widespread complaints about the
deficient work ethic of today's labor force entrants
make it painfully clear that the deficiency is -real,
and that this is a significant problem for employers
and young people alike.

COMPUTERIZATION
Ten years ago few could have imagined how thor
oughly electronic technology would dominate the
workplace of the mid 1990s. Nor could most people
have imagined the pace at which such technology
would continue to change and evolve.

In some occupations, computerization has
actually reduced the demand for workers and the
level of required skills. More often, however, com
puter technology has both directly and indirectly
resulted in the need for higher-level skills. Some degree
of computer literacy is now required of almost all
employees except those at the least-skilled levels, and
a passing acquaintance with electronics is required
of a wide range of workers who operate and repair
electronically controlled machinery. Employers say
that every student graduating from high school should
know how to operate a computer and be familiar
with basic word processing, spreadsheet, and data
base management applications. Job applicants who
can go beyond this level-who understand the basics
of how hardware and software work and can do
elementary troubleshooting-are even more valu
able to employers.

Just as important and far-reaching, however,
have been the indirect effects of computerization.
Computers both decrease the time needed to per
form lower-level tasks and provide information
formerly inaccessible to lower-level workers. Com
puters that supply factory workers with data that
track performance and quality allow employers to
transfer the tasks formerly carried out by quality
control inspectors to those who operate the machines.
The introduction of word processing and spread
sheet software into offices has transformed the jobs
of many secretaries, who now devote much of their
time not to typing and filing, but to tasks like book
keeping and accounting, which were formerly
performed by specialists.

"WORKEREMPO~lliMENT

"Worker empowerment" and "giving workers own
ership" are phrases made familiar by the variety of
management strategies often grouped under the
heading ofTotal Quality Management or The High
Performance Workplace. Worker empowerment, an
element of these strategies, is becoming increasingly
popular even in the absence of formal programs.

The basis ofworker empowerment lies in giving
employees more control over what they do. This
goal is not necessarily altruistic. Employers who use
the strategy believe that it increases profitability and
efficiency because workers who have more control
over their own work lives are more satisfied and more
motivated to do a good job. Total quality manage
ment in general and worker empowerment in



Weldon Cooper Center for Public Service • April 1998

The desire for more education is reinforced : "The biggest change
by pressures from both within occupations and out- • I can see in the
side of them. Occupations in fields like medicine,
where hierarchy is very important, seek to gain more • business climate is
prestige by increasing educational requirements. Oth- • that ourcustomers
ers, like police work, have so many applicants that •
they can afford to admit only the top few and use • are more educated.
educational attainment as a hiring criterion. Increas- • They come in and
ing government regulation means that more workers
need some kind ofofficial certification and require- • they know what's
ments for certification almost always include formal • going to happen to
training.

Finally, educators themselves contribute to the • their car. ... There's a
trend by establishing new programs to prepare people • lot ofquestions being
for specific jobs. Sometimes this is a response to
new requirements for licensing or certification or : asked. That's where
to employers' requests for certain kinds of training. • the credibility's at. "
However, it is sometimes also a kind of educational
entrepreneurship that sees new opportunities to be

• SERVICE DIRECTOR,useful while simultaneously increasing the size of the
• LARGE METROPOLITAN AREAstudent body. Sometimes such programs do more to
• DEALERSHIPencourage the requirement of additional education

than to provide skills that employers actually want.

particular are also linked to downsizing, enabling
the elimination oflower-management positions. Thus
worker empowerment both provides a rationale for
eliminating jobs and enables it by shifting decision
making downward. And downsizing, in turn, is
believed to cut costs and increase profits.

From the worker's point of view, empower
ment has advantages and disadvantages. Some
employees welcome the opportunity for more input
into how work is organized and the direct responsi
bility for the amount and quality of the products
they turn out. Others feel that they are being asked
to shoulder additional responsibilities without
additional pay, and that empowerment is simply a
means of justifying downsizing. In addition, the
introduction f worker empowerment often means
that employees must develop new skills. Often they
need to understand more about the work they do,
not only about their own job but also how it relates
to other jobs and to the enterprise as a whole.
Because organization into work teams is usually an
important part of empowerment, workers may
often find themselves attending frequent meetings
at which they may be asked to make presentations,
give reports, and participate in group decision-mak
ing. Finally, empowerment usually calls for assuming
responsibility for assessing the quality of an
employee's own products as well as for diagnosing
and solving problems. These changes call for flex
ibility and adaptability, as well as problem-solving
skills, initiative, and the ability to work independently.

EDUCATION,
PROFESSIONALIZATION,
AND CERTIFICATION
Employers already require a high school diploma
for any job with prospects for advancement, and
many anticipate requiring more education in the
future. The changing titles ofmany jobs reflect both
these requirements and the widespread desire of
employers that employees become more professional.
Thus, salespeople become sales associates. Automobile
mechanics become automobile technicians. Secre
taries become office support technicians.

Reasons for this trend vary. Some jobs require
more technical skill than before. Technological
advances in such disparate fields as broadcasting and
automobile repair require the use, monitoring, and
repair of sophisticated computerized equipment as
well as the ability to read and understand the com
plex instructions that come with this equipment.
Some employers also believe that education equips
people with soft skills, such as getting along with
different kinds of people, and some view a two- or
four-year degree as evidence that the job candidate
can begin a ta k and persevere to its end.

RESPONDING TO COMPETITION
Across all industries, today's employers regard the •
business climate as more competitive and custom-
ers as more demanding than ever before. Improved •
customer service, nontraditional hours, the use of •
temporary workers, and cross-training are among •
the most important strategies developed to deal with
these demands.

Customer Service. In today's competitive busi
ness climate, the stakes are high, and the winners
are the companies, agencies, and establishments that •
provide the consumer with the highest-quality prod
uct and the most pleasant, efficient service. Moreover,
the definition ofa customer has expanded. Customers •
are not only people who buy goods or pay for ser
vices. They can be hospital patients, the parents of •
children in day care, or even the work group down •
the hall that takes the output ofan agency's graphic •
artists and places it into the layout of a publication.

Dealing successfully with customers, clients,
and patients has always required skills in commu
nication, getting along with others, and •
self-presentation. However, downsizing and worker •
empowerment are now requiring new skills of •
employees who deal with the public. Often they are •
now required to solve problems and make decisions
that they once had to refer to supervisors. Yet pay •
has not kept pace with these new demands, and many •
customer service and sales occupations still rank at •
the bottom of the pay scale for all occupations.

The Flexible Workforce. When employers talk •
about flexibility, they are often referring to the • 3
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"Theres amovement

toward-I guess the

bestbuzzword is

'empowerment. '

... I think thats the

biggest change, that

we're asking

[workers] to get

together in teams,

without lots ofdirect

management, and

identityproblems,

think abouthow they

would solve them, try

to identify the benefits •

and costs ofsolving

them, and then go do

it. And thats different,

thats adegree of

ownership that we

haven'taskedpeople

to have before. "

MANUFACTURING MANAGER,

LARGE-CITY CHEMICAL PLANT

requirements to work odd hours or perform more
than one function, both major strategies used in their
attempts to deal with competition.

Today's consumers have limited time outside
of work in which to shop, do errands, pay visits to
their doctors and dentists, and attend to business.
By expanding their hours of operation, employers
hope to attract and retain these busy clients, cus
tomers, and patients. This, in turn, requires
employees-particularly entry-level employees who
have the least amount of choice-to work non
traditional hours. Though many employers recog
nize the burdens that such hours impose, they see
them as a necessity and complain that job candi
dates and current employees are reluctant to work
nights 0-f weekends.-- .

Cross-training is another survival strategy that
requires worker flexibility. While in the 1980s, spe
cialization was a watchword of the workplace,
employers now find specialization too inflexible to
keep up with increased customer demand. How
ever, by equipping staffs with more than one set of
skills, they can reduce labor costs by consolidating
two or more jobs into one. As a result, more and
more employers are turning to cross-training. Sales
associates are now trained to be familiar with a wide
variety of goods. The tasks of office support staff
now overlap those of bookkeepers, administrative
assistants, and even accountants.

Like worker empowerment, cross-training can
be a plus for employees who enjoy variety and new
kinds of responsibility. Also like empowerment, it
can be a negative for people who feel they are being
asked to do more work for the same payor who are
more comfortable performing a limited range oftasks.
Depending on the work environment, learning the
new functions required by cross-training may
involve considerable retraining or very little, but in all
environments it requires flexibility and adaptability.

Temporary Employment. Yet another strategy
in a competitive market is temporary employment,
which has expanded from clerical work to jobs as
diverse as unskilled textile mill labor and engineer
ing, sometimes on contracts that last for years. Though
large companies still dominate among those using
large numbers of temporary workers, the practice is
becoming more widespread every year.

For employers who experience seasonal or other
fluctuations, using temporary workers allows access
to a flexible employee pool without incurring the
costs of hiring and laying off. Temporary workers
also increasingly serve as a hiring pool, permitting
an employer to tryout prospective employees
before hiring them.

Temporary employment is often considered
disadvantageous for workers, since it rarely carries

company-financed benefits or job security. None
theless, it has some significant advantages, particularly
for younger workers. For those who can afford gaps
in their employment schedules and can be on call
for assignment at short notice, temporary work is
often easier to find than permanent work. Employ
ers who operate temp agencies point out that in many
markets temporary work offers a higher hourly wage
than the same job would offer if it were permanent;
moreover, paid vacations and low-cost health insur
ance are becoming increasingly available. Temporary
work also offers opportunities for training. Larger
agencies often have computers and training tapes
available to workers, though they must be used out
side working hours. Exposure to a variety ofsituations
offers opportunities for learning on th job. Tem
porary work can also be a way of trying jobs out,
establishing a work history, and acquiring
references. And finally, there is always the chance
sometimes a good one-ofbeing offered permanent
employment at a job site.

CHANGE AND LIFELONG LEARNING
As we approach a new century, constant re-educa
tion and retraining are necessary if employees are to
keep up. Few of today's labor force entrants can now
expect to spend an entire career doing a job the way
they learned to do it in school or as a beginning worker.
Instead, today's employees must be prepared for what
we have come to call lifelong learning.

Unfortunately, while lifelong learning has
become a popular phrase and while educators have
responded with a variety of opportunities for work
ers who are no longer full-time students, workers
themselves are often unable to take advantage ofthese
opportunities. In a workplace that increasingly
demands all the time and effort an employee can
give, it may be unrealistic to expect peoplewith families,
full-time jobs, irregular hours, and working spouses
to attend classes and do homework at night and on
weekends. What is more, education is expensive. Only
a minority ofemployers subsidize educational oppor
tunities; scholarship funds for part-time, short-term
study are few; and other expenses, such as child care
and transportation, are also involved. Finally, many
students are unprepared for the complexities of rapid
change and the insecurities it brings.

Taken seriously, lifelong learning requires the
kind of social reorganization that we have not yet
accomplished. Employers must face the fact that job
insecurity and low pay are at odds with employee
commitment. Employees must face the fact that
schooling never ends, that the skills and qualities
required to graduate from high school-reading, writ
ing, basic math, perseverance, flexibility,
problem-solving-will need to be further developed
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throughout their working lives. And educators and
employers alike must make this possible.

TODA~S SKILL REQUIREMENTS
To deal with these trends, today's employers seek
more skills, both hard and soft, than ever before.
Hard skills include computer literacy, reading, basic
math, writing, and speaking, the basics of a comput
erized, information-based economy. They also include
higher-level skills-reasoning, problem- solving, and
decision making, along with the capacity to work
independently and understand something about how
the job fits into the enterprise and how the enterprise
itself fits into the broader economy.

Soft skills are just as important. Along with a
strong work ethic, trends in today's workplace
demand high levels of initiative, cooperation with
others, flexibility and adaptability, and good self
presentation. Many employers believe that while hard
skills can be taught in high school and college, soft
skills must be inculcated from the beginning, in the
home and the elementary grades. Why they believe
this-or whether it is true-remains unclear. Per
haps employers, hearing and reading accounts of
discipline, interpersonal, and work ethic problems
in the schools, conclude that if educators cannot
solve these problems in their own environment, they
can certainly be of little help in solving them in the
workplace.

All in all, the soft skills employers seek con
stitute a set of old-fashioned virtues that would not
have seemed surprising ten years ago-or twenty or
even fifty years ago. However, by no means all of
the employers we spoke with were over the age of
fifty. The deficiencies they perceive cannot be
attributed to a generation gap. Rather, soft skills
have become a significant issue in the mid-1990s
because on the one hand, the demands of the work
place are increasing, and on the other, employers
find fewer and fewer job applicants and new hires
who meet their personal quality criteria.

WORKPLACE EXPECTATIONS:
A NEW CONTRACT?
The discrepancy between what Virginia's employ
ers and employees expect from each other in terms
of performance, pay, and promotion .is typical of
the nation as a whole. Although at the moment the
United States enjoys the healthiest economy in the
world, the widely reported downsizings and mass
layoffs that have characterized the decade of the 90s
continue to i validate the contract that tradition
ally bound employers and employees. Employers
expect more from their employees; employees, they
say, not only e peet more, but offer less. Employers
regard entry-level wages as 'training pay'; employ-

ees complain that they cannot support themselves,
much less a family, on what they earn in entry-level
jobs. Employers report that they prefer to promote
from within and complain that workers in constant
pursuit of higher wages do not stay around long
enough to advance, but at the same time few
employers can guarantee that hard work will definitely
produce promotion or even job security. And if they
did, few employees would believe them. Employers
and employees alike are all too aware that the market
place today is more competitive, and in many ways
more unstable, than it was just 15 years ago, and this
awareness has changed workplace expectations.

Only time will tell how the contract between
employer and employee will adapt to the new reali
ties of the marketplace. But perhaps we can offer
some insight gained from over 550 interviews with
Virginia employers, insight that might prove help
ful to the many young people who seem to be entering
the workplace confused, suspicious, and somewhat
cynical about what employers can offer them and
what employers want from them. A note of anxiety
can be detected in the chorus ofemployer complaints
about the poor work ethic and unrealistic expecta
tions ofworkers. What a lot ofemployers really seem
to be asking for is support from their employees.
Even if their business was thriving, most of the
employers we talked to were acutely aware of com
petition and felt that it had reached a pitch they
never had experienced before. Many feel overworked
and isolated, alone in the necessity to carryon the
struggle to stay afloat in an ever more fluid market
place filled with demanding consumers, greedy
stockholders, and hungry competitors. Employers
who feel increasingly beset by such threats are that
much more intolerant of employees who need con
stant supervision, do the minimum, care little about
where their paycheck actually comes from, and
devote equally little thought or energy to wonder
ing whether the company will be there next year to
supply it. Employers want workers to understand
more broadly how the firm or organization works
not only to better understand their own places in it,
but also that of the employer and the challenges
they must ultimately all face together in order to
provide jobs and a decent living for employer and
employee alike.

LMORROWS WORKPLACE
Though our need to predict a rapidly changing and
uncertain future grows each year, our ability to provide
such predictions remains limited. Demography, tech
nology, the economy, government policy, and
employers' beliefs about the value of education will
all influence the workplace of the coming decade in 5
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is ongoing. You have to •
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PHARMACY SUPERVISOR,

LARGE TEACHING HOSPITAL
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predictable ways, but not all ofthese factors can them
selves be reliably predicted.

Three things are certain. First, the most fun
damental requirement ofthe workplace-a good work
ethic-will remain. Second, some current trends
most notably computerization, the need for
independent problem-solving and decision-making,
the desire for higher educational levels, and the pro
liferation of non-traditional hours-will not only
continue but also strengthen. And third, there will
be trends we have not yet seen, or at least discussed.

Among the latter is cultural diversity, a work
place trend mentioned only by employers in the state's
largest metropolitan areas. It is certain that cultural
diversity in the workplace will continue to increase,
that Virginia's minority populations will constitute
a greater percentage of its population in 2000 than
they did in 1990, and that the percentage will con
tinue to grow. In many ofVirginia's localities, racial
and ethnic diversity will increase over the next ten
years, bringing with it the need for higher levels of
tolerance and interpersonal skills.

Similarly, the cultural diversity of consumers,
whether they are members ofa different racial group,
non-English speaking immigrants, or foreign com
panies, will also increase.

In areas of the state that experience signifi
cant immigration, attract significant numbers of
foreign tourists, or where business and industry
have ties overseas, foreign language skills will
be increasingly valued in the workplace of the
coming decade.

WHERE THE JOBS WILL BE
Where will the jobs be in the next decade is a ques
tion that can be asked in three different senses: where
they will be geographically, in what industrial sec
tors, and with what kinds of employers.

Virginia's population is concentrated in just a
few areas of the state. According to the official 1997
population estimates for the Commonwealth, (pro
duced by the Weldon Cooper Center at the University
ofVirginia) , the Northern Virginia, Hampton Roads,
and Richmond areas together account for fully 59
percent of the state's total population. We expect
this trend to continue.

Over the long run, population tends to fol
low jobs, as people move to find employment. Jobs,
in turn, follow the people, as retail stores, restau
rants, and a host of services seek to locate near their
customers. What this means, of course, is that the
areas of population concentration are also the areas
where the jobs are, and despite temporary slowdowns
like the one occurring in Hampton Roads in the
late 1990s, this is likely to remain true during the
next ten years.

For job-seekers, the implications are clear.
Barring unforeseen and extreme changes in Virginia's
job market, opportunities will be greatest in the state's
major metropolitan areas.

Relocating is not a small thing to ask ofyoung
people with few resources and little or no experi
ence living apart from friends and family in a new
and sometimes radically unfamiliar environment.
For many, the expenses involved in moving and set
ting up an independent household in a relatively
expensive area on entry-level wages will prove to be
insurmountable barriers to geographic mobility. But
unless economic conditions in areas like Southwest
Virginia change considerably, such moves will be
the only answer for many.

N or are the advantages of location limited to
obtaining a first job. Living in or near an area where
many different kinds of jobs are available makes it
easier to switch employers and fields. In some jobs
fast food management and other kinds of chain
businesses in particular-promotion may necessi
tate such a move.

Where the jobs will be is a question that can
also be asked in another sense: which industries will
have the most jobs? Continuing demographic change
will playa significant part in answering this question.

It is not news that the leading edge of the baby
boom is now past 50. The aging of the baby boom
will increase demand not only for healthcare but
also for a variety ofother goods and services. Today's
older people, healthier and more vigorous than ever
before, travel, garden, and pursue a whole constel
lation ofother leisure-time activities. But like other
service sector jobs, those in sectors serving the eld
erly will be relatively low-paying and will offer limited
opportunities for advancement.

Meanwhile, when educational planners and
guidance counselors think about the jobs their stu
dents will hold in the future, they often focus on
large employers, who offer a number ofadvantages.
Large companies are the easiest to find and offer
the most job openings per contact, thus providing
the greatest return on the dollar for hard-pressed
schools, community colleges, and other agencies
seeking to provide labor force entrants with job leads.
Large companies also provide maximum return by
financing courses tailored to their needs, sometimes
donating or otherwise providing specialized equip
ment and services. And many large companies are
computer accessible, meaning that students can use
school computers to locate job openings and some
times to apply for jobs.

All these advantages combine to focus many
educators' attention on the opportunities available
at large companies to the exclusion of those avail
able with smaller employers. Yet according to the



Bureau of the Census (County Business Patterns
1995, Virginia), 43 percent of all Virginia employ
ees worked in businesses with under 50 employees,
and in many areas ofthe state the proportion is much
larger.

Moreo er, jobs in small firms have distinct
advantages as well as disadvantages. For entry-level
workers who may perform poorly on standardized
tests or whose skills may not be amenable to test
ing, small bu inesses often offer the opportunity to
interview personally with the employer, who may
well be the owner. While wages may be lower
though this is not always the case-hard work and
concern for the enterprise attract recognition more
easily, since employer and employee often work in
close contact. Mentoring is more common than it
often is in large companies, offering the opportu
nity to improve skills through experience rather than
formal training and to learn about a business from
the ground up. And finally, working for a small
employer can, if nothing else, establish a successful
work history, even if the employee must ultimately
move to a larger employer in order to advance.

CONSTANT CHANGE
Today's workplace is a place ofconstant, rapid, even
tumultuous change, and though technology is the
most obvious driver of such change, it is not the
only one. New demographic, economic, political,
and cultural trends have all contributed to the cre
ation ofa workplace very different from the one we
first studied over 10 years ago, and today the pro
cess remains far from complete. New theories of
management and how work should be structured
come and go at unprecedented rates. Cultural and
economic forces, resulting from events in far-offcoun
tries as well as changes in our own society, not only
alter the makeup ofthe workforce but re-orient whole
industries to new products and customers. Increased
corporate profits fail to bring higher wages, and
downsizing is the word of the day. For small
employers, increasing competition means longer work
hours and new demands for customer service. As a
result, even while the workplace struggles to adj ust
to one set ofnew rules and expectations, others quickly
take their place.

This whirlwind of change is unlikely to con
tinue forever. If the history ofwork in the Western
world has anything to teach us, it is that periods of
upheaval in t e workplace eventually subside, giv
ing place to m re static times, or at least times during
which change comes more slowly and more gradu
ally. However, periods such as the one we are currently
experiencing often extend over decades.
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Meanwhile, the future pattern of change is
largely irrelevant for today's workers, who must cope
with the way things are now and are likely to
remain for years to come. To do so, students must
be equipped with a solid grounding in the hard skills
of reading, writing, oral communication, math, and
computer literacy. These tools are required in order
to obtain a job, let alone to succeed at one. But
even more importantly, these skills are the base on
which the ability to learn throughout life rests, the
tools that enable today's worker to keep pace in the
rapidly changing workplace.

While necessary, however, the hard skills are
not by themselves sufficient. To succeed-some
times, in fact, to survive-in today's workplace, the
worker must also have soft skills: the ability to get
along with coworkers and supervisors; provide cus
tomers with quick, polite, and considerate service;
understand how one's work fits into and contrib
utes to the broader picture; and above all, to render
a good day's work for a day's pay.

In summary, today's workplace demands far
more of workers than did the workplace of even a
decade ago, and the workplace of the future will
demand even more. In an environment in which
constant change demands constant learning, edu
cators will be called upon to shoulder increasing
burdens in order to equip students with the basic
skills that will ensure their success in the job market
of both today and tomorrow.

These burdens are already stressful not only
for employers and employees but also for educa
tors seeking to keep pace with the ever increasing
needs of their students. In the future, the ques
tion of the educator's role in providing soft skills
will be a major cause of such stress, as the dilemma
ofwho will train students in the soft skills becomes
even more important. In fact, employers them
selves disagree about the schools' responsibility
for inculcating students with a good work ethic
and the ability to interact successfully with oth
ers. Some believe that these skills must be learned
at home and that the educational system can do
litde to teach them. Most, however, believe that
the schools can contribute, even if they cannot
do the whole job.

We side with the latter. The plain fact stands:
if the job is not done, the students of the future
will find themselves seriously shortchanged, and
if they are, so will the employers be. And the
Commonwealth's economy as a whole will there
fore suffer as Virginia strives to maintain its status
as a leader, not only among the states, but in the
global economy of today and tomorrow.•

7
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