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ABSTRACT

TH1-3302/000/01

This is the tarsi report of a project designed to explore the feasibility of

developing a computerized system to match military retirees to job vacancies

for teachers and other support personnel in vocational and technical education.

The project was supported under Section 4(c) of the Vocational Education Act

of 1963, Public Law 88.21.0, by the Division of Adult and Vocational Research,

Bureau of Research, U.S. Office of Education.

The project had five major objectives: (1) to determine the compatibility
between military occupations l specialties and skill areas in vocational educa-

tion progrLns; (2) to identify from a sample of current retirees those who

might qualify for teaching positions in vocational education; (3) to determine

state certification requirements and needs for teachers in vocational education

programs; (4) to develop an on-going method for matching retirees with specific

skills, interests, and experience to available teaching lositions in vocational

education; and (5) to recommend, if needed and feasible, a military retireejob

matching system--its requirements, its possible sponsor(s), operator(s), and

funder(s).

The principal conclusions of the study were as follows: (1) there is a wide-

spread shortage of vocational education teachers, yet there are thousands of

military retirees who are occupationally and educationally qualified for
vocational teaching positions; (2) no simple conversion can be lade from mili-

tary specialty titles to vocational and technical education instructional areas;
(3) after screening and analysis of military retiree backgrounds have been

accomplished, it is feasible to use them as teacher candidates in vocational
education programs; (4) the state certification requirements, both for education

and occupational experience, pose no insuperable barriers to the employment or
retirees; (5) there does not exist at the present time any systematic procedure

nor method for channeling interested and qualified military retirees into the
field, of vocational education; (6) computer-assisted matching of retirees to
job vacancies in vocational education is technically feasible and a computer
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program to perform this function, using a data base of 323 retirees, is opera-

tional at the System Development Corporation; (7) while the ideal of a single

computerized placement system for all levels of education is highly desirable,

practical considerations rule this solution out for the present. The study

concluded that it is desirable to establish a separate system to serve vocational

education,

Based upon the study results, the following recommendations are proposed: (1)
a military retiree-job matching, computer-assisted. system should be designed

and implemented as soon as possible; (2) the system's sponsor should be the

American Vocational Association with the possible co-sponsorship of the American

Association of Junior Colleges; (3) the system could be funded either individually

or collectively by the Department of Defense, the Department of labor, the Office

of Economic Opportunity, and the U.S. Office of Education; and (4) the system's

operator should be an independent, nonprofit organization, possessing appropriate

computer facilities and experience in the fields of education, information system

design, computer programming, and advanced data management technology.

The proposed system has the immediate goal of assisting in the placement of

military retirees who are interested. in and qualified for teaching positions
in vocational education. However, the system should be designed in such a way

that it could be readily expanded. to serve (1) all the job-seeking needs of
all military retirees, and (2) all the personnel-seeking needs of employers in
vocational education.

In order to inform retirees af present career opportunities in vocational educa-

tion, the foliating interim steps are reccomended: (1) the American Vocational
Association should prepare a two-page pamphlet concerning available teaching
opportunities in vocational education for distribution to all. military retirees;
(2) the two -pga pamphlet should also be distributed during all Department of
Defense/U.S. Employment Service retirement orientation lectures and its contents
reviewed in those lectures); and (3) the Department of Defense! should, revise its
publication, rCaree, to include current information concerning
vocational education«
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PREFACE AND ACKNOWLEDGEMENTS

For nearly a half century the various states have conducted programs of trade,
industrial, and technical education under the sponsorship of several Acts of
Congress. The most recent of these Acts are the Manpower Development and
Training Act of 1962 and the Vocational Education Act of 1963. Trade, industrial,
and technical education (hereafter referred. to as vocational education)* is of
national importance; vocational education is directly related to the economic
stability of the nation; and it has become of critical concern in recent years
us a result of the unprecented growth of technology.

Vocational education programs are conducted in a variety of schools throughout
the nation. These schools are variously called junior colleges, community
colleges, technical institutes, area vocational schools, and technical high
schools. Vocational high schools now enroll one-fourth of all secondary pupils.
Since enactment of the Vocational Education Act of 1963, the number of area
vocational schools has increased by 50 percent, enrollment of secondary pupils
has risen by 800,000 to 2.5 million, and the number of adult enrollees has
increased by half a million to 2.4 million. All of the vocational education
programs have as one of their prime purposes the pre-employment preparation of
persons who desire to enter an occupation to begin their life's work or to
acquire new skills in order to begin a new career. A critical problem is to
locate qualified persons who will become instructors in such programs. It has
been suggested that some of the most qualified potential instructors might be
found among military personnel who are retiring from the service and who are
seeking a second career.

In January 1966, under the provision of The Vocational Education Act of 1963,
Section 4(c), System Development Corporation was awarded a contract by the
U.S. Office of Education to survey a sample of retiring military personnel who

* This study does not deal with vocational occupations in such categories as
agriculture, distributive, fisheries, and homemaking.
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possess occupational and/or instructional experience for their potential

utilization in secondary and post-secondary vocational education programs; to
determine the minimum certification requirements of the several States for
vocational teachers; and to develop a method for fitting the occupational and
instructional skills of selected retiring military personnel to available job
opportunities in state vocational education programs.

This document, TM-3302/000/01 is the final report of the SDC study. Part I
provides an overall description of the project: statement of the problem,

project objectives, and the project plan. Part II describes the procedures,

methods, and results of the study. This section of the report is organized by

project objectives and. their related tasks. Part III presents the conclusions
and recommendations. Project evaluation is discussed in Part IV. A bibliography
is included. References cited throughout the report refer by number to items
listed in the bibliography. The appendices include the survey instruments that
were employed and representative computer printouts of retiree profiles.

We wish to express our appreciation to the Advisory Council of this project.

The Advisory Council was convened twice. The first meeting, at the close of
the planning phase, provided an opportunity for the Council to: (1) review
the planning of the study; (2) provide specialized information, direction, and
advice relative to the design of the study; and (3) recQmmend special areas of
concern to be included in the study based upon the specialized knowledge and
interest of each representative. The Council met a second time following the

collection and treatment of data and prior to submission of the final report
in order to: (1) review the findings, conclusions, and recommendations; (2)

discuss recommendations for subsequent activities; (3) discuss effective

methods for dissemination of results; and (1) provide recommendations concerning
those individuals and organizations to be included in distribution of the
final report.
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The Advisory Council consisted of the following individuals: Mr. Arthur W.

Barber, Deputy Assistant Secretary of Defense; Dr. Melvin L. Barlow, Director,

Division of Vocational Education, University of California (Dr. Barlow also

served, as principal consultant to the project); Colonel Arthur A. Brackett,

Reserve Officers Association of the United States; Dr. George L. Brandon, Head,

Department of Vocational Education, College of Education, The Pennsylvania

State University; Dr. John Caffrey, Director, Commission on Administrative

Affairs, American Council on Education; Mr. Fred B. Irwin, Assistant to the

President, International Brotherhood of Electrical Workers, representing the

AFL-CIO; Dr. Edward L. Katzenbach, Jr., Vice President, Raytheon Company;

Dr. Will R. Shoemaker, Director of Vocational Education, Department of Education,

Ohio; Dr. Kenneth Skaggs Vocational Education, American Association of Junior

Colleges; Dr. John P. Walsh, Assistant Manpower Administrator, U.S. Depart6nt

of Labor; and Dr. F. Parker Willer, President, Los Angeles TradeTechnical College.

Appreciation is also extended to the Department of Defense fo Its cooperation

in granting authority to conduct the military survey, for providing coordination,

and for designating the individual service representatives with whom we worked.
Our thanks are extended especially to: the Honorable Mr. Thomas Morris, Assis-

tant Secretary of Defense (Manpower); General William W. Berg, USAF, Deputy

Assistant Secretary of Defense; and Colonel Herbert B. Allen, USA, Assistant
Director, Office of Compensation Affairs, Department of Defense.

Providing invaluable assistance and representing the indiVidual military services

were: Mr. Nark M. Biegel, Assistant for Special Studies, Bureau of Naval Personnel,

Department of the Saw; Lt. Col. Earl R. Eichenbcrger, Retired Active! Liee Branch,

U.S. Army; and Mr. Frederick Keller, USAF Personnel Center, Randolph Air Force

Base, U.S. Air Force. It was through the efforts of these gentlemen, and their

organizations, that we were able to obtain the names and addresses of retirees

to be included in the survey.
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Special acknowledgement is offered .to Dr. Melvin L. parlay, the principal

consultant to the project, viho provided invaluable assistance in project

planning, data analysis, and evaluation activities.

Dr. John F. O'Toole, Jr., Manager of Education Systems Projects, System

Development Corporation, contributed significantly to project planning and

provided general direction and consultation during the study.
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PART I. DESCRIPTION OF THE PROJECT

A. Statement of the Problem

1. Vrta ocational Education

TM-3302/000/01

Numerous studies, surveys, and conferences concerned. with problems in

vocational education emphasize the current and predicted critical shortage

of qualified teachers and support personnel such as administrators and

counselors (7, p. 8; 12, p. 41; 13, p 35; 31, p. 168; 37, p. 62).*

The essential problem is the difficulty of finding the required numbers

of persons with adequate occupational qualifications who also meet

state educational certification requirements and matching them to

existing job vacancies. Rapid technological change, combined with

ever-increasing student enrollments and national expansion of vocational

education programs, will serve to aggravate the shortage of qualified

personnel in the years immediately ahead. The Vocational Education Act

of 1963 and other federal enactments have created new sources of funds

for vocational education. However, this legislation will fail of its

purpose unless an adequate source of qualified instructors and support

personnel can be found to implement the funded programs.

2. Potential Job Candidates in the Armed Forces - Military Retirees

The Armed Forces of the United States contain, an almost inexhaustible

supply of potential candidates for job vacancies in vocational education

programs. As Secretary of Defense Robert S. McNamara has pointed out,

the Department of Defense operates the largest training establishment

in the world. This fact has been well documented (4, 11). Many

technological advances are developed and applied in a military context,

and there are hundreds of trained instructors in the services who work

on the leading edge of technology and who have a wide variety of

occupational skills and experience. At the present time, the skills

Numbers in parentheses refer to publications listed in the bibliography.



February 10, 1967 2 TW3302/000/01

and experience military servicemen have acquired at a cost of

millions of dollars to the taxpayers are all too frequently lost when

these men retire with twenty to twenty-five working years still ahead

of them (10). Approximately 50p000 servicemen are retiring annually.

The vocational education community his no method for determining on a

regular and systematic basis whether or not these servicemen are

potential job 'candidates.

3. The Need for a Military Retiree-Job AMtstalmadm

A recently completed study of the transition made by military retirees

to civilian occupations found that fewer than half the retirees surveyed

found employment in jobs related to their military specialties (10)'

The authors of the study cited conclude that "more intensive placement

efforts might counteract the considerable slippage revealed in the

survey." (10, p. xv.) Referring to the failure of educational

institutions to employ military retirees in any substantial numbers,

the authors write that "school systems and other nonprofit employers

who are interested in recruiting military retirees must find efficient

and direct channels for communicating with potential recruits. Such

channels do not seam to be sufficiently developed at present." (10, p. 229).

It would appear from the results of the study from which these quotations

are taken that there is a genuine need for improved placement procedures

and better channels of communication if military retirees are to find

employment in vocational education. The problem will get worse with

the passage of time. Although there are currently about a half million

retirees, this number is expected to double during the next fifteen

years. These figures do not take into account how many military

retirees might become job seekers rather suddenly if the Vietnam

war came to an end in th near future. It is essential, therefore, to

determine the feasibility of designing a workable and efficient computerized

method for matching military retirees to job vacancies in vocational

education. This is the basic purpose of this project.
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stre_toalsciLLar that a comauterized man-Joll matching system isnode

ferr_m. t!...tt s tem (1, 14., 20, 62). Such a system attempts

to locate individuals from a large number of potential candidates who

meet specified requirements for a particular job opening. The computer

provides a list of candidates with their personal histories to

prospective employers. The employer makes the decision to hire; and

the job ,candidate decides whether or not to accept a job offer.

B. Project

This project contains five major objectives which derive from the statement

of the problem as statod. above. These objectives are logically and

substantively related and are listed as follnws:

1. Determine the compatibility between military occupational specialties

and skill areas in vocational education programs;

2. Identify from a sample of current retirees those who might qualify

for teaching positions in vocational education programs;

Determine state certification requirements and needs for teachers

in vocational education programs;

4. Develop an on-going method for fitting military retirees with specific

skills, experience, and educational qualifications to available jobs

in vocational education;

5. RecOmmend, if needed and feasible, a military retiree-job matching

system--its requirements, its possible sponsor(s), operator(s), and

funder(s).
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The acccenplishment of these five Objectives required a number of operational
tasks which, in their totality, corm rised the work of the project. To
illustrate, our first objective above was divided, into two tasks: (1) a

literature survey of nationwide course offerings and skill areas in voca-

tional education programs; and (2) a literature survey and job analysis

to Dutch military occupational specialties with skill categories in vocam
tional education programs. The bulk of this report is presented in teams

of this objectives/tasks format.

C. Project Plan

To accomplish the project objectives, the study was divided into four

phases of effort as follows:

1. Plaannin4 Phase. During this phase, cooperation and coordination with

the Department of Defense and each of the military services was accom-

plished; data collection instruments were designed; data collection

procedures were established; and the Advisory Council was convened to

review project plans.

2. Data Collection Phase. Surveys were conducted of a selected segment

of the retiring military population and of state teacher certification

requirements in vocational education; military skills and vocational

education skills were analyzed so that cairpatibility could be deter-

mimed; data were coded for analysis and computer treatment; and data

treatment was planned.

3. Data Treatment and AnalWs Phase. Date. treatment and analysis were

accomplished bath manually and by use of a modified ccaptrter program

based on an existing SDC query program called the Experimental Per

Information Capability or EPIC. The modified EPIC program was used
to demonstrate the feasibility of utilizing the computer to select
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frau the data base those retirees who fit specific state requirements
and to conduct various types of arithmetical operations.

ri.Pilklits This phase begpin with a second meeting of the
Advisory Council. The primary purpose of this meeting was to review
the findings, conclusions, and reconnandations of the ye Neat prier
to their inclusion in the final report. The last activity was the
writing of this report.
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Mg IL TASK PROCELURESI MIESODS, MD REIN'S

A. Determine the Cans tibility Between Military Occupational Specialties

1. bilLIWitustirtilimizstcortriattitansiumiMILims.
j Vocational Education Pro rsros

A literature survey of trade and technical education programs offered

nationwide was undertaken. Approximately ,140 different course offerings

were found. Ay using several criteria, this large number was reduced

to 27. The criteria used were these:

Select a wide range of vocational education courses which reflect

on a minor scale an equally wide range of military specialties;

Avoid, the selection of vocational education courses which are

regional in character (Lumbering, Boat Building, Neritime Trades,

etc.);

Select courses that are limited in student enrollments and not

frequently offered (Dry Cleaning, Optical Mechanics, Instrument

Repair) as well as those that are popular and well-known;

Eliminate courses which are offered by only one or a few states

(Fur Manufacture, /limbering, Landscape Gardening, etc.);

. Eliminate courses which do not have an equivalent skill in the

military services (Cosmetology, Interior Decorating, Clothing

Design).

Two additional occupational skills (counseling and administration) were

added to the 27 identified using the criteria listed above. The final
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selection of 29 occupational skills including the 27 types of course

offerings appears in Table 1. The numbers in the left hand column are

the code numbers identifying the occupational specialties in the SDC

computer program developed for this project. These occupational cate-

gories have been used throughout the project, first, as the basis for

selecting military retirees to receive questionnaires, and second, as

a basio for matching retirees to jobs invocational education programs.

It should be noted that the last two categories in the Table (adminis-,

tration and counseling) were added after the questionnaires had been

designed and mailed. These categories were used only for matching

purposes after the questionnaires were returned.

2. Task No. 2: Literature Surve and Job see to Match Milit
Occupational Specialties with Vocational Education Skill Categories

A literature survey and analysis of service manuals for the Air Force,

Navy, and Army was made to determine each service's methods for

classifying, describing,, and identifying career fields and occupational

specialties (40, 46, 48, 52, 53, 54, 55). In addition to the service

manuals dealing specifically with the descriptions of specialties, the

survey included examination of both service and Department of Defense

documents and manuals containing conversion tables for military and

civilian occupations and specialties (41, 47, 50, 51, 57, 60).

Analyses and study of the conversion tables, the occupational descrip-

tions in the service manuals, and the job descriptions and codes in the

Department of Labor's Dictionary of (30) made it

possible to match the.29 vocational occupational categories, described

in the previous task, with equivalent or closely related occupational

specialties in each of the three services. Matching tables based on

these relationships were prepared for each service. Examples of matches

from each service for the vocational skill area of Aircraft Mechanics

are shown in Table 2.



February 10, 1967 9

Table
VOCATIONAL COURSES AND MOLL AREA CC

TM-330.2/000/01

Code
Nearli... Code MeaninL

2

Aircraft Mechanics 16 Machine Sho

Auto Body and Fender Repair 17 *dical Technology

4

I

Auto Mechanics 18 Nurs and Hospital Care

Business (ADP) !wchine Reir 9 Optical

61

8

111111

..., ..

Dental Technician 21 Matti.: and Pipefitting

Diesel Mechanics 2 Police Science

Draftini Mechanical
2.3 Printing

413 ing.

,)111/1

11

12

Cleanin 24 Re.; ir

Electrical A lianee Re.:i
Refrigeration andAir:

Electricit Electrical Technolo:. 26 Sheet Metal Work

Electronic Data Processing
0.-ra ons

Electronics 28 Administration

14 FOod Trades 29 Counseling

1 Instrument Re.,ir

Ye,1.6,41.
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.10112.2

MILITARY SERVICE SPECIALTY CC FCR AIRCRAFT MECHANIC

U.S. AIR FORCE OFFICER SPECIALTY CODE

TRADE AND TECHNICAL
OCCUPATIONAL FIELD

Aircraft Mchenics

AFSC

4316
4344
2816
or
2855

SPECIALTY Two

Aircraft Maintenance Staff Officer
Aircraft Maintenance Officer
Aeronaabical Engineer

U.S. AIR FORCE ENLISTED SPECIALTY CODE

43190
43170
43171
43290
43270
43273.
43590
43570

Aircraft Maintenance Superintendent
Helicopter Technician
Aircraft Maintenance Technician
Aircraft Engine Superintendent
Jet Engine Technician
Reciprocating Engine Technician
Flight Engineer Superintendent
Flight Engineer Technician

U.S. ARMY OFFICER SPECIALTY CODE

MOS*

671B A/C Repair Tech., Non-rated
67W A/C Repair Tech., Rated
4823 A/C Maintenance Officer

U.S. ARM! ENLISTED SPECIALTY CODE

671
672
675
676
677
678
679
681
683
686

*MSC - Air Force Specialty Codes
Mfg - Military Occupational Specialties

Single-Eng. Airplane Mech.
Multi -Eng. Airplane Mech.
Single-Bog. Single Rotor Hell. Mech.
Single-Eng. Tandem Rotor Hell. Mech.
Kati-Eng. Single Rotor Heli. Mech.
Multi-Eng. Tandem Rotor Heli. Mech.
A/C Repair Supv.
A/C Engine Repairman
A/C Powertraln Repairman
Airframe Repairman



February 10, 1967

TRADE AND TECHNICAL
OMErfrPneriAL

U.S. NAVY *OFFICER SPECIALTY CODE

NOBC

TM-3302/000/01

SPECIALTY TITLE

Aircraft Mechanics 8192
8190
8191
8176

8177
8178

A86100
8119

8118

8120

8121

8112
8115
8004

A29140

A32420

8138
8144
8148

Aircraft Maintenance
Aircraft Maintenance.
Aircraft Maintenance
Aircraft Maintenance

Officer
Aircraft Maintenance Quality Control. Officer
Aircraft Mainterrnce Task Supervisor
Aircraft Mechanic
Aviation Maintenance Engineering Officer

(Airframes)
Aviation Maintenance Engineering Officer

(Genii)

Aviation Maintgtnance Engineering Officer
(Jet Engines)

Aviation Maintenance Engineering Officer
(Recipro. Engines)

Aviation Maintenance Field Representative
Aviation Maintenance Management Engineer
Aeronautical Engineering Officer, Aircraft

Mechanical Equipment
Educational Specialty ( Aeronautical
Engineering)

Instructor, College (Aeronatuical
Engineering)

Overhaul and Repair Engineering Officer
Overhaul and Repair Inspection Officer
Overhaul and Repair Officer

Officer (Airframes)
Officer (General)
Officer (Powerplants)
Planning and Control

U.S. NAVY ENLISTED SPECIALTY CODE

NEC*

ADJ

ADR

AD-6422
AD-6432
AD-6492

8303
8309

Aviation Machinist's Mate (Jet Engine

Mechanic)
Aviation Machinist's Mate (Reciprocating

Eng. Mechan.)
Jet Test Cell Operator
Helicopter Mechanic
Target Aircraft Mechanic
C-121 System Maintenance
A-5 System Maintenance

* NOBC - Navy Officer Billet Classifications
NEC - Navy Enlisted Classifications
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U.S max= STICIAIIII coat (coat inued)

MK:

8'30

8319
8324
8331
8337

8339
8334
8351
8357
8364

83837176
8377
8378
8381
8394
6251
8252
8262

* IOC - New Enlisted Classificaticins

C-130 System ikintensnea
P-3 System Mintenance
F-4 " to

A-6 11 11

111.2
11 11

11

1P-8
11

A14. 1 tr

A-3 tl It

163
7-6 It ft

UH-2 11 tl

SR-3 01 tt

SH34 01

S-2D 11 el

DASH Technician
Flight Engineer P-3
Flight Engineer 0-130
Flight Engineer C-121
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Task No. Obtain by stionnaire the Education and Skills
a e o 17 r reel

The matching tables described in the previous task were mailed to the

personnel data centers of the Air Force, the Navy, and the Army with a

request for the lianas and mailing addresses of all retirees with the

listed specialty, code numbers for either one month (July) or for 500

retirees per service. This request was based on the goal of obtaininG

approximately 100 completed questionnaires from each service.

Using the military specialty codes provided, to them, the Air Force and

the Army representatives mailed to SDC the names and addresses of

personnel presumably holding those code numbers. The Air Force provided

the names of 12 officers and 361 enlisted men retiring July 1. The

Army provided the names of 51 officers and 230 enlisted men retiring by

July 1, 17 officers retiring on August. 3,, and one officer retiring

September 1. The Navy's response was quite different. This service

provided the names of 362 officers and 1769 enlisted men. Approximately

half of this total number were retiring by July 1 and the other half by

August 1. However, this Navy list was not based on specialty codes. It

was a list of all men retiring during June and July. Questionnaires

were not mailed to Navy personnel on sea duty. The following table shows

the numbers of retirees, by service, who were mailed questionnaires.
*

Table 3

NUMBERS OF MILITARY RETIREES WHO WERE MAILED QUESTIONNAIRES

Service Officers Enlisted Totals

Air Force 12 361 373

Navy 194 780 974

Army 51 230 281

. .
4

Totals 257 1371 1628

* Se Appendix A.



The lo2/00o/o1

The following table shows the umber of stionnaires returned by
each service, the percent of the total represented :kJ:, each, and the
number of questionnaires returned undelivered,

Table 4

CLUX3TIONNAIRES MURK= BY MIL UARY REMUS

Service Orficers Enlisted Totals Total Undelivered

Air Force 4 81 85 22.5 25

Navy 55 202 257 26 54

Army 15 49 64 22.5 21

Totals 74 l 332 406 25 100

Out of the 406 questionnaires which were returned, a final total of 323

contained sufficient information to be included in the retiree data base.

This data base was coded, keypunched, and placed on tape where it is

available for man.-job matching by computer,

2. Task No. 4: Evaluste the Ube of Service ial Nolbers fortc frau o omit Areas

Military retiree questionnaire rettuns, interviews with retirees, and
interviews with representatives at the service personnel data centers
have led to the inescapable conclusion that the services' specialty
code numbers are not satisilictory for matching retirees to °emotional
skill categories in vocational education.

The individuals specialty code number does not always reflect his
technical knowledge and training. This is commonly the case for
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enlisted men when they attain supervisory positions and for line

officers. Thus, in the Air Force three or four technically different

career ladders feed into $ single superintendent's position which has

its unique AFSC. To take one example, in the Metalworking Career Field,

the Metalworking Superintendent has the AFSC of 53490. The superintendent

with this AMC may lik.ve his technical background in any one of four

technical areas: machine shop, metals processing, sheet metal, or

airframe repair. The superintendent's specialty code number, therefore,

informs one that a man is a supervisor at the E-8 or E-9 grade level,

but it does not inform one of his specialized knowledge and training.

Similarly, in the Navy, an officer's NOBC informs one that the individual

is a Nuclear Submarine Commander or a Pilot, but it does not provide

information about his areas of technical expertise. A Naval officer

may have both administrative experience and experience as an instructor,

but this intonation would not be revealed by his specialty code number.

It was hoped, that because the Navy was unable to provide names and

addresses of retirees on the basis of specialty code numbers as

requested and as provided by the Army and the Air Force, some

unforeseeable advantages to the project might accrue. This proved, to

be the case. It provided further evidence that selecting retirees as

possible candidates for positions as teachers, administrators, or

counselors in vocational education based upon specialty code numbers

is not a desirable procedure. It was found, for example, that some

Navy line officers with the rank of It. Commander and Commander and

with college degrees, some with higher degrees, were interested in

second careers in vocational education (item #21 on the military

questionnaire). But the specialty code numbers of these officers could

not be matched to skill areas in vocational education. One,such officer,

a Commander, could not be matched by his specialty code number to any

vocational skill area but wrote on his questionnaire that he was

"already processing for teaching vocational subjects." He checked
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Drafting and Machine Shop as the two skill areas in which he felt
qualified to teach (item fa on the military questionnaire) . These
officers who might be potential candidates for vocational education
employment would not have been identified if the specialty code number

procedure had been followed. It is likely that maw potentially Interested
and qualified individuals in the other two services were not identified

because the specialty code number procedure was followed.

Study of the questionnaire returns from Navy retirees also indicated
that many individuals did have a good potential to becane instructors

in vocational education but this fact could not have been ascertained
by the use of specialty code numbers. These in were specialists in

such fields as Fire Control Technician, Damage Controlman, Gunner's iikte,

etc., fields which could not be matched to the vocational skill areas.

3. Task No. 5: Interview a le of Current MUltsrsr Retirees to: (a)
Validate Questionnaires; (VI

S
Determine Their Knotledge of and Interest

in Vocational Education; and (c) Obtain Opinions on the DOD/UBES
Retirement ientation Program

Some difficulties were encountered in interviewing retirees because of

delays in receiving their names and addresses from the service personnel

centers, the large number of retirees who were terminating their service

in locations difficult to visit, and the lack of concentration of

retirees in given locations, particularly in the case of Army personnel.

As a result of the delays in receiving the Nunes and addresses of

retirees, a large number of retirees had already left the service

before interviewing began. Interviews were held, in spite of this

difficulty, in the homes of selected retirees who had provided their

permanent home addresses on their questionnaires. These interviews

varied in length from one-half hour to two hours depending upon the

amount and kind of information the retiree was able or willing to

provide. A total of twenty-six interviews were held. This number

includes eight Air Force retirees, seventeen Navy retirees, and one

Army retiree.

%WI
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Validation, for purposes of this study, was designed to determine

whether or not the respondents understood the intent of the questions

and whether or not they were able to give appropriate answers. To

validate the questionnaire, a representative sample of retirees was

interviewed, representative in the sense that there was no systematic

bias in the sampling. The only items in the questionnaire which gave

the retirees significant difficulty were question 8, which asks for

Specialty Code Number; question 9, which arks for Specialty Title;

and question ll, which asks for U.S. Armed Forces Institute (USAFI)

courses taken (see Appendix A). These three questions resulted in

confused replies because many of the retirees did not know their

Specialty Code Numbers or their Specialty Titles, and they confused

service training courses with USAFI courses. The answers to these

three questions have not been used as selection criteria to match

retirees to jobs.

b. Determine Their Knowledge of and Interest in Vocational Education

A. majority of the retirees who were interviewed, expressed interest

in teaching as a second career. Several volunteered the information

that many of their associates would also be interested. Few of the

retirees knew anything about vocational education and said they had

not thought about it at all for second career possibilities until

they had received the SDC project questionnaire. As one Chief Master

+Sergeant put it: "If there are openings for teachers in vocational

education and if people like myself have the appropriate backgrounds,

thel...;...cAyil...masttii.__A:somebnohardenoutoreachus."

Almost all the retirees were surprised to learn that a college degree

was not a mandatory requirement in all states for teachers of voca-

tional education. The fact that military retirees are not aware



February 30, 1967 18 T14-3302/000/01

of the differences in certification requirements between academic

education *Ad vocational education is hardly surprising. Outside of
the field of vocational education itself, these distinctions, in dis-

cussions about teacher supply and demand, are frequently ignored.

This is often true of scholarly studies as well as the mass media.

For example, in their study of the transition of military retirees

to civilian employment, Sharp and Biderman comment on the failure of

educational institutions to employ a significant number of retirees

and they relate this fact to the importance of the college degree as

a condition of employment (10). Not once in their discussions of this

problem do they differentiate between academic education and vocational

education. This reflects the widespread tendency among professional

personnel to neglect vocational education.

The Department of Defense has also tended to overlook the field of

vocational education in its efforts to acquaint military personnel

with education as a potential post-retirement career. For example,

its publication on this subject, Teaching: A.Second Career, is

devoted to the problems facing the military retiree if he wants to

teach at the college level or at the elementary or high school level

in academic schools (56). The importance of securing the college

degree is stressed throughout and the field of vocational education
is not even mentioned.

It is not surprising, in light of the circumstances noted above, that

if the military retiree thinks about education at all as a potential

second career, he thinks of it as primarily academic education and

then rules himself out as a possible candidate if he does not have

the baccalaureate degree.

Although 44 of 'the 45 states surveyed do not require a college degree
as a condition of employment in vocational education, all the states
would require the retiree without the degree to acquire some academic
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credit beyond the high school diploma after employment is obtained.

It was important, therefore, in the interviews with retirees to deter-
,

mine what their attitudes were toward returning to school. With the
exception of one retiree who said he thought he was "too old," the men

interviewed stated they would not object to going back to school if
this was necessary, while teaching, to meet a state's teacher certi-

fication requirements. Several of the men were already planning to

continue their education in junior and state colleges. In general,

the attitude expressed was one of recognition of continuing education
as a natural condition of contemporary civilian life no less than of
life in a military environment.

c. MainZ)inions on the DOD/USES Post-Retirement Orientation Proem*

Before presenting what the retirees had to say about their experi-

ences with the Department of Defense/U.S. Employment Service (DOD/USES)

Post-Retirement Orientation Program, it is necessary to review briefly
the history and nature of this program.

The Sharp and Biderman study of the transition of military retirees
to civilian life covers the retirement experiences of men who left the
service in 1963-64. They report that "available (job) counseling and

information resources in the military and outside are little under-

stood and used; 81 percent of the May 1964 retirees said they had
used none at all and only 3 percent received counseling from the
military." (10, p.x) The authors comment in a footnote, however,
"that as a result of the introduction of new services the proportion
(using counseling) would undoubtedly be higher for a survey conducted

at a later date." (10, p.77)

*Although the program is offered to servicemen prior to retirement,
it is misleadingly named a "post-retirement program" (19).
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The Sharp and Merman study overlapped the publication at

directives on a cooperative program between the Department of
Defense and Department of Labor, Bureau of Employment Security,
for providing employment orientation, counseling, testing, and
placement assistance for military retirees (19). The first
directives outlining the objectives of this program did not appear
until early in 1961e, hence the benefits of the program were not

experienced by the retirees who participated in the Sharp and
Biderman survey as they, in fact, noted.

The new cooperative post retirement orientation program is

described in a Navy publication dated 8 March 1964. The rele-

vant sections read as follows:

A job development and placement service, as such, is neither
possible nor desirable within a military organization; however,
it is important that a procedure be established whereby the
career military member may be provited appropriate and timely
counseling concerning civilian labor market conditions. The
Bureau of Employment Security, Department of labor, through
its United States Employment Service, and the affiliated
state employment agencies, is prepared to aid the retiree
in obtaining this information and has developed a Cooperative
Program for Employment Assistance to Military Personnel
Scheduled for Retirement. This program will be inaugurated
1 April 1964 and is designed for presentation in two phases:

a. Phase I is a comprehensive briefing session which
will be conducted by the U.S. Employment Service for
Navy personnel 12 to 18 months prior to till Scheduled
date of their retirement or transfer to the Fleet
Reserve.

b. Phase II is a direct employment assistance phase which
generally will commence 3 months after the initial briefing
or orientation session. Phase II consists of one or more
working sessions at the military installation or the local
employment service office,

tr..-mh oh! Phdhl .
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This new cooperative program had been in effect approximately two
years (April, 1964 - July and August, 1966) when the interviews

reported in this section were conducted.

Although the interview sample from which the follading experiences
with the cooperative program was obtained is a very small one with

respect to all military personnel who retiredoln the summer of

1966, the comments of the retirees suggest that more men may be

now attending some form of pre-retirement second career orientation

than was reported by Sharp and Biderman for an earlier "cohort" of

retirees as quoted earlier. However, the interview data also

suggest that the current program is still not completely satisfactory

in the area of providing job market information to the retirees,

and that a major source of difficulty is the conversion of military

skills into civilian occupational categories.

Almost all of the retirees interviewed said that they had either

attended a retirement orientation lecture prior to retirement or

could have attended one if they had wanted to. Several did not

attend scheduled orientations because they already had made

their own arrangements for employment or knew what they wanted

to do and did not need assistance from the service or the USES.

A few wanted to attend but did not because of schedule conflicts.

The attitudes of the retirees toward the job counseling phase

(Phase II) of the retirement orientation lectures were, in general,

decidedly negative. All the informants described the orientation

program as dealing primarily with administrative procedures related

to retirement rather than with job opportunities as such. Several

of the retirees said that no discussion of the job market occurred.

Others stated that jobs were discussed, but only in very general
terms such as the availability of jobs in sales, or that the retirees
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"should not settle in the San Diego area because job opportunities

were scarce." One retiree reported attending two orientation lectures

in which the same people presented similar talks about jobs but

that the information was "vague."

In addition to the DOD/USES cooperative post-retirement orientation

program lectures, the retirees also discussed other aspects of their

service's retirement procedure. Several of the retirees referred

to receiving a packet of papers and pamphlets dealing with retirement

but, again, these were administrative in character and also described

the various agencies which were available to help the retiree and

the types of services they performed. These naterials did not

include information about jobs. Coe informant described the work

of a "Retirement and Separation Branch" at his base as entirely

administrative in nature with no information on employment

opportunities provided. In this case there was no US W representative

in the nearest town.

It was apparent from the interviews that post-retirement orientation

lectures varied greatly, particularly with respect to the provision

of job market information, depending upon the location of the

retiree's last service assignment. Service centers in the heart of

large cities, such as San Diego, have the facilities to provide

more job market information than, for example, military bases in

relatively isolated areas. Cue of the officers interviewed stressed

the fe.ct that the kind of post-retirement orientation program

offered at a given location also depended largely upon the support

given to it by the local commanding officer.

During the interviews, the retirees were asked whether or not they

thought their service should provide more assistance to them in

job seeking. Apprcocimately half of the informants thought the
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services did not help enough, while half agreed with the retiree who

said that the service "should not be an employment bureau." However,

several of the retirees, including some who felt it was not the

service's responsibility to help them find jobs, stated that their

service ought to provide all retirees with data on their past

duty assignments to aid them in the preparation of their resumes.

One informant noted he had not yet prepared his resume, but that when

he did, he would have to rely on hid memory to reconstruct his job

history. He concluded it would. be helpful if the service could

provide such information. Another retiree suggested the foliating:

"...by a man's seventeenth year in service, his complete service

record should be compiled in some form of data processing system.

It should have the individual's experience, training, equipment used...

areas of the world he has been in, his instructor background, etc.

Such a central file is necessary because local files are incomplete.

Any potential employer should have access to the file. The record

should include a man's fitness reports or personal evaluations by

his superiors. ".

A major problem which the retirees brought out in the interviews was

the difficulty they were having in translating their service skills

and experience into civilian occupational categories. There are few,

if any, copies of military-civilian job conversion tables available

to the retiree at military installations. The retirees who had seen

and tried to use such tables reported them to be very inadenuate, and

the authors of this reportpwho have also used these conversion tables

for the purposes of this study, agree with that conclusion. Thus,

many retirees have no idea of the type of civilian job for which they

might qualify and are handicapped at the outset in their exploration

of the civilian job market.
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Special categories of servicemen have unique problems in finding
postretiromnt employment. The personnel of the Navy who serve
the last days of their, enlistments while on sea duty are an obvious
case in point. Another category is composed of those men terminating
their service at geographically isolated bases. For such man, job
hunting is reduced to a letter writing campaign if it is conducted
at all, and, of course, for an undefined job market.

Cin the whole, the interviewers were favorably impressed by the

caliber of the retirees interviewed. Most of the men were youthful

in appearance and attitude; they were eagerly seeking challenging

and interesting second. careers; they were articulate, with a few

exceptions, about their interests and capabilities; and, in general,

they appeared to have a good potential, if carefully screened, for

placement in vocational education programs.

The military services are aware of the job counseling inadeqtacies
and weaknesses in the current program as noted above and are

constantly striving to improve them. A pilot program to study

and improve the employment assistance provided to retirees is

currently being implemented in the Third United States Army

Area at Fort McPherson, Fort Denning, and Fort Bragg. This

program illustrates the kind of efforts being node by the services

to implement D) directives on employment assistance for retirees.

The description of the program, quoted below, was provided by

Lt. Col. E. R. Eichenberger, Chief of the U.S. Army's Retired

Activities Branch, in a letter dated 26 September 1966.

RETIRED PERSONNEL ASSISTANCE

ADMINISTRATION OF PILOT PROGRAM

1. A pilot program to study and improve the Retired
Personnel Assistance Program will be initiated within the
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Third United States Army area. The program will be
geared toward all phases of assitance to retiring
and retired personnel with particular emphasis on
employment assistance. At the end. or one year the
program will be thoroughly evaluatea to determine the
practicability of changes in Army-wide procedures.

2. An officer in at least the grade of Major will
be assigned full time to each a the Retired Activities
Sections at Forts McPherson, Benning, and Bragg. These
officers should be familiar with the Army Regulations
governing retirements and have a working knowledge of
the benefits to which retired personnel are entitled.
In addition, Headquarters Third United States Army
will designate a project officer and such other assistants
as needed.

3. The retired activities officer with the assistance
and support of the installation commander will screen records
and identify those individuals who have completed between ld
and 19 years of active Federal service. A control card will
then be established, prepared in duplicate, with a copy for
the post education officer (sample attached). Those personnel
thus identified who have indicated an intention to retire, or
will be mandatorily retired, will be invited and encouraged
to participate in pre-retirement counseling as required.

4. General pre-retirement orientation sessions will
be conducted monthly by the Eetired Activities Officer.
This session should not exceed 60 minutes. Phase I sessions
will be conducted on a quarterly basis.. Individual interviews
will be conducted as needed.

5. Personal interviews will be held with each potential
retiree at the time he enters the controlled program and as
often thereafter as requested. The potential retirees will
be given employment assistance individually, to include
conversion of military skills to appropriate civilian
occupational specialties, guidance in the preparation of
resumes, testing by State Employment Service, labor market
information, etc. The retired activities officer will
request counseling and assistance from the post education
officer and from personnel in the North Carolina and Georgia
State Employment Offices to satisfy any pertinent needs
identified as the result of interviews. In addition, it
is suggested that the Georgia State Employment Service main-
tain a full time resident counselor at Fort Banning. There
is precedent for this because a full time counselor from
the North Carolina State Employment Service is stationed
at Fort Bragg.
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6. The Retired An Personnel Handbook (Da Pamphlet
600.5) will be given to each member who has applied, for
retirement or is scheduled for mandatory retirement at

least six mouths prim. to the scheduled effective date of

his retirement. This use will be noted on his control

card.

7. The retired activities officer will, establish
and maintain a library of employment publications, educa-
tional and training material, and any other material, which

mey be of benefit in preparing the potential retiree for

his transition to civilian life.

8. Contact will be lode with the retiree and, if
possible, he will be interviewed 3 months after the date
of his retirement if he had no job to go to upen retire.

mend; the interview will be held 6 months if he secured

employment prior to retirement.

9. For a continuous evaluation of the Pilot Program,
the retired activities officer will submit through the
installation camander and Headquarters Third Milted
States Army a report each month of progress and activities
connected with this program. Format of the report will

be developed at a later date. Copies of all reports and
correspondence connected with this program will be furnished

to Hq CORM; ATTN: ATPER-P3D.

The implementation and effective operation of such a pilot program

would undoubtedly resolve some of the problems described by the

military retirees in the interviews reported above. It should be

noted, however, that the program is experimental in nature; it is

confined to the Army; and it is limited to a particular geographical

area. It is not known at the present time to what extent this type

of program is being implemented in other Army areas and in other

services. But the creation of the program, itself, serves to

support the remarks of the retirees that current programs in the

area of employment assistance are not entirely adequate.
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C. 'Determine StateState Certification Re into and NeNts for Teachers inoca Oat al

1. Task No. 6: stiontaire State Cerbifiaition Requires enteTaft

A questionnaire composed of two parts was mailed to 50 states (see
Appendix )3). Fort I of the questionnaire was designed to obtain
information on the minimum certification requirements of each state
for teachers in vocational education programs. The areas investigated
included (1) general education level required; (2) the years of
occupations' experience required; (3) postponement of requirements which
are allowed; and (4) credit allowances granted to service personnel.

Of the 50 states which were mailed questionnaires, 45 states responded.*
The states which did not respond were Kentucky, Michigan, Nov Jersey,
North Carolina, and South Carolina. Table 5 illustrates the minimum
certification requirements of the 45 states responding. Not illustrated
in the table are the degrees of latitude exercised in many states wherein
additional, education nay be substituted for part of the experience
requirement. The column headed "11.13." refers to a high school diploma
or the General Educational Development (GM) equivalent (33).

The major conclusion of the 'survey of state certification requirements
for teachers in vocational education is that these requirements are not
insurmountable barriers to the employment of military retirees. Forty-two of the states surveyed, for example, will grant a substandard or
provisional certificate based on a high school diplana (or less in five
states) awl a range of occupational experience from one to eight years.
Hence the vast majority of military retirees with technical skills would
quality in these states for minimum certification at least. It should
be explained that with the granting of a provisional certificate to
teach, most states require the completion of a prescribed number of
units per year toward a regular certificate as a condition for renewal.

* Wyaning did not answer the questionnaire but provided publishedinformation on credential requirements.
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Table

minium STATE CENZIFICATION REQUIREMBES FaR TEACHERS

STATE

71711X"'X
MISSOURI
NEVADA
OREGON
WASHINGTON

EDUCATIONAL REQUIREMENT OCCUPATIONAL EXPERIENCE REQUIREMENT .
<HA. H.S. I YR. COL. 2 YR. COL. I rim 2 3 4 11111E3 6 7 $

X
X
X
X

X
X
X
X

NEW YORK X

GEORGIA
KANSAS
NEIRASKA
OKLAHOMA
PENNSYLVANIA
VIRGINIA

X
X
X
X
X
X

X
X
X
X
X
X

ARKANSAS
INDIANA
IOWA
MINNESOTA
SOUTH DAKOTA

X
X
X
X
X

X
X
X
X
X

X
X
X

ARIZONA
DELAWARE
MONTANA

-C-0-60RADO
ILLINOIS
MARYLAND
TEXAS

X
X
X

X
X
X
X

_ 1

X
X
X
X

WISCONSIN X X
FLORIDA
LOUISANA
MAINE
NEW HAMPSHIRE
TENNESSEE
UTAH
VERMONT
WEST VIRGINIA

X '

X
X
X
X
X
X
X

.

--,.....
X
X
X
X
X
X
X
X

ALABAMA
CLAIFORNIA
HAWAII
NORTH DAKOTA
OHIO
RHODE ISLAND

X
X
X
X
X
X

I

I
I

X
X
X
X
X
X

X
X
X

CONNECTICUT
IDAHO
MASSACHUSETTS

X
X
X

__

NEW MEXICO X X

MISSISSIPPI X

WYOMING
IMINELL X X

iECHNICAL EDUCATION

ALABAMA
VERMONT

,

X 1

X -----
IDAHO X2
WISCONSIN X X

INDIANA
MONTANA
PENNSYLVANIA

X
X
X

X
X
X

OHIO X X

- SAM OR APPLICAILE INSTRUCTING EXPERIENCE.
2 - DEGREE IN SPECIALTY TO SE TAUGHT.
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ankle 8 of the 45 states responding reported distinguishing in their
teacher certification requirements between Trade and Industrial
programs and Technical proems.

2. Usk No.
ocat

stionnaire the Need far Teachers in State

Part II of the state questionnaire ws designed to obtain from each
state the number of full-time teachers during three selected time
periods who taught the 27 types of courses identified in Task No. 1.
In addition to these historical data, the questionnaire requested the
states to specify the anticipated number of unfilled teaching positions
in the 27 course areas for academic year 1966-67. Space was provided

for the states to list vocational courses other than those mentioned
in which they anticipated teacher shortages«

Whereas all the states responding attempted to answer all the questions
in Part I at thill questionnaire, six states MA not answer Part II.
These states were California, Delaware, Mississippi, Missouri, Montana,

and Wyoming. Several other states only provided teacher employment
data for one or two of the four academic years for which intonation
was requested. Teacher employment data for Melds= and New Jersey
were obtained from a survey conducted by the Ohio Center for Vocational
and Technical Zducation. The states in general do not have available
historical data on the number of full-time teachers employed in specific

skills or course categories, i.e., Aircraft Mechanics, Welding, etc.,
nor can they make realistic projections of future needs for teachers.

Table 6 presents a memory of the projected need for teachers by skill
areas for the school year 1966-67 as reported by the state directors of

vocational education. Same states, as shown in the Table, reported there

were job vacancies but did not provide numbers. Note that a total of 820

job vacancies in specific skill areas are reported, while shortages of

teachers for 2211 skill areas are reported with the actual number of

vacancies not given. Other states provided numbers of job openings in
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skill areas other than those requested and listed in the Table. Thus,

the total number of job vacancies is much greater than 820. Two states,

Massachusetts and Connecticut, indicated no anticipated need for teachers.

3. Task No. 8: Interview State Directors or Vocational Education to Validate
stionnaft. Obtain Additional _Information

Interviews were held with the state directors of vocational education
or their representatives in California, Florida, Georgia, Maryland, and

Wisconsin. A planned visit to New Jersey was cancelled since this state

did. not respond to the state questionnaire or to the follow-up letter.

The selection of these states was based on the following criteria: (a)

larger than average number of schools offering vocational education

programs; (b) larger than average number of courses offered; (c) represen-
tative geographic spread; (d) representative spread in the Size of the
states; and (e) reported shortages of vocational education teachers. The

data for the selection of the states were reported in Education For A

Mantling World of Work (31).

A structured interview guide was prepared for each state. These instruments

provided a basis for systematically reviewing a wide range of topics. Appen-

dix C contains, as an example, the structured interview used in Florida. The

typed answers to the questions were provided by Florida vocational education

officials in addition to the data they provided orally during the interview.

The questions in the interview instkeuments were designed using data obtained

from the state questionnaires and from published data pertaining to state

certification requirements (28).

The major objectives of the state interviews were: (a) to validate the

state questionnaires; (b) to verify information on state certification

requirements for vocational education teachers; (c) to obtain information

on state certification requirements and needs for counselors and

../.71111111..!
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Table 6

MICR= JOB VACABCIIM, 1966-1967, B! SKILL AREA AND STATE

1. AIRCRAFT MECHANICS

2. AUTO BODY AND FENDER REPAIR

3. AUTO MECHANICS

4. BUSINESS (ADP) MACHINE REPAIR

5. CARPENTRY

6. DENTAL TECHNICIAN

7. DIESEL MECHANICS

8. DRAFTING, MECHANICAL

9. DRY CLEANING

10. ELECTRICAL APPLIANCE REPAIR

11. ELECTRICITY/ELECTRICAL TECHNOLOGY

12. ELECTRONIC DATA PROCESSING (OPERATIONS)

13. ELECTRONICS

14. FOOD TRADES

15. INSTRUMENT REPAIR

16. MACHINE SHOP

17. MEDICAL TECHNOLOGY

18. NURSING & HOSPITAL CARE

19. OPTICAL MECHANICS

20. PHOTOGRAPHY

21. PLUMBING & PIPEFITTING

22. POLICE SCIENCE

23. PRINTING

24. RADIO & T.V. REPAIR

25. REFRIGERATION AND AIR CONDITIONING

26. SHEET METALWORK

27. WELDING
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administrators; (d) to obtain additional information, if possible, on
anticipated teacher shortages; (e) to explore ideas on the organization
which might assume responsibility for operating any proposed military
retiree-job matching system; and (f) to determine what results the
states have had in using retired military personnel in their vocational
education programs.

a. Validation of Questionnaires. Cmly one important problem was
frequently reported by the states in attempting to fill out the

questionnaires. Florida, Varyland, and Wisconsin differentiate in

their teacher certification requirements between Trade and Industrial

Programs and Technical Programs. This distinction had not been node

explicit on the state questionnaire formate However, these three

states plus five others which were not interviewed made these

distinctions clear by writing in this information on their

questionnaire return. With this qualification, the questionnaire was

validated.

b. Verify Information on State Cerbificationirements As noted
above, Wisconsin, Maryland, and Florida reported differentiating
between Trade and Industrial programs and Technical programs for
teacher certification requirements. Wisconsin expects teachers of

Trade and Industrial programs to have one-third of their training

In academic subjects and two-thirds in the skill area to. be taught,
while teachers of Technical programs are expected to have' the

opposite background. fairyland reported that teachers of T & I programs
were expected to have 70 percent of their training in the skill area
to be taught and 30 percent in academic subjects with the opposite
'background for teachers of Technical program.' Florida reported
that technical courses are closely related to industrial courses
but usually are more concerned-with theory and the use of instruments
whereas the latter focus upon the development of skills with tools
and machines.
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The information Obtained about these distinctions id certification

requirements between Trade and Industrial programs and Technical

programs are limited to eight of the states in our survey, as

noted above, and they are not standardized, in commonly defined
terms, among those states. In this project, therefore, these

requirements were not used as a basis for matching military retirees

to jobs in vocational education. Any future, on-going matching

system, however, should include these distinctions in its data
base for selection purposes.

c. Obtain information on Certification Requirements and Needs for

Counselors and Administrators, With the exception of California,

the states unanimously reported shortages of personnel in these

areas as well as for teaching. The states are not interested in

hiring military retirees directly from the service as counselors

or administrators. They prefer their counselors and administrators

to come from the ranks of experienced vocational education teachers.

The relevant certification requirements for employment of military

retirees, therefore, would be the teacher certification requirements.

lnfo'....ti.._..I.on..__.m...__E_rmsonAnticitedTeacherShortas. The state directors

or their representatives who were interviewed, with the exception of

California, reported. that there were shortages of vocational teachers

in all occupational fields. They expressed interest in the

Objectives of the SDC project and stated they would be interested

in receiving the names and addresses of qualified military retirees

as soon as possible.

* California has a reported teacher shortage in such areas as
agriculture and home economics, but none reported. in trade,
industrial, or technical education programs (39).

nor
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The interviews corroborated the fact which the questionnaires had
revealed that it is difficult, if not Impossible, to obtain accurate
data on the numbers of teachers employed by skill areas and data on

anticipated teacher shortages. Records may be kept on the total
number of teachers or other personnel employed, but these data are
not broken down by skill areas.

The interviews brought out the fact that questionnaire responses on
teacher employment would not reveal the extent of the teacher shortage

or the demand even if all states had supplied this information and
for each year requested. With the exception of California, the
state directors or their representatives asserted that many courses
for which there is a demand are not offered because no teachers are
available, and that their states lack the funds and the personnel

to undertake the recruiting necessary to find, teachers for such
courses. Since these courses are not offered, there is no official
school record of a lack of teachers for them.

e. To Explore Ideas on OrsanizationforanataaltEltLettiob Matching
System, No consensus was expressed by the state representatives
about a possible orgaLization which might operate any proposed retiree-
job matching system. Comments on the possible role of the U.S.

Employment Service as a system operator ranged from an extremely

negative assessment to a willingness to work with the USES in

recruiting personnel for vocational education.

f. State rience Usin: Retired Militia Personnel as D,H.1. ees, All
states reported they were satisfied with the performance of retired

military personnel in their vocational education prcgrams and would
be interested in employing more. Non-commissioned officers were
preferred over officers since the latter group tend to have unreal-
istic expectations about salaries and the type of position for

which they might qualify. An assistant state director for vocational
education stated, that in his experience military retirees make better
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Instructors than men, with backgrounds only in a trade since

military personnel are experienced at course planning; and, do not

"freeze" in front of a class.

This positive attitude toward the use of military retirees as

teachers in a civilian environment expressed in the interviews is

corroborated by an independent study. Dr. James T. Rogers of

Florida State University conducted a study of sixty-six retired

military personnel teaching in seventeen Florida public junior

colleges during the 1963-64 academic year (24). The report of the

study which is available at this writing unfortunately does not

identify the types of courses taught or the educational level of

the retirees. However, acme of the conclusiobs reached by Dr. Rogers

are significant and worth repeating here since they reveal the

ability of military retirees to adjust to teaching in a civilian

environment, their effectiveness as teachers, and their acceptance

by the students.

The methods used by Dr. Rogers included questionnaires and an

analysis of the Teacher evaluation Form, TE-1, by means of which

the performance of the retirees could be compared with career

teachers.

The Major conclusions reached by Dr. Rogers may be briefly para-

phrased. The analysis of the TE-1 data revealed "no statistically

significant differences...between retired military personnel and

career teachers...." Dr. Rogers reports that "retired military

teachers function in an average to above average fashion in performance

of professional duties." Administrators who employed military

retirees consider them to be "a valuable source ce future junior

college teachers" and they would not object to employing additional

retirees given adequate screening and selection procedures and

assuming the candidates were of the same high caliber as those

currently employed. It is worth stressing one of Dr. Rogers'

*fieskailaiimAseizawmaliallite
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conclusions. He reports that most students felt there was no

difference concerning the classroom environment of retirees as

con:pared with career teachers, but that those who noted a difference

%warmed, a preference for the classroom environment of the retired

Military teacher." As for the retirees themselves, Dr. Rogers

concludes that they "have experienced very little difficulty in

making the transition from military to academic life" and they are

satisfied with their choice of teaching as a second career.

The interest of some states in military retirees as a source e

teachers in technical education programs is evidenced by a new

teacher-training program which is being conducted by the Department

of Industrial Education of the University of Tennessee.
*

The program

will provide a full academic year of teacher-training for veterans

and military retirees in such subjects as welding, machining,

electronics, and drafting design and will give credit toward a

Bachelor of Science degree in industrial education.

The following representative case histories of military personnel,
both officers and enlisted men, who accepted employment in vocational
education after retiring from the service illustrate that men with

military backgrounds can be successful in the field:

Case Al a graduate of the U.S. Naval Academy, retired from the Navy
in 1961 with the rank of Commander. At retirement, Mr. "A" had
served 25 years although he was but 43 years old. His specialty in
the service was electronics and,, upon retirement, he spent three years in
the electronics industry. Since 1964, Mr. "A" has been an instructor
in electronics at a junior college and has acquired a full credential.
At present he is a vice president of the academic senate, is working

*Reported in,the ,Naysr Times, October 12, 1966, p. f44, and the
Air Pbree Times, October 5, 1966.
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toward a Master's degree in educational administration, and plans

to remain in education as a second career.

Case MI retired in 1954 with the rank of Lieutenant Colonel in

the Maine Corps. He retired at age 40 after 20 years of ser-

vice. Mr, "B" had a primary specialty as an aviation electronics

officer and a secondary specialty as a naval aviator. He

resumed his college education upon retirement from the service

and in 1957 began teaching part-time in a vocational education

program. in 1958 he assumed a position as a full-time instruc-

tor in vocational edUcation which lie held until late 1963. At

that time, he assumed a position as associate professor of

industrial education, a position which he held for six. months.

In 1964 he was appointed a consultant in industrial education

for the California State Department of Education, a post he has

held until the present time.

Case C retired from the Navy in 1965 at the age of 44 after twenty -

three years of service. At the time of his retirement, Mr. "C"

was Executive Officer of the Naval Air Maintenance Training Group.

In addition to supervising and administering a variety of training

programs during his years of service, he was also a qualified

pilot. Mr. "C" obtained his Bachelor of Science degree in educa-

tion in 1954, his Master of Arts degree in vocational technical

education in 1961, and he is currently enrolled in a doctoral

program at the University of California at Los Angeles. After

his retirement, Mr. "C" served from October, 1965 to October,

1966 as deputy principal investigator for a study of the

aviation mechanics occupation at U.C.L.A. He is currently

assistant supervisor, trade and technical teacher 'education,

at U.C.L.A.

Case D retired from the Navy in 1960 with the rank of Senior Chief

Petty Officer. At the time of retirement hewai 39 years old and had
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'served for 21 years. His specialty in service was interior

communications. While in service, Yr. "D" continued his education

whenever possible and he enrolled in college immedlate4 after

separation from the service. In March of 1962 be had completed

two and one-half years of college and was recruited, as a vocational

education teacher, He has since been awarded tb Bachelor's and

Master's degrees. In 1966 Mr. "D" was appointed department chairman.

Case E retired from the Navy at age 40 after 20 years of service.

At the time of his retirement in 1959, he was a Chief Warrant Officer

(W2). Mr. had experience and training in many of the construction

skills, such as metal working and carpentry, and was rated as a

Ship Repair Technician. He had a high school diploma, and upon

separation from the Ntvy attended college for two years before

becoming a vocational education instructor. He started out teaching

industrial arts and has since added classes in metal. working.

Currently, Mr. "E" has a Bachelor's degree plus 60 graduate units

and should acquire the Mister's degree and a full credential within

the year.

Case F, a Chief Warrant Officer (W3), retired from the Navy in 1958

after 22 years of service. He was very young when he entered service

and completed his high school education by taking USAF' courses.

Mr. "F" had a service specialty as a photographer and has taught

photography and auto shop since entering vocational education

teaching in 1961. Between 1958 and 1961 he attended college

full-time and has continued his education on a part-time basis

since that time. He now holds a Bachelor's and a Mister's degree

and needs but one course and the dissertation to qualify for the

doctorate.
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The interviews Jondultedwith the individuals in this limited number

of case histories revealed Several pertinent facts. In all cases the

subjects were satisfied with the choice of vocational education as a

second, career and enthusiastically recommended that other retirees

follow their example. The subjects indicated that chance played

an important part in their choice of a second career. All the

subjects interviewed intended to remain in vocational education

as a second career. Although, the sample of six case histories is

small and the data only suggestive, when added to the information

described in previous sections:of this report, there is a strong

implication that the retiree manpower pool is a significant source

of potential personnel for the vocational education programs of

the nation.

D. Develo an Onm ol
Ex rience to Ava

Method for Mate s Retirees With S cific Skills an
lable Jobs in Vocational Education

1. TaskM.r.bilie1meC4ilnarsonnel Data Centers
to Provide Care ns ive Ret ire stiorie_s on an On- going Basis

Interviews were with officials at the three major service personnel

data centers. Mt. Frederick Keller at the USAF Personnel Center,

Randolph Air Force Base, Texas, was interviewed. Other USAF personnel

who participated in this interview were Col. Oliver Little, Lt. Col.

Brooks, Lt. Col. Mihalik, and Mr. Volluz. Also interviewed were

Lt. Col. Earl R. Eichenberger and Major Callahan of the Army's Retired

Activities" Branch, TAGO, Washington, D.C., and Mr. Mark M. Biegel,

Assistant for Special Studies, Bureau of Naval Personnel, Navy Annex,

Washington, D.C. Commander James G. Evans of the Navy Annex provided

specific information on the Navy system for handling retiree data.

A structured interview instrument was used in conducting the interviews

with the representatives from the service personnel data centers (see,

O
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Appendix D). Copies of the instrument were provided to the service

representatives in advance of the meetings.

Some of the more significant conclusions derived Zroat these interviews
can be briefly summarized. None of the services is able to provide
,complete individual retiree histories either manually or automatically
for all retirees on a regular basis. The list of items on the retiree

history an Appendix D indicates the kinds of data that would be required.
Although the major proportion of potential vocational instructors would
be enlisted men, the services cannot provide detailed information on
education, training, and occupational experience for these men. More

intonation is available for officers. The Air Force can provide
automatic machine printouts containing names and addresses of all

retirees some months prior to retirement. The Navy has the same
capability* The Army can provide, by manual process, the names and
addresses of officers before retirement, but the names and addresses

of enlisted men only after retirement. These are the rather limited

current capabilities of the service personnel data centers.

2. Task No. 10: Develop1 Coerwer Program for Fitting Military Retirees
To Job Vacaucles in Vocational Education Pro rams

A special IBC computer program was written for this project based on a
query program called the Experimental Personnel Information Capability, or
EPIC, which is used by SDC for its own computerized personnel information

and retrieval operations (62, 63, 65, 66). The program has been dubbed,

"RMP," an acronym for Retired Military Project. SDC document TM-3126 con-

tains the step-by-step instructions for using the EMP program with the SDC
time-sharing system which operates on the IBM AN/FSQ-32 computer (SI).*
The guide makes it possible for a non-programmer to use theliMP program

* This document can be requested from the System Development Corporation.
Additiorril details on the program specifications will be provided by
System Development Corporation upon request.
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and search the data base for specific items of information and
combinations of types of information, i.e., age, sex, service branch,
rank, etc., or years of occupational experience and educational level.

Ma -Job Matches

In order to demonstrate that it is feasible to Match retired military
personnel to job vacancies in vocational educat'on by computer, three
steps were followed. These steps are described and illustrated below.

ael2LaatVication. Requirements. It was first necessary
to prepare the certification requirements of the states which were
acquired by questicnnaires so that they could be used for searching
the data base conveniently. This was accomplished by grouping those
states which had similar educational level and occupational experience
requirements. Table 5 shows the 'result of this grouping. This
procedure reduced the amount of computer time needed for successive
computer ,runs through the data base of retirees.

Stu) 2: Matching the Retiree to the Job. Three criteria were
selected to match a man to a job: (1) the retiree must satisfy
the state's educational requirements, (2) he must have the

appropriate occupational skill and years of experience for the job,
and (3) he must be willing to work in that state. The match
could have been mad, by either one of two possible methods
for searching the data base. One method is to create three
data subsets by using the criteria just identified. An
alternative method is to search the total data base using
all three criteria on one computer run. The latter method
was used since it requires less computer, time to search a
small data base of 323 retirees with three criteria (search
commands) once than would be required to make three separate
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computer runs with three data subsets. (The former procedure

'mad be preferred on a larger data base of, say, 10,000 retirees.)

The computer generated printouts shown in Appendix Fare the six

retiree profiles selected by the program in response to search

commands requesting experienced instructors for the occupational

field of Aircraft Mechanics in the State of Arizona (which has job

vacancies for instructors in this field). The first page of

Appendix F provides a code to interpret the profile data. The

data at the top of the first printout show that there were 14

users of the time-sharing system at the time of the search, the

time thi search began, 07:34, widths search cnmmands selected

for the run. The run was completed. at 07:54. Hence, while 14

other people were using the time-sharing system, it took twenty

minutes for the computer to run through the data base of 323

retirees and print out the complete profiles of six retirees who

met the criteria indicated in the search commands (high school

graduate, 48 months of occupational experience, primary skill

in Aircraft Mechanics, rated military instructor, and interested

in retiring in Arizona or any state).

Stse": Simulation. To demonstrate the capabilities of the program,

job vacancies for each occupational field iA each state were assumed

to exist. The RMP program then searched the entire data base of 323

retirees for man-job matches. This search included, all retirees

meeting minimum occupational requirements. The results of this

search are shown in Table 7. The results of the matches are totaled

for states in the extreme right column. It should be noted that

one individual may be matched fortthe same skill in many states.

pith the RMP program and a data base of the type used in the operationsI
described above it would be possible to conduct a variety of simulated,
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searches and matches. it would be possible, for example, to lower

the criterion of occupational experience of all states to three

years to determine how many additional retiree -job matches this

woma4, provide. Or one could raise this criterion to a minimal of

six years to determine the effect of this change. Simulation runs

could also be made by raising and lowering the educational requirement
C.

for matches. Through such simulations and others as required, it

would be possible for a system operator to advise vocational education

officials of the impact of proposed changes to certification require-

ments on the numbers of potential man-job matches.

3. Task No. 11: Data Treatment and is b C teAna r

Many searches of the data base by computer were made and a significant

amount of data was collected and analyzed using the capabilities of the

RMP program. In the following presentation, the results of these

various searches have been grouped by the type ofinformation obtained.

It should be borne in mind that two things are being demonstrated in

the following tables and figures: (1) the results of this project's

data collection activities, and (2) the capability of the computer and

a computer program to contribute to data analysis of a given data base.

Counts of Records

One capability of MP is to make straightforward counts of records in the

data base such as the example given above of 323 retiree records. Several

other such counts have been made as follows:
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Count of Total Retirees by Service Branch:

Air Force: 85

Army: 61

Navy:

323

Count of Retirees Interested in a Second Career in Vocational
Education:

Undecided: 70

Yes: 217*

No:
323

Count of Retirees by Sex:

Male: 320

Female:
323

Instructors

Several searches were made to determine the total number of rated**

and non-rated instructors in the data base by service branch and rank:

Count of-Instructors in Total Data Base:

Rated Instructor: 95

Non-Rated Instructor: 100

Not an Instructor: 128
323

* This figure is 14 percent of the total number of questionnaires mailed and
delivered (1528). On a basis of 50,000 military retirees annually, this
suggests that 7,000 retirees might be interested in second careers in voca-
tional education.-

** The term "rated:instructor" means that an individual has completed the
service's required instructor courses. The relatively large proportion of
rated ir3tructors in the data base reflects the fact tfiat the service person-
-lel data centers were specifically asked to provide the names and addresses
of retiring instructors as identified by their specialty code numbers.

"""5."-Tlw'
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Count of Rated Instructors by Service Mranah:

Mr Force: 8

Army: .11 Mean nuMber of months

Navy: 76
spent as amtnsiructor: 62

95

Count of Rated Instructors by Rank:

Rank Number

72

W1-W4 2

01-09 21

95

Count of Non-Rated Instructors by Service Branch:

Air Force: 28

Army: 27 Mean number of months

Navy: 11.5
spent as an instructor: 37

100

Count of Non-Aated Instructors by Rank:

Rmnk Number

E-219 81

Wl-W4 7

01-09 12
100

kismAsix.Service Branch and Rank

Another capability og RMP is to compute the mean of any set' of

numbers as in the following examples:

Mean Age of Retirees by Service Branch:

Service Mean Age

Air Force 42

Army 42

Aavy
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Mean Age of Retirees by Service :Branch an.d Rank:

Air Porde
010111101.10INSWHOMMIMPON

asimaa
42

42

39

Axe

R Mean Ape

El-E9 40

wi,N.4 41

01-09 51

Liktrl

Rank MicAllAt

El-E-9 40

wi-w.4 46

01-09 44

Education Level Rarahj and Sala

The educational level attained by the military retirees was divided
into four categories: (1) Grades 1- 11;.(2) High School Diploma; (3)

College - No Degree; and (4) College Degree or Higher. A count was

made of the number of retirees in each of these categories and the

salary level requested. The results of this search are shown in Fig-

ure 1. As Figure 1 shows, the largest proportion of retirees are
high school graduates. Retirees with the college degree or higher

also request the highest salaries.

The mean salary requesterlin association with educational level attained
was computed for all levels. The results, shown

that as the education of the retirees increases,

in Figure 2, indicate

the salary requested

also increases. The education level scale (1-20) represents the

highest school grade completed.

Figure 3 shows the results of determining the mean salary requested by

retirees in association with military rank. The Figure reveals the

particularly unrealistic salary expectations of two ranks - 0-4 (Major)
and 0-5 (Lt. Col.) - for employment in vocational education. The salary

expectations of Warrant Officers and senior non- commissioned officers

are also high if one assumes a starting salary in vocational education

of approximately $5500.
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The mean educational level attained by retirees in association, with

military rank is shown in ilgure 4. The Figure shows that the bulk

of potential vocational education candidates between the ranks'of

E-7 (Chief Petty Officer or Master Sergeant) and 14-4 (Chief Warrant

Officer) have at least a high school diploma or the General Educa-

tional Development (GED) equivalent.

Figures 1 through 4 corroborate statements made during interviews by

state directors of vocational education or their representatives that

officers as a group have unrealistic salary expectations when they

apply for jobs in this field. Figure 3, in particular, shows that

the highest two ranks in the sample, 0-4 and 0-5, request salaries

which average between $7500 and $8500. The close relationship between

educational level Qnd rank shown in Figure 4 in the higher officer

levels ('out not for enlisted men and warrant officers) suggests that

officers might unrealistically attribute too much value to their for-

mal educational attainments insofar as the field of vocational educe-

tion is concerned.*

Skill Areas b Service Branch Educational Levela, and seam

Figure 5 shows the comparative numbers of retirees in each skill

area and by branch of service. The Figure reveals the concentration

of Aircraft Mechanics in the Air Force, and Electrical and Electronics

It should be noted, as Sharp and Biderman report in their study of the
civilian employment of military retirees, that high educational attainment
is critical for the employment of retirees in academic educational institu-
TTons. This distinction between academic educiaarad vocational education
must not be ignored.
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Technicians and Administrators in the Navy. The Army provicies the

bulk of personnel in Auto Mechanics. Skills not represented in the

database are Auto Body and Fender Repair, Dry Cleaning, and Optical

Mechanic. These data are no more than suggestive in light of the

small number of retirees in the data base. The extent to which

selected occupntional skills are distributed in the three major

services cannot be determined from our limited sample, nor is this

determination a project objective.

A commuter run was made to,determine the mean educational level

attained by retirees by skill tree.. Figure 6 presents these

results. The highest educational levels were found in such fields

as Dental Technician, Electronics, and Administration, It Should be

pointed out that this last skill area is composed almost entirely of

Naval officers whose backgrounds indicated administrative experience

and who could not be categorized by their NOBC record with any other

skill category.

Figure 7 shows the mean salary requested by the retirees who were

selected by skill area. The uneven distribution suggests that

salary expectations are closely related to the retirees' skill area

as well as to their educational level. Salary requests are high for

retirees skilled in Business Machine Repair, EDP Operations, Printing

and Duplicating, and Administration, and relatively low for Auto

Mechanics, Mechanical Draftsman, Food Trades, Police Science,

Counseling, and Medical Technology.
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E. Recommend if Needed. and Feasible A Miii Retiree-Job Mite
System--Its Possible Sponsor() e.-rotor

In previous sections of this report the need for a military retiree-job

matching system was treated from the point of view of military retirees

and state vocational education officials. The technical feasibility of

such a system was examined from the perspective of computer program

designers. "In this section, that issues of need and feasibility are

treated in a broader social context. Before recommendations could be made

for such a system, it was essential to determine what was being done in

the area of computerized man-job matching systems, particularly in the

field of education. Mere would clearly be no point in recommending a

military retiree-job matching system if some public institution was

already operating one which would meet the needl or if some educational

association was already designing a system which would, locate prospective

job candidates for teaching vacancies in vocational education. At the

same time, this aspect of the project was devoted to ascertaining which

institutions, organizations, or agencies might appropriately sponsor, fund,

and operate a proposed military retiree-jab matching system,

It is necessary to define the key terms which will be used in the

following discussion. The term "sponsor" refers to that agency or

organization under whose endorsement and support the system would operate.

Examples of possible sponsors are the U.S. Office of Education, thelLS.

Employment Service, the American Vocational Association (AVA), etc. The

term "fonder" refers to that agency or organization which would provide

the financial support for the system. The fonder might or might not be

identical with the sponsor. Conceivably funds could come from the

Department of Defense or USOE, or both, but the AVA could be the sponsor.

The germ "operator" refers to that agency or organization which would con-

duct the daily activities of the retiree-job notching system. The operator
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could be identical with or different from both the sponsor and the

funder, 1.e.# AVA could be the sponsor, MOE could be the funder, and the
Center ior Vocational and Technical Education at Ohio University could be

the operator. Conceivably also, the operator might be composed of more

than one organization, i.e., U.S. Employment Service and a nonprofit

corporation. The term "user" refers to agencies or orwatizations which

would receive outputs from the system such as state directors of vocational

education, the USOE, and the AVA.

To obtain first hand information on what was being done in the field, and
to clarify issues such as how a placement system would fit within the

educational community and the problems of sponsorship, operation, and

funding, interviews were conducted with the following people and organi-

zations: Dr. Melvin L. Harlow, representing the American Vocational

Association, Washington, D.C.; Dr. George E. Arnstein of the National

Education Association, Washington, D.C.; Mr. A. J. Karzin and others of

the U.S. Employment Service, Washington, D.C.; and Dr. Robert E. Taylor

and Dr. James W. Hensel of the Center for Vocational and Technical

Education, Ohio State University, Columbus, Ohio.

The interviews conducted, as well as a review of the available literature,

indicate that there is considerable fermentinthe area of computerized

system development for man -job matching systems both in and outside the

field of education. At the national level, the Report of the National

Commission on Technology, Automation, and Economic Progress recommends

"that a computerized nationwide service for matching men, to jobs be

established." (36, p. 50) The Commission report, it should be noted,

leaves unresolved the question of who will sponsor, fund, and operate the

system. It states that the system could be organized as a "nonprofit

public service corporation, or it could be part of the U.S. Employment

Service." While some of the Commission members preferred the first
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possibility, they state that "the appropriate form of organization is
subsidiary tlo the basic recommendation that the system be established.'",,
That is where the issue was left.

In a special message on international Education to Congress on
Febr uary 2, 1966, President Johnson proposed the establishment of an
"American Education Placement Service" in the Department of Health,
Education, and Welfare** The purport of this new service would be to
"act as an international recruitment bureau for American teachers. ..."
The ;intent of the President with respect to this service is clear enough

t.in the context of his total message. The objective of such a placement
service is to channel teachers into teaching positions in other nations,
i.e., in the United States there are "school and college teachers eager
to serve abroad.« 40" While such a system may well serve the needs of
international education, it is quite apparent that it would not be useful
to 'vocational education in the United States, and it might serve to drain
may the very vocational teacher talent the state directors of vocational
education are searching for.

:lob placement is a primary responsibility of the U.S. employment Service.

Of special interest to this project was this agency's Project LINCS (labor
Inventory Communications System), an experimental application of automatic

data processing to placement operations in the State of California (20).
The system is an attempt to overcome recognized limitations in the existing

USES system of moulual data processing. The objective of the computerized

system is to provide "necessary capabilities for optimum inter- and intra-
area exposure of workers to job opportunities."(20, p. 57)

* International Education Pro am, 1966, an information service of
Education and Worlelffairs, 522 Fifth Ave., New York, New York.
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The system is currently assisting professional placement operations in

the Sacramento, San rranciseo, and Los Angeles Professional Placement

offices. According to an available description of the system, experience

with it during the past two years has demonstrated. its feasibility but

it does have limitations: "Thus far, the program has been restricted to

a small number of offices within the state. It has yet to be testa on a

wide geographic basis involving occupations on various skill levels."

(20, p. 58) It is not known at the present time what the future of this

USES effort will be. Project LINCS is being investigated by the

Auerbach Corporation to determine whether or not it can and should be

expanded into a nationwide service for all types of placement.

The interview with the USES representatives referred to earlier revealed

that this organization is also considering the development of a

computerized. job placement system for all military retirees which would

not be limited to jobs in education. This possibility is also under study

by the Auerbach Corporation as part of its overall study of USES

organization and operations.

The critical problem for a job placement system in vocational education

which finds job specifically for military retirees is not the relationship

of this system to the USES plans for LINCS, but its relationship to the

possible.development of a computerized job placement system for military

retirees which would presumably encompass a11j.treis of job vacancies.

Ideally, there should be a single system for matching military retirees

to jobs whether these jobs are in education or not. Bat it is not known

at the present time what the Auerbach Corporation will recommendlin this

area. Also, if such a system were to be built, the work associated with

creating that part of it which would, match retirees to jobs invocational

education would necessarily duplicate the work done by SOC on this project.
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furthermore, a general system for military retiree job placement would
necessarily tend to downgrade the specific needs of vocational education.

The position of the American Vocational Association on the subject of
a proposed military retiree-job plecement system for vocational education
can be briefly summarized. The Association currently publishes a non-

computerised "job openings roster" which can be obtained for a fee of
five dollars. The Association is seriously concerned about the teacher
shortage in the field and is very much interested in any efforts to

develop a more effective placeme:: yotem for vocational education.
Uhforttmately at present, the Association has neither the funds nor
the personnel to develop and operate a computerized system.

The Center for Vocational and Technical Education at Ohio State Univer-
sity is a new organization which is still in the process of defining
its orgsnization and functions. It has been established by the Amer lean
Vocational Association with long-range funding from the U.S. Office of
Education. Work is being conducted in three major areas: (1) research
on vocational education, (2) information retrieval, and (3) leadership
development. Through these various activities, the Center has working

relationships with the state directors of vocational education and
vocational educators throughout the nation. Its staff includes voca-
tional educators and the organisation has access to the computers at
the University.

The Center has the potential to be the system operator. It has the
support a the AVA, which is a critical factor. it has the tinancial

support of the V.S. Office of itbstation. Also, as we lave noted, it has
conmelnication Links with the entire vocational eftastion ocmainity. Its
staff la:lutes professicasi vocational, educators and it has access to
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the University's computers, TInforttuately: the Center has no experience
with computer programing, system designi, system development, or the
operation of a computerized system. There are no programers currently
on its staff. To operate the retiree man- job matching system, the Center
would require reorganization, While the Center has the potential to
become the system operator, it must be concluded that the choice of the
Center for this role at the present time would result in extensive delays

in, the development and implementation of an operational system.

In the course of this investigation one operational, computerized placement

system in the field of education as studied at some length. The system
called GRAD (Graduate Resume Accumulation and Distribution) and it is

operated by the lollege Placement Council (14). This system links

nationwide college placement offices with employers in varied fields- -
business, industry, government, and education. It is a nonprofit program
designed to assist the recruitment of college graduates. The system is
conceived not as an employment agency, but as "an instrument to be
utilized by the (college) placement director." The following brief
description of the GRAD system is quoted from the reference cited above.

3.. The almnus makes known to the placement director or College
Placement Council his interest in obtaining employment.

ry
.16. The placement director conducts such counseling as may be

required, then provides the alums with a GRAD resume form.

3. The alumnus sends in the completed resume.

4 The GRAD Data Center extracts a major job title and 21
selectors from t, resume and stores them in an electronic
file for Immediate retrieval.

5. The employer searches the electronic file and orders copies
at the resume which meet his specification.

r.

6. If the alumnus is employed through use at the system, the
placement director is inform: d of the employment. :Cr no
employment results in the first six months, the applicant
is removed from the file and the placement director informed.
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Ai

of the meter of times his realm has been referred
to employers. The director has the option of granting
an additional six months to the lipplicant.

The limitation of MAD from the point of view of the objectives of this
project is that it is designed to most the specific needs of placement
counselors and graduates at the college level. It is not, therefore, a
likely vehicle for adaptation to the needs of military retirees, most of
whoa are not college graduates. However, Caere is no reason why vocational

edumtors looking for employees with college degrees could not use the
services of GRAD. They would have to search elsewhere for non-college
degree candidates.

Of special interest far the purposes of this project was the work of
Dr. George E. Arnstein for the National Education Association, the pro-
fessional association for elementary and high school educators., Ccacur-
rently with the investigation which is being described in these pages,
Dr. Arnstein was engaged in the design of a computerized placement system
for teachers at the college level under the sponsorship of the Association

for Higher Education of the IRA (1). Dr. Arnstein conceived his system,

named MATCH, as "a confidential nonevaluative, computer -based matching
service." (1, p. 1) His hope with MATCH was to establish for the first

time a national placement system which would be truly responsive to the
needs of the educational commmity. It should be stressed that MATCH

was not intended to meet the needs of the entire educational community,

but only the needs of higher education. However, although the design
of MATCH was completed and is described in the document referenced

above, it has never been implemented. Apparently, funding was the basic
problem. Following the demise of MATCH, Dr. Arnstein was given a new
task by the ILEA - -to conduct a "feasibility study to determine the cost

and dimensions of setting up a nationwide computer-based register of
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teaches seeking employment or re- employment. "* This system, dubbed the

National Teachers Register, would serve the job placement needs of

elementary and secondary school teachers and counselors, Dr. Arnstein

states that "the Register may become operational at some future date...."*

As this report goes to press, the NFA has provided additional funds to

convert the feasibility study into an operational plan. The name of the
National Teacher Register has been changed to ACCESS (A Central
Computerized Education Staffing Service) and the system is expected to be
operational in February, 1967. As the name implies, ACCESS will be a

cmpAesaed information system "which gets together and matches information
on candidate's qualifications and, preferences against vacancy descriptions

and specifications."

As George Arnstein Ms noted, and as the MAD and ACCESS systems illustrate,
the Market for educators has been fragmented and each fragment has its

awn sponsor-mthe American Council on Education (ACE) or the College

Placement Council are the sponsors in higher education, while the National
Education Association (NEA) sponsors elementary and secondary education.

Ideally, as Arnstein suggests, there should be a single mechanism to get

employers and would-be employees together. Arnstein expresses his concern
about the split between higher education and secondary and elementary

education. However; nis systems do not concern themselves with vocational
education, and in an interview with the investigators of this project,

he recognized this as well as the unique features of vocational education.

* This informstion was supplied by Dr. Arnstein in correspondence dated
October 16, 1966.

m* This information was supplied by Dr. Arnstein in correspondence dated
December 13, 1966.

4.
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Our conclusion, then, is that due to the unique educational and occupational
requirements for faculty in vocational education, this area of education
should have its in teacher placement system. A realistic concept of
three separate systems serving the educational camnunity is depicted in

Figure 8. Note that vocational education personnel are found at both
higher and secondary education levels.

George Arnsteinargues cogently for a "private, nonprofit corporation"

which would sponsor and, presumably, operate a center for educational

staffing (1, pp. 39-43). Foliating this logic, a recommendation that a

private, nonprofit corporation should be the system operator as we have
defivad that term for the 'imposes at this report has much merit. Such
a corporation should be expert in the areas of canputer programming,
computer operations, and information system design and development. It
should have the necessary computer and other hardware facilities. It
should. have professional educators on its staff. used on the experience

of the authors of this report in developing the Rte program, much time

would be lost unnecessarily if a new organization was created to be the

system operator, or if the task was given to an inexperienced orep.nization
such as the Ohio Center.

One of the biggest problems facing the variety of current man-job matching
systems bath in and outside of education is funding on a permanent basis.
Some existing man-job matching systems, such as MD, require users and

contributors to pay a fee. George Arnistein reports that zany such systems
are operating at a loss and have had to reduce or eliminate their fees.

In job placement for military r.otirees, the use of a fee to support the
system would not be appropriate. Also, the military retiree man-job
matching system should have permanent financial backing. Recommendations
for funding are discussed in Farb III, Section "B" of this report.



February 10, 1967. 69

PART III. CONCLUSIONS AND RECOMMENDATIONS

TM-3302/000/01

A preliminary draft of the final project report was nailed to all menthers of the

National Advisory Council prior to the second Council meeting which was held in
Washington, D.C. on 9 November 1966. The results, conclusions, and recommendations

in the written report and in the oral presentation by the project investiotors
generated much lively discussion. It is a fair evaluation of the meeting to

state that a consensus was reached by the Council in accepting the project

conclusions and reconmiezdations. The Council members wereavarticulark

emphatic about the imartance of implementing the recommendations as soon as

practicalat.

A. Conclusions

The conclusions presented here are either directly related to the major

project objectives, or they pertain to other areas of interest which

emerged in the course of project data collection and analysis.

1. COM tibilit Of Military Occupational Specialties With Skill
Areas in Vocational Education Programs

Whether or not military occupational specialties are "compatible"

with skill areas in vocational education is, of course, a matter of

definition. By examination of official service documents containing

military specialty code numbers, specialty titles, and job descriptions

it was possible for the investigators to associate them meaningfully
with civilian occupational categories as defined. in the Department of

Labor's Dictionary of 0.,_.a...Eml.econa arita with a selected number

of skill areas commonly taught in vocational education programs.

Department of Defense and service military-civilian job conversion
tables were also used in this project for matching purposes, but

these documents were found to be inadequate, both in the range ul
occupations covered as well as the lack of detailed descriptions

PIROMPartrvirfflif 1,1141114.w."
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of occupations. Existing job descriptions, both military and civilian,

are valuable and essential in helping to determine the initial'deitm

of compatibility of military and civilian occupations and skills. For

an on-going retiree-job matching system, however, careful screening
by a trained occupations analyst of each retiree's skill and educational
background would be necessary to assure a second degree of compatibility
between a retiree's background and a discrete skill area in vocational

education. Only the local school employer, after a review of a job
candidate's qualifications can wake the final determination of

"compatibility."

2. Feasibility of Military Retirees in Vocational Education

The use of military retirees in vocational education programs is not

only feasible, as the findings in this project indicate, but their past

use in such programs appears to be successful according to state directors

of vocational education, by virtue of case histories of individual

retirees now in vocational education, and by a report of research

coaducted in the state of Florida. Questionnaire data obtained from a

sample of retirees show that many retirees have relevant skill backgrounds

and more than an adequate level of educational attainment. The questionnaire
data plus interviews indicate they are interested in vocational education

as a second career. The state certification requirements, bath for
education and occupational experience, pose no insuperable barriers to
the employment of retirees..

3. General Need for Teachers in Vocational. Education

Questionnaire data obtained from 45 states ant interviews with a

sample of five state directors of vocational education or their

representatives indicate that there is a shortage of qualified

instructors in the field. The precise extent of the shortage
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could not be ascertained due to the apparent lack of such

information at the state level. It was also found that the

true extent of the shortage could not be determined from official

records since courses considered needed are frequently not offered

because local administrators know they do not have the necessary

teaching staff.

4. Retirees to Job
Vacancies in Vocational Education

The feasibility of developing a computerized matching of military

retirees to job vacancies in vocational education was demonstrated

by the modification and use of an existing SDC query program, the

Experimental Personnel Information Capability, or EPIC, which is

used by the corporation for its own personnel data retrieval operations.

The program, which operates on the SDC tine-sharing system utilizing

the IBM AN/FN-32 computer, was used to search a data base comprised

of the personal histories of 323 military retirees and; on the basis

of pre-selected criteria, printout the histories of qualified retirees.

5. The Need for a Mi litary Retiree -Job Matchimaystem in Vocational
Education

This project has shown that there is without question a great need

for a military retiree-job matching system in vocational education.

The information obtained by questionnaires and by interviews, both

from the retirees and vocational educators, supports this conclusion.

There does mat exist at present any systematic procedure or method for

channeling qualified military retirees into the field of vocational

education in spite of the teacher shortage in that field. The

military questionnaire data indicate much interest on the part of

retirees in the possibility of vocational education teaching as a
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second career. These same data also show that retirees meet the

minimum educational and occupational requirements of the states

in most cases. However, the interviews with a small sample of

retirees revealed that few of them had ever considered the possibility

of a second career in vocational education prior to receiving the

SDC questionnaire, and most of *them erroneously believed a college

degree was a mandatory certification requirement. A basic problem,

then, is simply the ignorance of the typical military retiree

about the field of vocational education.

This ignorance of the retirees about vocational education as a

possible second career is not currently being overcome by the

existing DOD/USES cooperative retirement orientation program. None of

the retirees had been informed at these orientation lectures that there

was a teacher shortage in vocational education. In addition, the DOD

pOlication on teaching, Teachi': A Second Career, which is available'

to retirees and is written for them, never mentions vocational education.

For their part, the vocational educators report good experiences employing

military retirees as teachers and they express great interest in obtaining

more retiree candidates. Yet they have no mechanism for systematically

recruiting personnel from the ranks of military retirees.'

There is currently a needless waste of the skills and experience of

retirees who, each year, accept jobs in such fields as sales, insurance,

real estate, post office work, etc., fields unrelated, to their technical

backgrounds. The basic reasons for this waste are (a) the difficulty in

converting military skills into civilian occupational categories, *Ld (b)

the lack of adequate job placement procedures and methods.
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6. l sde usciciet S Meet the Needs of Vocational Education

Computerized, man-jdb matching systems are being contemplated et the

national level, but if and when they will be implemented is uncertain.

The Report of the National Cosmdssion on Technology, Automation, and

Economic Progress of February, 1966 recommends "that a computerized

nationwide service for matching men to jobs be established," but the

report leaves unresolved the question of who will sponsor, fund, and,

operate the system. President Johnson in his special message to Congress

on International Education on February 2, 1966, proposed the establish-

ment of an "American Education Placement Service" in the Department of

Health, Education, and Welfare. Information currently available at

this writing on these proposals does not indicate that these systems,

if created, will meet the special needs of vocational education. The

Commission Report is concerned with the entire labor market, and the

President's concern was directed specifically to international education.

The future of the experimental computerized job placement system, LINCS,

currently in use by the U.S. Employment Service to link professional

placement services in three California cities, is uncertain and is

being studied by the Amerbach Corporation. The basic problem here is

that the USES conducts its operations on a statewide basis, while the

problem of matching military retirees to job vacancies in vocational

education must be treated on the national level. Even if the LINCS

system was made national in scope it is unlikely that the special needs

of military retirees and vocational educators could be met for many years.

The USES is concerned with the entire labor market and, therefore, it

should not favor the needs of any particular segment of the job market.

Ha this is precisely whet is needed in vocational education.

A similar problem is inherent in a proposed TE computerized job

placement system for military retirees serving the entire job market.
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If such, a syitem is built, the special, needs of vocational education

may not be met again. This system, however, could be adapted to meet

those needs if vocational iducators were permitted to participate in

the system design effort. The future of this system is unknown at

this time. It is also under study by the Auerbach Corporation as part

of its overall study of USES responsibilities and functions.

In the field of education, the National Education Association has

provided the necessary additional funds to convert a feasibility study

for a National Teachers Register of elementary and secondary teachers

into a development effort for a computerized teacher-job vacancy match-

ing information system, known as ACCESS, which is expected to be opera-

tional in February, 1967. This system does not meet the unique needs

of either military retirees or vocational educators.

The GRAD system is the only operational computerized system for the

placement of personnel in education the writers of this report were

able to find. However, this system was specifically designed for the

use of college placement counselors in the ple:tement of college grad-

uates. It could not serve the need for matching military retirees to

jobs in vocational education as it is currently designed and operated.

Vocational educators, if they wish, can use the system to locate pro-

spective job candidates who axe college graduates, but not military

retirees.

The major conclusion of this study of proposed and existing systems

is that neither any of the proposed systems nor any of the existing

systems are designed to solve the problem of matching military retirees

to job 'acancies in vocational education. Systems such as MATCH, ACCESS,

GRAD, LIN'S, and the proposed USES system to match military retirees to

job vacancies in the entire job market, conceivably could be adapted to

serve the needs of vocational education. There are three drawbacks to

this approach: (1) the cost of adaptation would be high; (2) redesign
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of the systems would be a tims.constssing process; and, most important
of all, (3) the special needs of military retirees in vocational
education would continue to be neglected and would be secondary to
other objectives.

7. A Proposed Three-S stem Cauca for Education

The organizational fragmentation of the educational community in the

Unite' States was found to be duplicated in the various approaches

to the design and operation of placement systems for faculty and other

support personnel. While the ideal of a single computerized placement

system for all education is highly desirable, practical considerations

rule this solution out. it is difficult to imagine when such an

ideal system might materialize. But the problems faced by military

retirees in finding Jae in the civilian economy are here and now

so, too, are the problems faced by vocational educators in solving

the teacher shortage.

The most practical and feasible solution for the years immediately

ahead is the division of the educational community into three areas,

each of which should have its own computerized placement system (see

Figure 8). System Al sponsored by the American Council on Education,

should serve the placement needs of colleges and universities, both

foreign and domestic; System B, sponsored by the National Education

Association, should serve the placement needs of elementary and secondary

schools; and System C, sponsored by the American Vocational Association,

should serve the placement needs of schools at all levels for vocational

educators.
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D. Recommendations

1. A Military Retiree -Job MitchinShould bactlesi and Implemented

a. System Description

1) System Concept

The recolwanded system is essentially composed of four parts: (1)

the educational and work histOries of military retiree job candi-

dates which would be maintained in a file; (2) standardized job

vacancy descriptions for teachers which would be provided by voca-

tional education administrators; (3) state certification require-

ments for vocational education teachers; and (10 a computer operation

which would match military retirees, who net state certification

requirements, to reported job vacancies.

After appropriate matches at retirees to job vacancies in specific

states have been nude by the computer, it would print out the

histories of selected job candidates in rank order by their quali-
fications. The histories would then be mailed to potential employers

for their consideration. The initiative to contact job candidates

for additional information or to arrange interviews woull_ remain'
with the prospective employer. No evaluations or personnel are
made by the commuter. All decisions to hire or not to hire are
made by vocational educators; all decisions to accept or reject

job offers are mode by the retirees. The commuter's primary

function would. be to reduce the number of possible job candidates

for any given job vacancy to a manageable number based on th*

qualifications of the candidates, and to serve as a mechanism

to bring the military retirees and the vocational educators together.
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The recommended system would differ from other placement swabs= in
that it would play an active role in asking military retirees aware
of the second career potentials of vocational education. It would
act as a recruiting arm of vocational education. Also, unlike
other placement systems, no fees would be charged the military

retirees or the vocational. educators for using the system. A
brief description of the system's inputs, operations, and outputs
is presented below (see Figure 9).

2) System Inputs

Military Retiree Data It would be necessary for each of the

military services to provide the system operator with the names

and addresses of all retirees on a regular basis. A cow of
Department of Defense form #214, "Report of Transfer or Discharge,"

could be used for this purpose (see Appendix E). All retirees

would receive from the system operator a two -page introduction

to the field of vocational education and a description of the

system's purpose and functions. The retirees would have the

option of participating in the system and, if interested, would

fill out a detailed questionnaire covering their occupational

and educational backgrow is. This information would be coded

and keypunched for inclusion in the military retiree data base.

State Certification Requirements Each state would be requested
to provide the system operator with its minimum occupational and
educational requirements for teacher certification in vocational
education. These data would, be coded and keypunched for inclusion
in the state certification requirements data base.

Job Re waste - A vocational administrator seeking teacher candidates

for a job vacancy would send to the system operator a completed
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standardized teaching vacancy form. This form would describe the

attributes of the available position.

3) System Operations

Conversion of Mili Retiree Skill Bs :4 Into Civilian
Occupational Categories - A major task of the system operator
would be the manual analysis of the skill backgrounds of all

military retirees who elect to participate in the system and
the conversion ar those backgrounds into equivalent civilian

and vocational occupational categories. As noted earlier in

this report, military specialty codes are not satisfactory

for this purpose; hence, it would be necessary for an occupations

analyst to perform this function.

Computerized Notching - When a job vacancy form is received by

the system operator, the conputer would search the military

retiree data base, and using selection criteria derived from

the state certification requirements and the attributes of

the job vacancy, it would identify qualified retirees. Retiree

profiles of the qualified candidates would be printed out by

computer and mailed by the system operator to the prospective

employer. It would be the responsibility of the vocational

administrators who use the system to keep the system operator

informed of the results of all attempts to match retirees to

job requests by filling out a standardized job results form.

This process is represented by the broken line in Figure 9.

Report Generation - As part of its on -going operations, the

computer would record its mu operations and provide reports.
The format and contents of reports would be designed by the

system operator to meet the needs of various system users,

i.e., the ANA, the DOD, CA military services, state directors
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of vocational education, etc. The computer would have the

capability to provide a variety of arithmetical and. statistical

reports.

4) System Outputs

Military e Profiles- As noted above, the profiles of

qualified military retirees would. be printed. out by the computer

in response to job vacancy requests and would. be nailed by the

system operator to the prospective employers. These profiles
would. have a standardized. format and would. contain enough basic
information about a retiree's background so that the vocational

administrator could decide whether 'or not further contact with

a retiree was desirable.

Reports and Records - As noted. above with reference to the
report generation function, the computer would provide regular

standardized reports and it would. also be able to provide non-

standardized reports and records as required 'by the various

system users and by the system operator.

b. System Software and Hardware Requirements

1) The Revolution in Software Systems

The development of the computerized aspects of the recommended

system described above can be accomplished relatively inexpensively

and quickly if advantage is taken of recent developments in data

processing technology. in the past few y,ars, data processing

by computer has been undergoing a revolution. There now exist

operational software systems which have the follading character-
istics: general purpose; off-the-shelf; natural language; and
data management by the user.
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General Purpose Uhtil recently, each alatiterized system was
deSigned to meet the special, needs of a unique user. This vas an
extremely costly and time-consuming process. It the user's needs
changed while the system vas being designed, the system might

became obsolete before it was built. Software systems AM exist

which are designed at such a general level that they can be used

by different users with different needs, and so that the -same

system can meet the changing informational needs of the same user

through time.

Off-The-Shelf - A general purpose system is also en off-the-shelf
systeim. Since it can meet the needs of different users or different

needs of the same user through time, it means that a new user does

not have to undergo the costly process of creating his own system.

He can simply purchase the use of the existing system off-the-

shelf and adapt it to his particular needs.

!Mural Langan - The new software systems are designed so that

the typical u.litr does not have to rely upon programming specialists

to communicate with the system. The language which controls and

operates the system is written in a form of English so that the

user, after a short period of training, can interact with the

system directly. Simply by specifying conmsuids such as SCRT,

PRIM, SUBSET, COMBINE, etc., the user has control over a fairly
complete set or standard cceputer programs.

Data nuiagement by the User - The new software systems provide

the user through simple control mechanisms, as noted above, with

the ability to perform the normal data file manipulations such as

file- building, file-maintenance, data selection, and report

generation. Variable format data such es English text can also be

handled. Once the user is familiar with the system, he can, without

""7771117771""
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the assistance of a programmer, extract data from the data base,
process data and create new files, transform and, analyze data, and
produce reports and displays in a variety of formats.

2) Software Requirements

For the purposes of the system described earlier in this section of

the report, it is recommended that a general purpose data management

program be employed. The program should have the capability of

translating the user's language to machine-understandable language
and communicate it to the machine. The program would not need to

operate in real time since batch processing would satisfy the

user's requirements.

The computer program should provide a means of taking initially

unorganized lines of data (records) and be able to organize them

in a describable and retrievable winner into data sets (files).
The iorOgram should maintain these files, create new ones, and print

out the contents of these files in various forgets as required..

The program should be able to process alphabetic and numeric data,

as well as English language text.

A program having the aforementioned features would. permit the system

operator to specify and execute fairly complex computer runs without

the considerable investment in time and money normally associated.
with programing, debugging, and program documentation. Such a

program coad be implemented when a reasonable short time span is

allowed. for program coding; it could function within the space

limitations of a small computer; and its capabilities represent

the capacity for high work volume and responsiveness to general

need.
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Computer - The minimum computer characteristics could be met by

an IBM 1401 or other computer of eqizel or pester power. The

primary features required are as foliar': core memory should have

a minim= capacity of 8,000 clazscteris; advanced progranadng

features should include Index registers, the ability to multiply

and, divide, the ability to rank values, and the ability to compare

two fields for high, low ar equal; rental costs should not exceed

$150 per hour.

Peripheral Equipment - Supporting equipment should include: four

or five tape drives; a keypunch; and a verifier.

c. Development of thWtionalS em

1) Pilot Demonstration Phase

A two-year pilot demonstration of the proposed military retiree-job
matching system on a nationwide basis is recommended.

The first year would be devoted to system design, development, and

implementation. Approximately four to six months would be required

for liaison and coordination, establishment of procedures, design

of inputs and outputs, design of the military retiree questionnaire,

design of standardized job vacancy and match results forms, and
computer programming. Six to eight months would be required for

trial operations. This experimental period would be used to
refine all inputs, outputs, and operating procedures. Service to
system users wou.1d continue during this period. Since the system
would operate in a batch processing mode, modifications to the
system could be made during non- operational periods.
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During the first year, the following estimated manning of the

system would be required.: Director; Assistant Director; Oectgations
Analyst; Programmer; Secretary; Keypuncher/Clerk. Only one person

in each job category would be required.

The system could be completely operational in the second year. Due

to the capabilities of currently available user- orient.. . data

management systems, continuing changes to the system could be

handled on a routine basis without affecting system operations.

During the second year, the system manning would. be the same except

that the Programmer and the Keypuncher/Clerk would only be required

on a half-time basis.

The total estimated costs of the system for the first year of

development and trial operations, including machine time, would

be approximately $225,000. For the second, year of routine coperations

all expenses are estimated at $175,000. These cost estimates are

based on the use of a readily available user-oriented data manage-

ment system. Costs would be considerably higher if this type of

system were not utilized.

The two-year pilot demonstration period would make it possible for

the primary system users, such as the state directors of vocational

education, local vocational administrators, the Department of Defense,

and the American Vocational Association to evaluate the effectiveness

of the system in meeting its objectives. If desirable, at the

beginning of the third year, assuming the system received a positive

evaluation, the operation of the system could achieve permnent

status and could be assumed by the American Vocational Association
or a non-profit organization in conjunction with the U.S. Employment

Service, which is interested in developing its capabilities for

computerized professional placement.
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* of the biggest problems facing the variety of current man -job
matching systems, both in and outside of education, is funding on
a permanent basis. Many feecharging man-job matching systems have
encountered difficulty in establishing data buss large enough to
make it attractive for potential employers and employees to enroll.
Several of these systems have been operating at a loss and have
had to be subsidized, at Iteist ". temporarily, so that they might
eliminate their fees and thereby encourage greater enrollment.
Job placement assistance should. be viewed as a government obligation

to the military retiree and therefore the use of a fee to support

the system would be inappropriate. The military retiree man-job
matching system should have guaranteed financial backing.

There are several federal agencies that possess access to funds
and have a strong stake in the success of a system of the type
being recommended in this report. The Department of Defense is
concerned with second careers for military retirees and the fuller
utilization by the civilian sector of their valuable skills and
experience after retirement frost military service. The Department
of labor maintains a continuing interest in more effective manpower
utilization and is also exploring the use of computers to accomplish

the manjob match. Within the Department of labor, the Office of
Manpower Policy Evaluation and Research has an interest in this
kind of demonstrable experimental program. The Office of Economic
Opportunity is involved in many programs, often in cooperation with
the Department of labor, directly or indirectly related to training

and retraining in poverty programs. The U.S. Office of Education

is concerned about the future quality of vocational education.

These agencies could individually or in consort provide the funds
necessary to develop, test, and operate the system.
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The ideal sponsor for the military retiree-job matching system

recommended in this report is the American Vocational Association.

This organization has the support and cooperation of state directors

of vocational education and the teachers in the field. It is the

professional organization in vocational education. The American

Association of Junior Colleges would be an appropriate co-sponsor

because of its involvement in, and concern with, vocational edu-

cation programs.

4) System Operator

The system operator should have the following capabilities:

experience and recognized competence in systems analysis, informa-

tion system design, computer programming, and familiarity with the

most advanced developments, in datamanatelesimacsamiluitEr

lanmages. The operator must have up-to-date computer facilities

and, preferably, have educators on its staff familiar with system

design and computer programming.

It is recommended that the system operator be an independent,

non-profit organization. The system operator should have no

organizational ties to any existing level or type of education

so that it may be completely responsive to the needs of both

vocational education, as expressed by the sponsor(s)--the profes-

sional association(s)--and the military retirees.

5) Users

The primary users of the system would be the vocational educators,

local or state, who have need for teacher personnel and the

retirees who have chosen vocational education as a second career.



February ID, 1967 88 Tup3302/010031

Li addition to the initial users, many organizations could avail

themselves of selected services of the system. For example, the

Department of Defense might want to know how many retirees are on
file with the system, how many have been placed, and how many have

withdrawn. The American Vocational Association or the National

Education Association might be Interested in the numbers of requests
received by the system, which states have the greatest need, for

teachers, which states are meeting their recruitment needs through

utilization of the system, etc. The Department of labor might be

interested in the particular skills in demand and haw well the

demand is being satisfied. The manpower training programs of the

Office of Economic Opportunity, the Job Corps, and similar agencies

might satisfy many of their needs for instructors and other skilled

personnel through utilization of the system.

2. potential System mcpe neion

The recommended system has the immediate goal of assisting the placement

of military retirees who are interested in and qualified for teaching

positions in vocational education. However, the. system should be

designed in such a way that it could be readily expanded to serve (1)

all the job-seeking needs of all military retirees, and (2) all the

personnel-seeking needs of employers in vocational education.

It is apparent, for example, that the proposed manpower pool of military
retirees could provide highly qualified candidates for jobs in non-

vocational areas at' education, and for education jobs in the undeveloped

countries of the world. The manpower pool could provide candidates for

highly skilled technical positions in industry and government. And it
could be used to provide a source of much needed manpower in government

sponsored programs, such as META and CEO program, concerned with pro-

viding training and retraining for the unskilled and culturally
disadvantaged.
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The system could also be expanded to include not only military retirees

in the data base, but also all potential job candidates interested in

vocational education careers. Thus, a data base sub-set could include

the histories of each year's graduates from colleges providing vocational

teacher training.

It should be emphasized that these potential expansions of the system's

functions are long -range possibilities. They would not be attempted

until the system was successfully meeting its primary objective.

providing qualified military retiree candidateo for teaching vacancies

in vocational education.

3. Interim Recommendations for Informi Milita Retirees About Second
reers n Vocat onal Education

It is believed that hundreds of potential candidates for job vacancies

in vocational education could be found relatively easily and quickly

among the ranks of military retirees if a few simple steps were under-

taken. There is no need to wait a year or more for a computerized

system to be built. The retirees need to be informed now about the

field of vocational education; they need to be told that there are

job vacancies in this field throughout the nation; and they must under-

stand that it is possible for them to qualify educationally as potential

candidates with only a high school diploma.

The following interim steps are recommended:

a. All men in military service should bs mailed, at least six months

prior to their date of retirement, a two-page brochure prepared

by the American Vocational Association describing the objectives

of vocational education, indicating that there are teaching vacan-

cies, pointing out that military retirees without college degrees
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are considered desirable job candidates if otherwise qualified, and
suggesting who the retiree should contact for fUrther information.

b. Officials at the Department of Defense and of the U.S. Employment
Service should direct their personnel responsible for the conduct

at the DOD/USES cooperative retirement orientation program to

review the material in the two-page pamphlet referred to above

during the orientation lectures.

c. The Department at Defense should immediately revise its publication,

Teachina: A Second Career, in close cooperation with the American

Vocational Association, a that at least one-third of the material

in the publication is devoted to the field of vocational education.

A cooperative campaign, incorporating the steps noted above, mounted

by the Department of Defense ard the American Vocational Association
would nob be costly and no modification to the present DOD/USES

retirement orientation program would be necessary. Such a campaign,
it is believed, would produce results well worth the costs required.
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The technical feasibility of developing a computer- assisted system for

fitting military retirees to job vacancies in vocational education
programs has been demonstrated. A computerized segment of such a
system using a data base composed of the personal histories of 323
military retirees acquired by questionnaires is operational on the

System Development Corporation time-sharing system. The manual segment
of system operatione--determining the compatibility between military

occupational specialties and civilian occupations, and coding questionnaire

data for keypunch operations--was performed by the project investigators

with the assistance of otirr SDC personnel.

The feasibility of such a system, in the broader sense, has also been

demonstrated with respect to: (1) the compatibility between military

occupational specialties and civilian occupations; (2) the interest of

military retirees in and their qualifications for second careers in

vocational education; and (3) minimum state educational and occupational
requirements for teachers in vocational education which constitute no

obstacle to the employment of selected military retirees.

A major contribution to the success of the technical aspects of the

demonstration was the use of the System Development Corporation's in-house
personnel data retrieval system, EPIC. This computer program was success..

fully modified for use in this project. based on the specifications written

by the project investigators.

Investigation of other operational computerized placement systems, such
as GRAD and LINOS, contributed to the conclusion that a military retiree-

job placement system in vocational education is feasible.

..NIR.1411,11
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Recent advances in computer programming tecunology indicate that, in the
future, off-the-shelf data management systems will make the storing and
retrieval of personnel data for job matching purposes a relatively simple
technical operation (21).

B. Problems Encountered

The proSact was delayed. at its inception as a result of problems in

coordination between the U.S. Office of Education and the Department of
Defense, and between the latter and the System Development Corporation.

Prior to submission of the project proposal, communication had occurred

with a representative of the DOD outlining the proposed. study and an

assumption was made by SDC that cooperation of the DOD would be automatic
once the proposal was officially approved by USOE. This was a false

assumption since there is a prescribed process whereby a study requiring
participation by the military services requires careful consideration by
DOD before its approval can be obtained. This process takes time and it
was not planned for in the project schedule.

Once authorization to proceed with the project was received from the
U30E, SDC representatives called on the DOD representerotives at the
Pentagon and were informed that an inter-departmental request would
be required from WOE by DOD before permission for SDC to contact the
military services could be granted. The request, in the form of a

letter, was written by U301 on January 18 but it was not transmitted
from IBM to DOD until February 18. Authorization for SDC to proceed
with the project was not obtained by letter from DCO until March 25.
The names of service representatives were not provided to SDC by DOD

until 14 April. Thus a total of four months was consumed by coor-
dination activities and associated delays. Since approximately; two

months had been scheduled for these coordination activities, a project

slippage of approximately two months occurred.
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Additional delay in the distribution of the military questionnaires was
encountered since the addresses of retirees provided by the Navy personnel
data center had to be decoded before they could be used. This accounted
for another delay of approximately three weeks. As a result of this delay

and the time required for the mailing and return of the completed questionnaires
by the retirees, many of them had left ,the service by the time interviewing
bawl.

C. Project Limitations

1. The delays described above, as well as the lack of concentration of
retirees in given locations, particularly in the case of Arsry personnel,
accounts for the relatively small sample of 26 retirees who were

interviewed.* Generalizations, described in Part II, based upon such
a small sample must, of course, be regarded only as suggestive rather

than conclusive.

2. Watching military retirees to jobs in vocational education by using
service specialty code numbers was unsatisfactory. As a result, no
simple solution was found to the problem of determining by objective
criteria the compatibility of military specialties to civilian occupational
categories, including similar categories in vocational edutstion.

Department of Defense and service military-civilian job conversion
tables were also found to be unsatisfactory.. To accomplish the matches
made for the purposes of this project, the investifiators found it

necessary to rely heavily upon their personal judgement, supported

by extensive study of military job descriptions in official service

* The Navy and the Army were strikingly different with respect to
geographical concentrations of retirees. Whilt Army men were widely
distributed with no concentrations in any particular area, the Navy
retirees were largely concentrated in the San Diego area. This
accounts for the large proportion of Navy retirees who were interviewed..
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documents and jot descriptions in the Department of Labor's
Dictiomational Titles.

3. The .sample of military questionnaire returns from the three major
oservices was not ideal. Returns from the Air Force and the Army
were unexpectedly la? (46 c the questionnaires frau these services
were returned inidelivered) while returns from the Navy (in spite of
54 undelivered questionnaires) were higher than anticipated due to
the larger cumber of names and addresses provided by the Navy- -all
the retirees for June and July.

No satisfactory method vu found for predicting the need for instruc-
tors or other personnel in fixture vocational education programs by
occupational categories. The state directors of vocational education
do not maintain complete historical records of such data, nor are they
able to predict their future needs:



February 10, 1967 95 TM-3302/000/01

BIBLIOGRAPHY

The bibliography is divided into five categories: I. Books and Monographs;
II. Journal Articles; ///. Government Publications; IV. Department of
Defense and Military Service manuals and handbooks; and V. System Development
Corporation documents.

&AM ja&itono

1. Arnatein, George E. The Academic Matchmaker, a report to the Association
for Higher Education of the National Education Association, Washington, D.C.,
September 1966.

2. Brickman, William W. and Stanley Lehrer, Automation Education and Human
Values, New York: School and Society Books, 1Mrlllrl

3. Bushnell, Don D. teAurmatioTkn.siLS..clao......__y..ololnfrmationSstems, Department

of Audiovisual Instruction, National Education Association of the United
States, Monograph No. 1, 1964.

4.0 Clark, H. F. and H., S. Sloan. Classrooms in the Military: An Account of
Education in the Armed Forces of the United States, New York: Teachers
College, Bureau of PUblications Columbia University, 1964.

5. Eninger, Max U. The Process and Product of T and I High School Level
Vocational Education in the United States, Pittsburgh, Pa.: American
Institutes for Research, September 1965«

6. laber William and Daniel H. Kruger. The Role of the United States Employment
ServiesjauSha./12211m, Kalamazoo, Mich.: The W. E. Upjohn institute

ntfor EMployme Research, February 1964.

7. Levitan, Sar A. Vocational Education and Federal Policy, Kalamazoo, Mich.:
The W. E. Upjohn Institute for Employment Research, May 1963.

8. Loughary, John W. Man-Machine Systems in Education, New York: Harper & Row,
1966.

9. Sabanovich, Nicholas, J. Factors Related to Entrance of Aspiring Retired
Military Officers Into College and University Teaching Positions, Ph.D.
dissertation, Stanford University, 1966.

10. Sharp, L. M. and A.D. Biderman. The Employment of Retired Mi 1ry Personnel,
Washington, D.C.: Bureau of Social Science Research, Inc., July 1

11. Shelburne, J. C. and K. J. Groves. Education in the Armed Forces, New York:
The Center for Applied Research in Education, Inc., 1965.

12. Smith, H. T. Education and Trainin for the World of Work: A Vocational
Education2E2gram for the State of Michien, Kalamazoo, Mich.: The W. E.
Upjohn Institute for Employment Research, July 1963.



February 10, 1967 96 TW3302/000/01

13. Venn, Grant. (assisted by T. J. Marchese, Jr.). Men, Education, and Work:
Postseconda Vocational and Technical Education, Washington, D.C.:
American Council on Education, 1

II. Journal Articles

14. "A New CPC Service...Graduate Resume Accumulation and Distribution,"
Journal fgglIge Placement, December 1965-Janusry 1966, pp. 33-40.

15. Barlow Melvin L. "The Challenge to Vocational Education," offprint from
the 81.4 -fourth Yearbook of the National Societzlerthe Stud, Education,
Part I, 1 5.

16. Chaffee, Leslie A. (Lt. Co]., USAPR-Ret.) "Opportunities in Teaching,"
The Retired Officer, September 1965, pp. 12-14.

17. Collings, Kent J. 11. Col., U.S.A.) "Are We Depending Too Much on the
Mailed Resume?" The Retired Offider, September- October 1963, pp. 28-29.

18. "Which Retirees Get the Good Jobs ?" The Retired Officer,
January-February 1964, pp. 32 -33.

19. Hancock, M. (Lt.) and J. Cohen. "Briefing Retiring Military Personnel,"
Elployment Service Review, U.S. Department of Labor, June-July 1965.

20. Mats, Earners. "A Progress Report: Placement Through Automatic Data
Processing," Emplgyment Service Review, July 1966, pp. 57 -58.

21. Kibbee, Joel M. "User Languages in Public Management," CWtput, September 1966.

22, Locksley, Norman. "An Untapped Source For Mathematics Teachers?" American
Mathematical Monthly, Vol. 72, No. 6, June-July 1965, pp. 658-661.

23. Richmond, Charlotte. "Help Wanted: Hospital Attendants," Occdpstional
Outlook Quarterly, Vol. 9, No. 3, September 1965, pp. 27-30.

24, Rogers, James T. Retired Military Personnel as Junior Calle a Instructors:
An Analysis Conducted in Florida Public Junior calm!) blueline, 19 5.

25. Rosen, Howard. "Vocational Education - Training for Yesterday's Jobs?"
,Occupational Outlook Quarterly, Vol. 10, No. 2, May 1966, pp. 27-30.

26. Rosenthal, Neal H. "Technician Training: How, Who, Where?" Occupational
Outlook Quarterly, Vol, 9, No. 3, September 1965, pp. 16-19.

27. Sharp, L. M. "Military Retirement Study: A Progress Report," The Retired.
Officer, May-June 1964, pp. 22-23.



February 10, 1967 97 714.3302/00001

III. Government Publications

28. Armstrong, W. E. end To 144 Stinnett. A Manual on Certification Requirements
for School Personnel in the United States, National Education Association
of the United States, Washington, D.C., 1964.

29, Brokenshire, J. R. DirccinC...ectoof0enteredictCurrtlumsin
California Junior Colligeirs4ktEkihooIUIT&ACdultko----------Ciifornia:Sacramento,
California State Department of Education, 1964.

30« Dictiona of 0cc tional Titles, Washington, D.C.: U.S. Department of
Labor, 2 Vols., 3rd edition, 15

31. _....s:EdtmetJtnfcaLghEai%Aorldelt_._..2ds, Washington, D.C.: U.S. Department
of Health, Education, and Welfare, Office of Education, 0E40021, U.S.
Government Printing Office, 1963.

Occupational Outlook Handbook: EiRloyment Information on Major Occupations
for Use in Guidance, Washington, D.C.: U.S. Department of Labor, Bureau of
Labor Statistics, Bulletin No. 1375, 1963-64 edition.

33. Opportunities for Educational and Vocational Advancement, Washington, D.C.:
Commission on Accreditation of Service Experiences, American Council
on Education, Bulletin No. 10, 3rd edition, June 1965.

34. Prerato Trade and Industrial Tra ': Pro: -.= in Public Schools - A
Directo 1.1 2, Washington, D.C.: U.S. Department of Health,
Education, and Welfare, clE.e4028.621 Bulletin 1963, No. 4, 1962.

35, State Department of Education Policies, Washington, D.C.: Commission on
Accreditation of Service Experiences, American Council on Education,
Bulletin No. 5, 9th edition, January 1966.

36. TeclundtheAmericarEn Report of the National Commission on
Technology, Automation, and Economic Progress, Vol. 1, February 1966.

37. Vocational Education: Essential to Economic Projgress, Sacramento, California:
Report of the California State Conference on Vocational Education, January
11-12, 1965, California State Department of Education, 1965.

38. Vocational Education in California 1963-64, Sacramento, California: Annual
Descriptive Report for the Fiscal Year Ended June 30, 1964, California State
Department of Education, 1964.

39. Vocational Education in California 1964-65, Sacramento, California: Annual
Descriptive Report for the Fiscal Year Ended June 30, 1965, California State
Department of Education, 1966.



February 10, 1967 98 TM-3302/000/01

IV. Department of Defense and kilit!:w Services

4o Airman Classification Manual, Washington, D.C.: Department of the Air Force,

DR----Zas397W31, 1963.

41. &or, Occmatices eat= A Handbodk for Civil Ethicators Guidance
Counselors andtalb--.:G,D.eudenhiagt: the i r, Office
opt tie General, revised edition, SepteMber 1956.

42. Cross-Reference index to ManualoOffClassifioations, Bureau of
Naval Personnel, DepartmeftatWAWORMWI553*-0300giment),
March 1964.

43. Cross-Reference Index to Manual of NI Officer Classifictions, Bureau, of
Naval Personnel, Department of the Navy, 1 39A as amended. Sept. 164,
Change 1), December 1964.

44, E d u c a t i o n a n d Fiscal Year 1 SchedUle of Clams U.S.
Training Centers and Schools, Fort Monroe, Mi.: Headquarters, Uhl ed
States Continental Arno! Coemand, CON Pim 350-1, 1 July 1965.

45. Enlisted Training in the Navy, Naval Training Bulletin, Sumer 1965.

46. Manual of Navy Enlisted Classifications, Washington, D.C.: Department of
the Navy, Bureau of Naval Personnel, NAVPERS 151051, August 1965.

47, Manual of Navy-Civilian Occupational Relationships, Washington, D.C.:
Bureau of Naval Personnel, Department of the Navy, NAVPERS 15834B,
11 December 1964.

48. Manual of Navy Officer Billet Classifications, Washington, D.C.: Bureau
of Naval Personnel, Department of the Navy, NAVPERS 15839A, 23 October 1963;
Change 2, 28 September 1965.

49. Na Formal s Cats Naval Air Training Command, revision,
December 1 5.

50. Occ Conversion
Assistant Secretary Defense,
October 1965.

51. Occupational Conversion Table -
Assistant Secretary of Defense,
October 1965.

Billeted, Washington, D.C.: Office of the
Minpower, Department of Defense, DOD 1312.1-E,

Officer, Washington, D.C.: Office of the
Manpower, Department of Defense, DOD 1312.1 -0,

52. Officer Classification Manual, Washington, D.C.: Department of the Air Force,
--miAirg:I7-15 April 1963; AIM 36-1D, 15 June 1964.
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53, Personnel Selection and Classification: Mimi at Ccemissioned OfficerKM tional 8 ciliates, Washington, D.C. : Hea'drsers, Departmentof the Arow, 11101, Jugs 1960.

Personnel Selection and Classification: 110=4 of Enlisted MilitaryOcc tional 8 laltles, W on, D.C.: Headquarters, Department oft Arree r, 11 $ 5 June 1

5It

55, Personnel Selection and Classification: th ce *arrant Officer juu0cc tional cialtia7Washington, D.C.: Headwarters, Department of
p 3 June 1961; C2, 11 September 1962; C4, 27 January 1964.

56. Ifaclecond , Washington, D.C.: Office of Armed Forces
Information and Education, Department at Defense, DOD PAM 7.10, 3 May 1961.

57. The United States Air Force Occ tion alHandbook: A Manual for VocationalGuide= s Counselors and Air FofdePia41101-fIal,onne Washington, D.C.:
Headquarters, =United States Air Force, 193'5.

58. U.S. Arm Formal Schools Catalog, Washington, D.C.: Headquarters,Department of the Army, lift Pamphlet 350-10, 26 February 1965.

59, USAF Forma Schools Catalab Washington, D.C.: Department of the Air Force,Air Force Manual 50.5, 3 January 1966.

United Occ tiorial Handbook: A Manual for Civilian Guidance,Counselors Schools and Libraries, also Employment and Youth Agencies,Washington, D.C.: Bureau. of Naval Personnel, 4th edition. (no date)

6o,

61. LEAF Formal Schools Catals, Washington, D.C.: Department of the Air Force,Air Force Manual 50-5, 13 January 1966.

V. SDC Documents

62. Lure, R. H. SDC Personnel Dataime-Shar S tem, Santa Monica,California: System Develoment CorPorattold,11P-March 1965.
63. Development, operation, and Testing Time - Shared Personneland Manor nt ratormation 3 tens, Santa Monica, California: SystemDevelopment Corporat on, P 16 November 1965.
64. &wheat P. and P. Klein. The Job. Corps Data Retrieval Time - Sharing System

(JC14), Santa Monica, California: System Development Corporation, TM-WD-170,9 February 1965.

65. Coles, N. E. Operational Rejuirements for the Deperimental PersonnelInformation Cayabilitz, Santa Monica, California: System DevelopmentCorporation, TM-W.41462, 21 February 1966.



February ].O,1967 100 214.3302/000/01

66. Coles, N. E. VIC User's 11 Sawa* Santa Monica California: 07stem Develop-

:sent Corporatlia, le4-3115, ffrugufst 1966.

67. Ouillebsauco C. and D. 141maitch. User's for lee Retrieval
for the Retired &].i Pro eat 1* as., ornia:

on, 3 September 191g.'tea ve
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Amend lx A

TIM MILITARY QUESTIONNAIRE
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Name
1. (Print)

Mailing
2. Address

102

SYSTEM DEVELOPMIRIT CORPORATION

MILITARY MURES QUESI'l'ONNAIRE

TM-3302/000/01

5« Serial Norther

(City), (State)

3. Air Force El Army

8. Specialty Code Number Primary
(MOB, NEC, NOBC, AFSC)

Secondary

9. Specialty
Title

10. Check box indica

NE 0 Nome Phone

6. Age

Plmoi.te

7.
Male

Primary

Secondary

. at school .". ed or ea obtained:

Mir Minm":1111
EMMA P_MIE31 LI 1Ll

Graduate

11. Please list the tISAFI course numbers and titles you have taken, if vhile in service:
Course
Number

Miger .
Title ,

A

A

Use the reverse side of his page if tional space le necessary.)

12. Please list any civilian or military licenses or certificates granted, to you in trade or
technical skills. Check in appropriste.box if civilian or military:

!lame of License or Certificate
Year
Granted Civ. Mil.

Use the reverse side o this page i additional space s necessary.

13. Please list your full-time civilian employment experience (jobs held one year or more). List
the most recant oni ions first
'-'sYtialiiaijilEglint

Fran To Exact Title of Position

...........

Descri. ion of Position

e..
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IA. Please list your duty assignments (one year or longer) for the past ten years. List the :Bost
al7F-ars

Held

_____. _
Specialty Co&
No. (N013, Met etc.) Specialtyitle

........

15. Have you been an instructor in formal militaz training prop's or military schools?
Yes No Total months as instructor

16.Is, list theceure titles and briefly crib* the content of each course:
Course Title

1111101111111100011111111104116

17 Pleas+) list each Instructor
Tsar
Taken

Course Desca*ion

1111011101=1.11IMMIIMINIInowl=11

course c 'feted In service it

-4

nxths as
Instructo

Course Title

V111011111111111Or
INNOSImermwmilimmiammolopmewirsummusismilimrsl

18. In which state do you plan to retire?
ANIONIMMIONNINsa

AllFlosoMmlimrrimplimep.

1. Tt offered a good Job, in which other states would you be Wiling to live When you retire?elect "Any State" box or list states in order of preference:
0 Any State 1. 3.

2.



Witoira100111011WAIMIN6001111.11

February 10, 1967 1014.

.3.
TW3302/000/01

20. Check in the appropriate box the minima annual salary for a full-time job that you would
consider in addition to your retires:int pay:

0500 da $5000 Woo Moo
*60o. *55000 #7600 *8500

$5600. *6500 0 $8600- *95000
More than *9500 0

21. Would you be interested in a second career as an instructor of trade and technical subjects?
Check one:

Yes 0 No 0 tbdecided 0

22. If your answer is "NW would you state briefly why?

23. It your answer is "Undecided," would you state briefly why?

24. The following trade and technical skills are currently being taught in technical schools,
junior colleges, adult education classes, etc. Please check each skill that you feel
qualified to teach or in which you believe you have expert knowledge. It none, check "None."

011111MINIMIP

01011111111111111

Aircraft Mechanics

Auto Body and Fender Repair

Auto Mechanics

Business (ADP) Machine Repair

Carpentry

Dental. Technician

Diesel Mechanics

Drafting, Mechanical

Da Cleaning

Ilecrbrical Appliance Rorair

Electricity/ileatrical Technology

Iglactronic Data Processing (Operations)

Electronics

ltod Trades

None

Instrument Repair.111.0

Machine Shop

__Medical Technology

11.111=10111.11.

0111.*1111111110

Nursing and Hospital Care

Optical Mechanics

Photography

Plumbing and Pipefitting

Police Science

Printing and Duplicating

Radio and T.V. Repair

Refrigeration and Air Conditioning

Sheet Metal Work

Welding
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Appendix B,

THE STATE CMEST/ONNAIRE
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SYSTEM DEVELOPMENT CORPORATION

Survey of State Trade and Technical
Education TeacitingLPositions

Part I

The questions in this part.are directed, toward determining the minimum requirement' for the
employment of teachers of.trade and technical education. If there are notable exceptions to
the answers given, please indicate these in the space provided or on the back of the pages.

44,

1. What is the minimum number of years of general education required for teacher certification
in trade and technical education? Check one in each column.

Regular
Credential

Provisional
Credential

LerrhooDiploma
School Diploma...Aso

1 tear college

AA degree

3 years college

RA de:. -e

More than BA degree
.

Exceptions:

!MP

2. What is the minimum amount of occupational experience required for teacher certification
in trade and technical education? Occupations requiring a license or certificate should
be checked separately. Check the appropriate box in each raw.

Years 0 1 2 4 6 7
More than

. seven

Licensed skills

Other occupations
....---.........--......,

Exceptions:
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3. Does your state allow a postponement of requirements in panting the teaching certificate
in trade and technical education?

Requirements Yes No Exceptions

*
Teacher Education

General Education

1

Occupational Eakeriece

QualifyingLEXamination

Special Courses

Explanation of exceptions:

4...Does your state give credit toward certification for lasservice educational experience and
MARX courses? For example, credit might be given in accordance with the recommendations
made by the Commission on Accreditation of Service Experiences (CASE). YES NO

Exceptions:

Does your state give credit toward certification to military personnel who have formal
instructor.training and experience in military service classes? YES NO

Exceptions:

Does your state give credit toward certification to military personnel who have
instructional experience but no formal training? YES NO

Exceptions:

7. Does your state give credit toward certification for applicable occupational and skill,
experience acquired in military service? YES NO

Exceptions:

Illt"P","P"011"7"0114!"1"1",""rWmertfl."-w""
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Nati; *

This section is concerned with ascertaining the number of fullptime teachers who tauskt specific

"Its trade and technical courses duties three selected tine periods. It is also occoernedwith

idsweafying trade eel technical areas in which your state anticipates shorteses of full.time

teachers.

Plasm, till lathe columns 'fros records a indieatadg

Trade and

Technioal Courees

UrWMIIIIIIIIIIIIIIIIMIMIIII...
UtO and IPWMIIMMIWEIIMIIIIMIIIIIIIIIIIIIIIMIIIIMIIIIIIIIIIIIIIIII

UtO Neabanics

.r".' 0
fullptime
teachers
employed
1..14..2

rn` r 0
toll.Ame
teachers
employed
1.. 1.

.:'n r0
tullotiai
teachers
employed
1.. 1...

r' o pa
number of
unfilled
positions
1... 1'.

IIIIIIIIIIIIIIIIIIIIIIII

1111111111111111111111111

111111111111111111111111

easiness ADP Machine Re.

1 Technician

Diesel Mechanics

Draft Mechanical

11

11 "

14 ctric t rlectrical Teo . .

'4 ctronic Data Processinat

. ctronice

.. Trades

Instrument Repair

him 5 .

.dical Technolo_.

4 1tt

oe :Science
........

.fto

friserstion and Air Conditioning

beet Metalwork

. .

r

14M-4,074VOMIVII*,Y0'047.7.,,.

It
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(page 110 blank)

A"."i-ITT,W"ta paZu the space provided balm list s* additional trade and technical courses mbar of
for which you anticipate unfilled teaching positions:

positions
unfilled

..moorrp, 011.1roromm.p.owk
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STRUCTURED IVERVIEW

Florida

1. Does the state differentiate in its teacher certification requirements
between. Trade and Industrial Education and Technical Education?

Yes, certification requirements in Trade and Industrial
Education differ from those for Technical Education.

2. If yes: How are "technical" courses defined?

"Technical" courses are closely related to industrial
courses but usually are more concerned with theory and
the use ,of instruments than with the development of
skills with tools and machines.

3. If yes: Can we obtain the course titles for each type of education?

Titles of courses in Industrial Education and Technical
Education may be found on pps. 37-52, Bulletin 70H-15,
Adult Offerings thlder Minimum F undation Pro ram Su. ort,
a copy of which is attached.

4. Can the state residency and course requirements (American history and
government) be waived in the granting of high school equivalency
certificates based on GED tests for military retirees?

No, the requirements must be met by all applicants for the
equivalency diploma. Applicants may establish high school
credit in American History and Government by-passing
standardized tests for the two subjects at the close
of the courses.

5. What defines a "resident" in Florida?

A resident of Florida is a citizen of the United States who
has continuously resided in the state for one year and in
the county of residence for six months.

Nay training in military service instructor schools be substituted for
professional education requirements?

No, unless, the training is evaluated by a higher education
institution and converted into semester hours, assuming,
of course, that the training is appropriately directed.
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7. Does the state now have available data on the number of full-time teachers
employed during the academic year beginning in September, 1965 in the
subjects on our questionnaire?

The number of full-time teachers teaching industrial Education
subjects during the 1965-66 school year is shown on Um-attached
list. The attached directory of Technical Education teachers
shoos the 1965-66 personnel for teaching Technical Education
subjects.

8. Does the state now have available data on the anticipated number of un-
filled positions during the academic year,beginning in September, 1966
in the subjects listed on our questionnaire?

The information on the anticipated number of unfilled positions
in Industrial and:Technical Education by subjects during the
academic year beginning in September, 1966, is not available
at this time.

9. What experience has the state had in using military retirees as instructors
in T & I and Technical Education?

Retired. military personnel is one among several valuable
sources of teachers in both Industrial and Technical
Education. Quite a number retired military personndl
locate permanently in Florida and a large percentage of
Technical Education teachers are retirees.

10. Would. the state be interested in receiving regularly the names and addresses
of military retirees qualified by the state's standards to teach T & I or
Technical subjects? If yes: How frequently -

Monthly Semi-annually Annually

If yes: ILL what subjects:

T & I Technical

This information would be very valuable for both Industrial
and Technical Education. It should probably be supplied. to
Mr. Jesse W. Burt, Consultant, Teacher Recruitment, State
Department of Education, a central state agericy responsible
for teacher recruitment. In addition, it should be noted
that Florida schools are operated by the County Superintendentc
and County Boards of PUblic Instruction of the 67 counties.
These individuals are directly responsible for the employment
of teaching, supervisory, and administrative personnel. Lists
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of local directors of Vocational Education and of junior
college deans are attached. Direct mailing to these
individuals may be helpful.

11. For what subjects does the state now experience difficulty in recruiting
qualified instructorsr

Florida's program of Industrial and Technical Education
is expanding rapidly and openings for qualified teachers
occur frequently. However, the number of such openings
is not maintained by the State Department although some
difficulty has been experienced) particularly in Technical
Education, in securing qualified instructors for practically
all technologies.

12. For what subjects does the state anticipate a need for new instructors in
the next few years?

No attempt has been made to predict teacher needs for
specific occupational training programs on a long range
basis but a need for new instructors in all of the
technical areas listed in the attached bulletin is
anticipated.

13. What agencies or organizations does the state now use to locate potential
instructors, administrators, and counselors? AVA, USES, etc.?

The State Department of Education has a Teacher Recruiting
Unit at the state level. This Unit keeps in contact with
the educational administrators on the county level in regard
to job openings and teacher availability. Information on
job openings and opportunities, along with a brochure on

.Florida, are sent to college placement directors throughout
the United States. Advertisements are placed in professional
journals. Education in Florida is depicted though booths
installed at conventions. Brochures are sent to prospective
teachers who make inquiry through the Unit. The Unit also
works cooperatively with the United States Employment Service
and in general acts as a clearing house for teacher recruitment
for the 67 counties in Florida.

14. Does our sample retiree profile contain the kinds of information the state
would want as a basis for selecting applicants for initial interviews for
teaching, administrative, and counseling jobs?

The sample retiree profile appears to contain much of the
kind of information needed in seleCting applicants for
initial interviews for teaching, adminisqative, and
counseling jobs.

,..,:ammme,.
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STRUOVIUM INTERVIEW FOR SERVICE PERSONNEL DATA CENTERS
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AMC

STRUCTURED MERV/1W

SERVICE BUREA113 OF PIRSOlINEL

NAVY AIR FORCE

3,. Does the Personnel Bureau have the capability to provide by machine printout
the content of each retiree's history as indicated in our content list?
(See attached content list.)

2. If no: Which items could be supplied?

Which items could not be supplied?

3. If yes: What are your system's constraints on the format for the content
indicated in our list (attached sheet)?

4. With bat frequency could your system provide machine or manual output on
all the retiree data requested?

Monthly Semi-annually Annually Other

5. Would it be less costly and time-consuming for your system to provide the
Information on retirees requested by specialty code numbers, by specialty
titles, or some other method?

6. What is the current status of your service's specialty code number and
specialty title system?

11

Unchanged during calendar year 1966?
Undergoing changes during calendar year 1966?
Will change during calendar year 1967?
Other. If other, please explain:

7. What is the current status of your service's personnel system:

( ) completely munal mode of operation
ipartly manual- partly automaord modes of operation

in transition from manual to automated mode of operation
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8. whet type of cbsage to your personnel system would be needed to meet our
request for data on retirees?

( computer programming
( mental operating procedures
( new hardware
( ) other. "1:t other, please explain:

9. Can you estivate the cost of the changes required to meet our request for
data on retirees?

10. Whose approval (agency or individual) must be obtained to change yaw
personnel system, if necessary, to meet the requirement to provide the
retiree data requested?

U. Are there security or other remove wby your service could not provide
the data requested on retirees to non-military agencies such as the U.S.
Employment Service or the American Vocational Association?
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CONTENT OF INDIVIDUAL RET'IREE'S HISTORY' A

TM-3302/000/01

9iaa4,111144.0664,'

um= FROM EACH MILITARY SERVICE

ITEMS

1. Retiree's name

2. Home address

3. Home telephone number

4. Serial number

5. PNY Wade

06 Rank

7. Sex

8. Birth date

9. Pribary specialty code number (AMC, NEC, NOBC, NOS)

10. Primary specialty title

11. Secondary specialty code number

12. Secondary specialty title

13. General education level:

Highest elementary grade completed
Highest secondary grade completed
High school diploma earned
GED-high school equivalency certificate earned
GND6college year equivalency certificate earned
College years completed (not in service)

College years completed. while in service:

Name of college - Courses taken - Date taken

College diploma (AA, BA, IV)
Graduate years completed
Graduate degrees earned (MA, MS, ME); (MD, D.ed., Ph.D)

Post-graduate work:

Name of school - courses taken - date taken

14. In- service schooling:

List of all in- service formal school training and education; titles
of courses and dates taken; Lame of school.

15. List of all USAFI courses taken: number of each course; courseAitles;
and dates taken.
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16. List a all military licenses and. cerbificstes earned,: titles arid dates.

17. List of all duty.acignmients since entering service: titles of positions;
duties or responsibilities; dates.

18. Identification of the retiree as an "Instructor" (by specicat, code number
or title; service as an instructor in a 'service school or training comma
etc.); months of service as an Instructor.

19. List tf all formal instructor courses taken: names of schools; courses
takt.n; dates.

20. List of all courses and/or subjects taught by retiree as an official
Instructor: names of schools; titles of courses or subjects; dates
courses or subjects were given.
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1. LAST NAME. FIRST NAME MIDDLE NAME 2. SERVICE NUMBER 30. GRACE. RAI L') 11 RANK IL OA 12 OP' RANK (041a, ilk
TeRe)

4. DEPARTMENT. COMPONENT AND
BRANCH OR CLASS

_

5. PLACE OF NORTH (Otie sad Mato as CAaetra)
GATE

OF
GIRTH

DAY MONTH YEAR

7 a RACE le SEX F. COLOFiHAIR 4. COLOR EYES HEIGHT TiNEIGHT IL 'U.S. CITIZEN

OYES ciNO

0. MARITAL STATUS

ID a HIGHEST
D
CIVILIAN EDUCATION LEVEL

ATTAINE
I. MAJOR COTJ'FISE OR FIELD

at a

igDAY

Or

II A TYPE OF TRANSFER OR OISIHARttE

t____,___._.

IL STATION CR INSTALLATION AT WHICH EFFECTED

e. REASON AND AUTHORITY orec7

illAi

OAT MONTH

I2,LAST DUTY ASSIGNMENT AND MAJOR COMMAND

14. SELECTIVE SERVICE NUMB'S 15 SELECTIVE V a 90Ala -.'3. ' 1

111 A CNARACTER OF SERVICE

r4:rr7e4n:SnIr/W

I. TYPE
ISSUED

IS PATE

OP CERTIFICATE

INDUCTED
MONTH YEAR

IT DISTRICT OR AREA COMMAND TO WHICH RESERVIST RANSFERRED

e, al2M5741-41g
F. 19. CURR NT ACTIVE SER r CIE li R T A SY IN U 10

a SOURCE OF ENTRY
.

0 ENLISTIED(FIIN Ratletwerai) 0 ENLISTECIP.14evies) 0 REENLOSTED

0 OTHER:

* K VP
SERVICE

(Tiors't

OATS OF ENTRY
DAY MONTH YEAR DAS/ MONTH YEAR

20. PRIOR 1lioarMI ft."'-'.'7''-1---404T3 1I, GRADE, RATE OR RANK AT TIME OF
ENTRY INTO CURRENT ACTIVE SERVIC

22, PLACE OF ENTRY NYTO CURRENT A TIVE SERVICE ON ad 11.01

23. HOME OF RECORD AT TIME OF ENTRY INTO ACTIVE SERVICE
(revs.). MOM& CaaaGe 44 Sate) 24. STATEMENT OF SERVICE MONTHS

a

CREOITAIIS
FOR EASIC

P A Y
"PURPOSES

II) NET SERVICE THIS PERIOD

121 OTHER SERVICE
25 S. SPECIALTY NURSER AND

TITLE,
I. RELATED CIVILIAN OCCUPATION
, AND D. O. T. NUMENER '

......0..,

e $110T411. 41.imo 01+114114 4211 MN
IN TOTAL ACTIVE SERVICE IMMUIMINN
F FOREIGN AND/OR SEA SERVICE MINHOMIMI

26. DECORATIONS. MEDALS, NAMES. COMMENDATIONS. CIT TIONS AND CAMPAT454 RIBBONS AWARDED OR AUTHORIZED

.....ierra.. 0.....11%,
27. WOUNDS RECEIVED AS A RESULT OF ACTION WITH ENEMY FORCES" (Plot owl dot S 4414HAN)

1.000.1.

c .......
21. SERVICE SCHOOLS 0 COLLEGES. COLLEGE TRAINING COURSES AND/OR POUT.SINIXIATE CO_URSES SUCCESSFULLY COMPLETEU 20. OTHER SERVICE TRAINING

COURSES SUCCESSFULLY
COMPLETED

SCHOOL OR COURSE
a

DATES (frova . To)I MAJOR COURSED

......---!...-...............---,..,,

O

......
3014 GOVERNMENT LIFE INSURANCE IN FORCE

0 YEA 1:3)40

I AMOUNT OF ALLOTMENT 0 ONTH ALLOTMENT
DISCONTINUED

../..........1...."...*
31 AEA BENEFITS PREVIOUSLY APPLIED FOR" alkeeth Ira) k VA CLAIM NURSER

C
..........................,..32. REMARKS

33. PERMANENT ADM S. REF A LING PURPOSES AFTER TRANSFER OR
DISCHARGE (Stmt.MAC*. On4RIP.M1110)

24. SIGNATURE OF PERSON SEING TRANSFERRED OR DISCHARGED

35 c TYPED NAME. GRADE AND TITLE OF AUTHORIZING OFFICER

maw

L SIGNATURE OF OFFICER AUTHORIZED TO SIGN

DrFORM, I NOV 55 214
REPLACES COITION Or 1 Jut. 12, ARMED FORCES OF THE UNITED STATES
WHICH IS 0111SOLITE REPORT OF TRANSFER Olt MSCHARGE
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2.

3.

4.

5.

6.

7.

. 8.

9.

10.

11.

Name

Street Address

City, State

BRANCH - Branch of Service: A, Am; AP, Air rorce; N, Navy

RANK - E, Enlisted; W, Warrant Officer; Op Commissioned Officer

SERNO - Service Serial Number

AGE

SEX

SKILL - 1-29 (see Table 1)

EDLEV - Highest School Grade Completed

um= . I, Rated Instructor; YI Served as Instructor; N, Never served

Code tor iletiree Profiles

n

124,3302/000/01

as instructor

12. MONTHS - Number of months served as instructor

13. STATE - State where retiree intends to retire

14. SALARY - Salary desired from second career job

15. EDGAR Interest in vocational education as a second career:
Y., yes; N, no; U., undecided

16. PRIMARY SPECIALTY - service desigAsted specialty

Specialty Number

17. SECONDARY SPECIALTY

Specialty Number

18. USAFI AND SERVICE COURSES

Course Number

19. LICENSES AND CERTIFICATES

Year M, Military; C, Civilian Nama, of license or certificate

20. CIVILIAN EMPLOYMENT EXPERIENCE

Year begun Year ended 'Job description

21. SPECIALTIES - service assignments by specialty

Number of years Job title

22. COURSES INSTRUCTED . service instructing

Specialty Number Number of month6 Course title

23. INSTRUCTOR TRAINING COURSES

Year taken Course title

24. OTHER STATES - list up to 5 in which retiree is willing to work

25. SKILLS - Retirees' skills applicable to vocational education: 1.29 (see
Table 1)

Specialty Title

Specialty Title

Course Title
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$14, USERS .
TIME

SCLOCK TIME IS 07:34.
"Ergew(3.24.);MON211S(48+)SICILL(1);STATE(ARIZ) STATES(ARIZAW1)
=PUTS Ng ? ALL.

1. PROFILE A
2. STREET 'ADDRS
3. CITY, STATE
4. BRANCH = AF

5. RANK la 03
6. SERNO 3008358
7. AGE 38
8. SEC

9. SKILL 1
10. EDLEV 111

11. INSTRUCT
12. MONTHS 55
13. STATE
14. SALARY = 6600
15. EDCAR Y

16* PRIMARY SPECIALTY
4344 ACFT MINT 01,7/ORR-INSTRUCTOR

17. SECONDARY SPECIALTY
7524 EDUCATION SPEC

18. MAY' AND SERVICE COURSES
O BEG ALGEBRA 1
O BEG ALGEBRA 2

19. LICENSES AND CERTIFICATES

20. CIVILIAN EMPLOYMENT EXPERIENCE
42 46 MO MECHANIC

325 54"3302/000/01

21. SPECIALTIES
4344 10 AC MAIM MST

22. COURSES INSTRUCTED
28 ACM MAIN OFFICER

O PRIMARY AC1T+ENOINE MECHANICS COURSE

23. INSTRUCTOR TRAINING COURSES

24. &HER STATES
MASS CALIF ARIZ TEC

25. SKIM
1 3 L.



r ,

February 3.0p, 3. 7

3.. PROFILE B
2. STEM ADDRESS
3. CITY, STATE
4. BRANCH

5. RAM
6. maw
7. AGE
8. SEX
9. SKILL

10. EDLEV
U. INSTRUCT
12. MONTHS

13. STATE
14. SALARY
15. EDCAR

E8
is 3513356
ts 37
a

1
12

a I
79

TENN
5600

Y

t

t

1.10.4

116

16. PRIMARY SPECIALTY
3423 AVIATION STRUCTURAL MOH

3.7, SECONDARY SPECIALTY
INSTRUCTOR

18. USAFI AND SERVICE COURSES
0 BASIC ELECTRONICS

19. LICENSES AN]) CERTIFICATES
50 N INSTR TRNG
66 M SUPVS TRNG

20, CIVILIAN k MOMENT EXPERIENCE
65 66 REAL ESTATE SALESMAN

SPECIALTIES

= a

3 =TR IN INSTR TRNG
3 MINT CHIEF OF OPERATING SQD
4 SHOP SUPV

22. COURSES INSTRUCTED
43 INSTR TRNG
36 AVIATION STRUCTURAL ;ZCH

23. INSTRUCTOR TRAINING COURSES

24. OTHER STATES
ANY

25. SKILLS
1 15 26 27

Tm3302/000/03.



Pe:bra*:

le PROP= C
2 STREET mums
3. C Trip STATE
4 BRANCH = AP
5. RANK = E6
6. S ER NO = 14218185
7. AGE = 38
8. aEK no M
9. sm.. i 1

10 . EDLEV e. 12
11 4 INSTRUCT = I
12. MONTHS -..... 96
13
14.
15.

STATE
SALARY.

EDCAR

=
....

=
.

CALIF
5600

Y

27

16. PRIMARY SPECIALTY
43171 A IRCPAPT MA INT TECH

17. SECONDARY SPEC IA

T14,3302/000

18. USAF I AND SERVICE COURSES
O TyPanummt
O AIR FORCE INSTRUCTOR

19. LICENSES AND CERT IFICATES
O M NAST ER 'INSTRUCTOR CERTIFICATE

20. CIVILIAN EMPLOYMENT EXPERIENCE

21. SPECIALTIES
43171 10 ACFT MA INT TECH. ZNSTR UCT CR

22. COURSES INSTRUCTED
93 MA, INT TECH

3 MA INT DOCUMENTATION

23. INSTRUCTOR TRAINING C 0183E8
58 TECHNICAL INSTR COURSE
64 ACADEMIC INSTR COURSE

24. OTHER STATES
ANY

25. sicms



-1. PROFILE D
2, STMT. ADDRESS
3. CITYp.STATE
4. ANCH

5 RANK
6. BERN()

7. AGE
8. SEX
9. SKILL

10. EDLEV
11. INSTRUCT
12. MONTHS
13. STATE
14. SALARY
15. EDCAR

16. PRIMARY SPECIALTY
43290 ACFT'ENGINE SUPT

17. SECONDARY SPECIALTY
47170 AUTO MECHANIC

18. USAFI AND SERVICE COURSES
AIRCRAFT JET ENGINE MECHANIC'

0 JET ENGINE MECHANIC
0 APPRENTICE AIRCRAFT MECHAKC
0 J.57 ENGINE MAINTENANCE

19. LICENSES AND CERTIFICATES

20. CIVILIAN EMPLOYMENT EXPERIENCE

21. SPECIALTIES
43290 10 ACFT MAINE

22. COURSES INSTRUCTED
72 JET ENGINE

23. INSTRUCTOR TRAINING COURSES
60 OJT ADMINISTRATIVE SUPV
56 MINT COURSE FOR AIR FORCE SUPVS
64 STRATEGIC AIR COMMAND NCO ACADEMY

24. OTHER STATES

AF
E7

m 1433977
39

=

128 TH*3302/00010%

.111101

OOP
.111.

ODOM
OMB

32

.72
GA

7600
Y 4

ANY

25. SKILLS

1 3



06.3302/000/01

1. 1FROFILE E
2. STREED ADDRESS

C!1 'Y,, STATE3.
BRANCH

5. RANK
6. SERNO

7. AGE
8. Sc E
9. SKILL

10. EDLEV
11. INSTRUCT

-12. moms
13. STATE

AF
= E6

17024165
45

1
12

OMNI Y
*NO 120
MAIO

14. SALARY = 4600
15. EDC&R

16. PRIMARY SPECIALTY
13171 AIRCRAFT MAIM TECH

17. SECONDARY SPECIALTY

18. USAFI AND SERVICE COURSES
0 HISTORY Or US

19. LICENSE AND CERTIFICATES

20. CIVILIAN EMPLOYMENT EXPERIENCE

21. SPECIALTIES
43171 10 ACPT MAINT TECH JET

22. COURSES INSTRUCTED
60 TECHNICAL MST COURSE
60 MST SUPV COURSE

23. INSTRUCTOR TRAINING COURSES
53 GENERAL ACPT

24. OCHER STATES
ANY

25. SKILLS
1



ftbruary 10, 1967

1. PROFILE'?
2. STREET ADDRESS'
3, CITY, STATE
4, BRANCH

5 RANK
6, SERNO
7. AGE
8. SEX
9. SKILL

10. EOM
11. INSTRUCT
12. MONTHS
13. STATE
14. SALARY
15. EDGAR

AF
E9

17203479
sis 38
on

1
12

so

156
TEX
6604

130
(wit pip)

16. PRIMARY SPECIALTY
42390 ACFT ELECTRICAL SUPT

17. SECONDARY SPECIALTY
43171 ACFT MINT SUPV

18. USAFI AND SERVICE COURSES

19. LICENSES AND CERTIFICATES

03, CIVILIAN EMPLOrMENT EXPERIENCE
44 46 MOTION PICTURE PROJECTIONIST

21. SPECIALTIES
42370 4 ACFT ELECTRICAL INST
42390 6 ACFT ELECT SUPT

22. COURSES INSTRUCTED
156 ELEC SYS
72 FUEL SYS

23. INSTRUCTOR TRAINING COURSES
46 INST TRNG COURSE

55 ACADEMIC INST COURSE

24. OTHER STATES
ANY

25. SKILLS
1 11 25

*READ TO END OF FILE

SEARCH = 7 ! TIME

*CLOCK TIME IS 07:54.

TI403302/000/01


