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PREFACE
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Manpower Develdpment[Vo-ed for the Disadvantaged

Punch Lines In RY Reports, Lost in the
maze of data and cold statistics, criti-
cal implications and lssucs too often
fail to reveal themselves in rescarch
and its reporting. Ponder the follow-
ing from this month's RV:

o A progtam of preparation for employ-
ment might, therefore, be mo:e likely to
center in general than in vocational educa.
tion. It fs stgnificant that this has been the
case with most foundation-financed experi-
ments in employment-related education.
{Mangum)

o The dichotomy sometimes drawn be-
tween preparing for life or preparing for
employment is nonexistent. 1t is ot true
that one either prepares [or skills of
prepares for all the other values lo be held
by one entering employment. (Shoemaker)

o Aflthough a good many of the emplgy—
ers in our sample reported working with
satous communily agencies to improve
basic and vocational education progtams,
there was Littde evidence thet this type of
communily involvement was considered to
have produced fruitful results, while o. -
siona) inlerviewees expressed dissatisfscs
ticn with the preparation and wo.X-
orientation of high school gtaduates, (Gor.
don and Thak-Larsen)

o The experience of various companies
which have utilized Neighbothood Youth

Corps entolices should be pudlicized. The .

experience of New Jersey Bell Telephone,
whote retention rate of individuals with
hard core povetly backgrounds fs double
that of theit normal retention rate, is a4
example of the kind of finding which
would be most imprestive to employers.
(Mandell, Blackman, and Sullivan)

o It appears. indeed, that a significant
propottiod of Neighborhood Yonh Corps
enrollees, particulatly those in ¢ e out-of-
school program, book upon NYC partkipa-
tion iteelf as a job rather than s a
learning experience. Fo' many it appeans
that NYC acts a8 2 shelt, od work-setting—
an alternative to a less satishying outside
job. In other avrde, it may setve as &
buffer apainst prejodice, a competitive
work strocture, job instability, or the stig-
ma of boy's work. { Matjorie Egloff)

¢ Future hardcore employmeat pro-
grams should not be redricied to a given
ethnic background of race. The primary
criteria should he unemploymest ot un-
detemployment over a period of time and/
or individuals having particular demo-
graphic chatacieristicy, ¢.p, criminal tec-
ords, low educational level, and poor sedec
tion test performance that would generally
negate theit enlry e a salle work envie
roament. (Hjalmat Rowen)

¢ One-third of the men (long-term
unemployed) felt that one should not ex-
pect too much out of life and be content
with what comes; and a quarter sald thai
p'anning only makes a person undappy
since plans hardly ever work out anyway.
Eightoen parcent stated that all & person
should want [s enocugh pay for a eice cat
and home. A tenth of the men fe't that the
wise man Jives for today and Jets tomor.
row tuke care of ftsell. Almost as many (9
peroent) sald that the success & person will
have s ‘in the candy’ when he s bomn.
(Richand Olanoft)

Are You With It? The research, litera-
ture and }-.gislation for the manpow-
er and the poverty sectors have their
own lingo. ‘This fact, apparent for
some time, is fllustrated in the re-
ports which have been reviewed this
month. Previous RV repoits have
been Aevoind to manpower and to
voational education for he disad-
vanlaged; the foilowing AV JOur-
NALS should be reviewed ot bound
volumes of Research Visibility con.
sulted for mote complete coverage:

November 1967, *“Youth With
Special Needs”

September 1968, “Disadvatitaged
Youth: Rural Poverty and the
Urban Crisis"”

September 1499, “Marpower Re-
search”

April 1970, "“The Disadvantaged
#nd the Handicapped.”

Vocational education’s n  iess to
employment, the wotk fotve and
poverty makes necessary the famil.
latity and understanding of manpow-
er terms by vocational and technical
educators. Terms as the “delivery
system,” “‘suppotiive survices” and
many others have special meaning as
they cee used in the context of man-
power literatute and the language of
legislative provisions for manpower
developmeat atd its full utilization.
It RV had expertise and research
ability in etymology (the science of
word study and linguistics), it could
possibly explain the sources and rea-
sons fot the new terminology and

jatgon.
ﬁ(::listically, the ew words, terms

and descriptors are probably coming
from the advocates of manpower and
employment legislation and the alle-
viation of poverty and lack of oppor-
tunity for the disadvantaged. It is
not far removed from the impressive
language of political “clout” for the
needs of people. Its source is neither
educators nor vocational educators. *°

Mangawer Legislation. In July, condi-
tions are shaping up on length, heat
and Congressional action. Forecasts
for both the weather and the prog-
ress of Congress are difficult to come
by. Considerable heat could be gen--
erated if the vnemployment index
continues to mount, and spillover
may Influence politicians to concern
over their Interests in the events of
November.

Nonetheless, it Is probable that we
shall have a comprehensive man-
pcwer bill as school opens in Sep-
tember; vocationalists, of all school
persor.nel, should be familiar with its
provitions and its relationships with
their programs at all levels. Witbout
doubt, it is critically needed. Note
withstanding the merit of the pdlitl-
cal guise (consolidation and cute of
fragmentation) which has inspired
the legisiation thus far, a theme
which {s a pereanial favorite of pol-
iticians, it will be encompassing and
compeehensive. Labor's copyright of
the term “manpower,” and all that is
implied including the complavency
of education to anything which is a0t
academic, suggest that the hew legis.
lativh will be on a labor track and
not on the education mainline,

We may assure ourselves that
there will be generous peovisions foe
manpower development, alleviations
of conditions fot the unemployed,
the disadvantaged, and those in the
poverty sectot. Vocational and tech-
nical education is intimately related
to opportunity fot Americans to
break out of these and many other
conditions, and it should take the
initiative and sustained action to
make it happen.

ARMERRAN YOCANIONAL )OULKRAL



Toplc One: MANPOWER DEVELOPMENT

See Gibliography for Informatit-,
on svallabllity of complete studiee

Manpower Information for Vo-Ed Planning

Manpower Information for Yocatlonal Ed:
ucatirn Plsaning. Final Report. Robert C.
Young, ed. The Center for Vocational and
Technical €ducation, The Ohio State Unl-
versity, Columbus, Ohio. November 1969

This publication is the report of a
Conference on Manpower Forecast-
ing for State Vocational Bducation
Planning held at The Center for Vo-
citional and Technical Education in
June 1969. Participants included ex-
perts from the U.S. Department of
Labor, state vocational education
agencies and others with wide experi-
ence in cducational planning.

The major purpose of the confer-
ence was the examinalion of eristing
manpower  forccasting  techniques,
shortcomings, potential  improve-
ments in the techniques and the
possibility of adapting thece tech-
niques to meaningful vocational edu-
cation planning at the state level.

The conference bepan with a de-
scription of employment forecasting
techniques currently available and
anticipated in the near future and
was presented by Depattment of La-
bor representatives Norman Medvin,
Harold  Goldstein  and  Itvin
Wingeard. A critique of these instru-
ments was made by James Q. Sco-

ville. Additional presentations covered
the education, training, and mobility
implications of anticipated employ-
ment.

A paper by John R. Shea exam-
ined occupationa) education and
training requirements and raised nu-
merous rclevant questions about the
kinds of manpower information re-
quired for vocational education plan-
ning. A paper presented by Ernst W,
Stromsdorfer focused on industrial
location and the implications of geo-
graphic and occupational mobility
for vocational education planning.

The final paper, presented by
Garth L. Mangum, along with a dis-
cussion led by Byrl Shoemaker and
Robert Worthington, examined alter-
native strategies that might be util.
ized in the process of preparation for
employment and included & wigorous
discussion of the value of manprwer
projections for vocational edusation
planning. This finsl session on aiter-
nalive strategics reflected “some of
the sharp differences existing bde-
tween some vocational education
planners and the manpower-
economics community as well as dif-
ferences within the vocational educa-
tion community itself.”

————

Employer Policles in a Changing Labor Market

Empleyer Policles In 2 Changing Lobet
Marke: Repart of the San Framcisce Bay
Are2 Employtr Peiicy Servey. Margaret S.
Gordon and Margaret That-Larsen. Institute
of industrial Relations, Unbversity of Coli-
fornis, Berkeley. July 1969.

The Bay Arca Employet Policy
Survey gathcred comprehensive data
on employer policies and peactices,
and it analyzed vatiations in peac-
s tices by industry and by size and
other characteristics of the firms. Six
counties were inc'uded in the survey
(Alameda, Contra Costa, Marin,
San Francisco, San Mateo, and San.
ta Clara). and 309 public and pri-
vate establishments were included in
the sample. The survey was made
theough & two-part instrument: a
A3.page inteniew schedule and a
19-page supplemcnt of statistical ta-

Nes to be completed at the option of
the employer. -

This study was part of a broader
labot matket :esearch program
which was originally planned to in-
clude studies of (a) employer peli.
cies, (b) union policies, (¢) the tole
of employment agencies, placement
seervices and schoo! counselors, (a)
the impact of automation on skill
tequitements, (e) labor mobility,
and (f) vanous mote specialized
studies laking the form of doctoral
dissertations. Completion of the ea-
tite project is unsure; howevet, in
addition to the study being reviewed
here, an employment agency and
placement service stody was well un.
der way at the time of publishing of
this repoct.

Perhaps the most relevaat findings

for vocational educators are in the
area of employer-sponsored training
practices. Six types of formal training
were considered in “ha survey:

1. Vestibule training («raining giv-
en before the worker sssumes the
full duties of his position).

2. Formal employcr-supported,
on-the-job tralning. :

3. On-the-job trairing funded un-
der the federal Man, uwer Develop-
ment and Training Act.

4. Other government-supported
on-the-job training.

5. Apprenticeship programs.

6. Ont-scrvice tralning (training
spontored by the establishment but
provided by other organizations).

Among these types of formal
training the program sponsored by
the largest proportion of cstablish-
ments was out-service training. More
than one-half of the firms surveyed
reported programs of this type, with
larger  establishments tending to
sponsor them most frequently.

Out-service programs were  in
large pari designed to encourage fur-
ther training and upgrading of super-
visory and certain other types of
white-collar employces. The largest
proportion of these establishments
were {n finance. insutarce and real
estate. See table below for informa-
tion on enrollmeats.

Trpes of Courses In Whch Estibishment's
Out-Setvice Trainees Were Enrolied,
Raaked by Percentage of the 309 Establishments

Mentioning Them—
layku‘tnmbkybmy. 1967
Iype of Course Percents
Job of profession related swbix n?
Manapement of tomm‘ m
::hﬂm . L &
Science ot engineering Svbjecls (1]
Dlectronie dats processing 49
Tasorehca, real esinie, oF lavestments 3
Stedy tomard § degree 3
Stiled trades 0 technicsl training EL )

trafing employees 38
Business séminlstration 26
Satesmanship 23
Acccenting of tanafion 19
Clericl (£
New processes o lechaiquess

othet Baa EOP 13
Medicol or hea%h sobjects 16
Selely roining (13
Other (13

‘Soulm:mmmimmm
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With regard to employer involve-

ment in community educational pro- |

grams, it was noted: “Although a
good many of the employers in our
sample reported working with vari-
ous community agencics to improve
basic and vocational education pro-
grams, there was little svidence that
this type of community involvement
was considered to have produced
fruitful results, while occasional in.

terviewees uxpressed dissatisfastion
with the preparation and work-
oricntation of high school gradu-
ates.”

It was also noted that the expan-
sion of public manpower programs in
recent years has been so continuous
that data on training in this report,
gathered largely in 1967, were prob-
ably to some degree cutdated by the
time they had been processed.

Adjustments In Selected Apprenticeable Trades

Educational and Tralning Adjustments in
Selected Apprenticeable Trades, Vol. I
Alfred Drew. Purdue University, Purdue
Research Foundation, Lafayetie, Ind. No-
vember 1969,

This extensive study of training of
skilled craftsmen for the pipe, ma-
chin2 tool, printer-composior, and
cook-culinarian trades began in
1965. For purposes of gathering
data, mor~ than $00 items contained
in various questionnaires and rating
forms were developed, and approx-
imaiely 9.000 questionnaires were
returned during a two-year period,
1966-1968. Additional data were
obtained from discussions and inter-
views with Lnowledgeable persons,
studies of trade journals and appren-
ticeship vlandards, and direct contact
with apptentices, journeymen, in.
structors, cemployces, union officials,
teacher-educators, counsclors, train:

ing coordinators, high school slu-
dents, and representatives of labor
organizations, employer groups, ac-

cred’ting  agencies, governmental
agencies, schools and joint apjpren-
ticeship committees.

Each trade was studied in terms of
the “ideal jourieyman,” the appren-
tices' and journcymen’s views of
training, adjustment of training to
technotogical adjustments, appzen-
ticeship standards and cther essen-
tials for high-quality programs, ani
clements of outstanding programs.

Findings and rccommendations
made by the study are 100 numerous
to discuss here. In shori, they pertain
to the arcas of (a) the systems ap-
proach to lraining in -pprenticeable
trades; (b) philosophy and objec.
tives of training and developmen:;
(¢) policy-making and administra-
tion in apprenticeship training; (d)

.
(3N

budget planning and adequate finan-
ing; (e) recruitment and sclection
of best candidates for appren-
ticeship; (f) personal characteristics
of the apprentice and the terms and
conditions of his indenture; (g) usc
of trade analysis in curriculum p!zn-
ning and knowledge of and usc of
curriculum planning guides; (h) de-
velopment and use of standardized
materials at the national level with
provisions for adaptation to local
needs; (i) strengths and weaknesses
of on-the-fob training, and (j)
strengths and weaknesses of related
instruction,

Additional arecas in which findings
and recommendations were made In-
clude: (a) continuation training and
education for journeymen; (b) licen-
sing and certification; (c¢) systems
for making adjustments to technolog-
ical change; (d) keeping of ade-
quate and accurate training records
and reports; (e) instructional per-
sonncl; (f) the general training envi-
ronment; (g) special approaches to
apprenticeship training, including in.
dividualizad instruction, trade cosn
petition, and other unique and inne-
vative approaches; (h) promotion of
the image ot skilled craftsmen
through public relations, and (i) the
role and problems of rescarch en-
countered in the study.

Accreditation  criteria,  apprens
ticeship standards and curriculum
planning guides arc presented in the
appendices, which comprise Vol i
of the repott.

See Bidhography for Information
on avalabiily of complete studies

Topic Two: TRAINING THE DISADVANTAGFD

Pre-Vocational Tralning and Famhy Service Counseling

A Stady of the Eifects of Pre-Yorations
Teaining and Family Secvics Comselag oa
the LongTerm Unemployed: Final Repart.
City of Philadelphie Manpower UtiRzation
Comryission, Philadelphia, Ps. March 1969,

This study was based on the
preinise that long-term unemployed
n:ales often have cerlain  social
psychological deterrents to sucvessful
vocational training which must be
overcome by work adjustment !tain-
ing befote proceeding with vocation-
al training peogtams. The study was
undertaken by the City of Philadel-
phia with the pattkipation of the
Pennsylvania State Employment Scev-

LY

ERIC

IToxt Provided by ERI

icc (PSES), the Jewith Employ-
ment  and  Vovational  Service
(JEVS), the Vocational Rescarch
Insticute (VRI), Family Service (FS),
and National Analysts, Inc. (NA).
The project sought to determine
whether wotk adjustment training by
itself or in combination with social
case wotk counscling woul signifi-
cantly alter the ability of the long-
term unemployed to ute vocational
raining ot would improve their
chances for employment. The de-
wvelopmert of information on e
charactedistics  of the  long-term
unemplayed population and the in-

flucace of these characteristics on
uncmployment was a secondaty obd-
joctive of the project.

A sample of $46 men was selected
fot patticipation in the project, with
the sample being divided into five
groups: Group 1. men who needed
and reccived wotk adjustment train-
ing only: Group 11, men who needed
but did not recvive work adjustment
training: Group I, men who need-
od and received both work adjust-
ment training and family cenvice
counseling; Group IV, men who
necded bt did nat receive work
adiustment teaining and family terv-
ice coanseling: and Group V. men
wht needed meither work adjustment

ANMIRKAN YORANONAL JOVANAL



s

training nor family service counsel-
ing. Groups I1 and 1V were control
groups and Group V was a compari-
SON group.

The PSES’s role in the project was
to select and refer to JEVS unskilled
and semiskilled male residents of
Philadelphia, 19 yeuars of age and
over, who had been out of work for
a total of 27 weeks in the preceding
12-month period. JEVS was to Inter-
view applicants referred by PSES in
order to assign them to the various
groups within the project design, and
to provide the indicated men with 8
to 10 weeks of work adjustment
raining. FS provided family service

social work to individuals in Group

I and provided a supplemental an-.
alysis of the findings relatiny to the
characteristics of those men. HA od-
ministered interviews to project par-
ticipants ¢ix months after coinplation
of MDTA courses. .

Several problems with the rescaich
design were encountered, some of
which caused alteration of the origi-
nal project intentions. Among such
problems were trouble in maintain.
ing comatt with all of the partki.
pants and a nonrandom assignment

of :nen to treatment and nontreat-
me it groups.

Findings of the study showed that
men who completed the work adjust-
ment training, as compared to those
who did not complete it, were more
likely 1o be offeved an MDTA train-
Ing course, to start the course, and 10
finish tho course. Huwaver, there
were o statistically significani differ-
ences between the completers and
the noncompleters in terms of wheth-
er they had a job at the time of the
six-months follow-up or whether they

" had had a job during the preceding

six months. Also, no significant dif-
ference was found In terms of earn-
ings of the two groups.

In regard to the family service
counseling, 21 pércent >f the men
found it “very helpful” and 39 per-
cent “fairly helpful.”” Another 39
percent sald that the counseling had
not helped them. A study performed
in conjunction with the family serv-
jee counseling indicated that “sup-
portive counseling i hould be a regu-
lar service and should be continued
beyond the short-term help whenev-
er indicated in order to maintain
improvements.”

Motivating Tralnees To Make a Maximum Effort

The Role of Social Relaforcoment Param-
sters In improving Traineo Task Pes-
fermancd and Sell-Image: Final Report
Reuben M. Baron and Alan R. Bass. De-
partment of Psychology, Wayne State Unl-
versity, Detroit, Mich. September 1969,

The basic objective of the research
project reported in this publication
was to delermine condivons undet
which unemployed job trainees aill
obtain matimum benefits from a job
retraining program. It was sssumed
that a majoc downlall of present
training programs is too much em-
phasis on skill training and too little
emphatis on reaching and motivating
the traince to make a maximum
effort.

The specific question posed by this
research pro,xt was “under what
conditions may ‘success’ ot positive
evaluative experiences be most effec-
tively communicated to a Negto
wutking class population of high
schoot age?” The means of convey.
ing the type of evalative informa-
tion used in this project is refecred to
as “secial reinforcement.”

A series of four studics ~as con-
dwcted to investigate the relative
effectiveness of various types of so-
cial reinforcement on the task per-
formance end self-image of unem-
ployed Negro job trainees.

The first study was conducted with
a group of female nurses’ aide
trainecs. 1t was conducted to detet-
mine the effects of variance in the
“object” of reinforcement (the pat-
ton ot his performance) und in the
relative frequeiky of reinforcement
(25 perceat vs. 75 percent). Results
demonstrated that reinforcement was
mast directly telated to impeoveraent
of the individual's selt image tathet
than to improvement in task pet.
formance.

However, vatiations in the rein-
forcement technique made no diffet-
ence in imptovement on two out of
theee tasks used. In the third tack,
praise of performance was more
effective than praise of person, and a
lowet frequency of reinforcement
was mote effective. On the othkt
hand, in enhancing self-image of

RV Publishes Bound
Volume for 1969-70

The third edition of Research
Visibility may bo ordered now
from AVA at the price of $3.25
a copy, including postage. It in.
clades the nine monthly sections
published during the past ¢chool
year.

Bound volumes of RV are still
avoilable for the 1967-68 and
1968-69 s:-hool years. All three
volumas may be purchased, while
the supply lasts, at the special
price of $6 for the sel. Order
promptly to assure avallability of
complete sels.

participants, praise of person was
found to be more effective than
praise of performance, with lower
frequency of reinforcement siill
being found most effective.

The second study had «s jts sub-
jects male job trainees, and its con-
cern was the relative effectiveness of
material rewards (as candy ot clga-
rettes) and verbal praise. This study
also attempted to determine which
kind of reinforcement is best for
different types of individuals. As in
the first study, self-image was more
affected by variations in type of rein.
forcement than was task  per.
formance.

In improvement of task per-
formance, matecial reinforcement
was somewhat superiot to verbal,
although personal characteristics of
the sudbjects caused vatiance in these
findings. For example, material re-
wards were found to be most eftec.
tive for persons with litle need fot
social appeoval, wheress verbal cein.
forcement was more effective for
those with & high need for social
approval. .

The third study, condicted with
high school students participating in
a summet vocational explotation
program, was concemned with the
relative eflectiveness of the direction
of reinforcement (praise ve criti-
cism) and the source of teinforce-
ment  (pect group v authority
figure). Males and females wete
stu'ed separately, and it was found
that fot females critickm was moce

tfiective in improving {:rfmmnce
than peaise. For males, the ditection
of reinforcement made Little diffet.
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ence, but the source of reinforce-
ment showed that peer group rein-
forcement was more effective than
authority figure reinforcement.

The fourth study was conducted
upon only the female group from the
sam¢ vocatlonal exploration pro-
gram, It sought to dctermine the
differences in cllectiveness of the
source of prior reinforcement and the
presence or absence of the authcrity
figure during the period in which an
insoluble task was atlempted. It was
found that subjects persisted longer
at the task when they had received
privt reinforcement from the pese

group and when the authority fgure
was absent from the experimental
room,

It was concluded that further re-
scarch is necded to clarify and ex-
pand upon the findings obtained in
this study. The major value of this
study was scen to be the sdmulation
of further research concerning basic
motivational processes. Two types of
further rescarch specifically recom-
mended were studies of basic proc-
csses involved in the cffectiveness
of social reinforcement procedures
and of the generality of the findings
of this study.

-

Combat Support Tralning

A Revlex of Combat Support Tralalng.
Ernest X Monlagua and Morris Showel,
Human Resourcas Research Organization,
Montarey, Calil. Deceinber 1969,

Since mid-1966 increased num-
bers of trainzes with low mental ap-
titude have been admitted to the
Army, causing new training prob-
lems. This study deals with the ex-
ploration of methods of adapting
military instruction to this wider
range of indivicual ability through
detenidnation of “present practices
and problems in training, the effect
of such practices on the tange of
abilities now present in traiming. the
degrec of intensification of problems
by the fact of wide range of student
ability, and preseni iraining adapia.
tion to these new provhms.”

After an initial review of 23 class-
es of 8 combat support courses in &
typical training brigade, two courses,
Field Wireman and General Supply,
were selected fot furthet intensive
observation. This selection was based
upon the wide range of ability in
trainces in these courses, the vatiely
of skills and johs in the courses and
the high alttition rates.

These two courses wete studied
with attention given pariicularly to:

1. The characteristics of the stu-
dent population. spread of abilities
and altrition patterns

2. The actual training *ystem as it
wotks with the problem cf wide
range of ability, to include the
presence ot shsence of clear ttaining
objectives, tequence and ofganize-

tion of course content, suiabidity ol

method to student ability, usage of
facilities, instructot capabilities, and

Q

the general administrative support of
training cfTorts.

3. The types and processes of stu-
dent evaluation.

4, Efforts and methads in individ-
valizing training.

The main strengths observed in
these courses were (a) the funda.
mental training structure and (b)
the general dedication of instructors
and administrators. Most common
ptoblems were (a) those related to
practices crystallized in Army Sub-.
ject Schadules and (b) those related
to the difficulties inherent in the very
wide range of student ability. Tt ‘vas
noted that “key clements in improv.
ing the effectiveness of instruction
for the wide range ol abilitics
present in Army lraining courses are
greater emphasis on job-related and
behaviorally stated training objec-
tives, functionalization of instruction
and evaluation based on job pet-
formance capabilities.”

It was felt that the following steps
shoukd be consideted for imptoving
various aspects of training:

1. Greater flexitility and adapta-
bility in use of .\*my Subject Sched-
ules in the teaind, S system,

2. Use of a professicnal educator
as stafl adviser at cach major train-
ing center,

3. Reduction of the separation of
verhal and practical instruction by
making verbal instruction a genuine
working adjunct of practical instruc-
tion.

4. Reconsideration of the role and
use of the instructional commitiec
with intent to develop 2 more pet-
sonal telationship betavea instructot
and student.

$. Revision of administrative prac-
lices in several areas,

6. Consideration of any means
that will Jead toward the setting up
of concrete and specific standards of
performance which each student
must master before graduating.

More study is suggested in the
arca of fitling instruction to the
nceds of the individuval soldier. Ex-
perimentation in approaches of track
systems, utilizing students with high-
er aptitude to (utor those of lower
aptitude, and small team training are
proposad,

Group O:lentation Approach
To Facilitete Work Adjustment

A Growp Oclentatlen 7ppreach for Facititat:
Ing the Werk Adjhstment of the Hard-Core
Unemplayed. Final Report. Hjalmar Rosen.
wgasyne State Unlvsity, Detroit, Mich.
1969,

This protz~t was aimed at achiev-
ing a lasting integratlon of hard-core
unemployed Negro men in an ongo-
ing corporate work force, Toward
this end, 49 such men were hired by
a utility company and were divided
into two group: one whikh would
receive the regular formal company
crisntation program in wich they
played a passive audience 1ole, and
another which would be expased to
“a quasi-group therapy approach”
otientation session.

Pror to the hiring of the nen,
interviews were conducted with oom-
pany and union managerial persor-
nel to determine the attitudes towan!
such a prcgram. Responses were
generally favoeable, except “> man-
agement council membets who ex-
pressed a “balaiced neutrality.”

In addition to orientation sessions
conducted fot the new hires, group
problem-solving sessions were con-
ducted for foremen priot to the in-
troduction of the new employees and
also theough the period of employes
orientation.

The patierns of both types of em-
ployee group sessions, as they finally
emergedd, differed from those ea-
visioned in the research plas. While
it had been expected that the em-
phasis of the group therapy sessions
would be oa issues sutrounding the
job, discussion in the sessions cen.
tered on self-attitudes, particuladly
race-related problems. Men in the
tegulat company otietitation groups
had originally been etpected to ex-
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perience only a passive audience
role, with lectures and films being
directed at them. As it turned out,
company training personnel had al-
tered the content of the sessions
without notifying the research staff,
and were Including question-and-
answer sesslons and personnel coun-
seling sessions based upon problems
brought up by supervisors.

This change in the final dircction
of the training programs coupled
with other factors resulted in higher
evaluation of the compary-trained
men than those who had been group-
counseled by unlversily icpresenta-
tives,

It was concluded that “there is
little doudt that hard-core orientation
can be advartageously accomplished
by (1) introducing a content struc-
ture that will focus upon work-
related materials; (2) baving the
program administered and run hy
members of the hicing organization
who are not only knowledgeable
about company practices and poli-
cles, but who can intervene between
hard-core and first-line supervision
in problem areas as a function of
their organizatisnal position; (3)
utilizing a part of the orientation
period provided to cope with and
counscl problem employees, thereby
directing effort where It will do the
most good.”

As a result of analysis of the fore-
m:n training sessions recommenda-
tions fot future training programs
wete made,

1. Top management must clearly
end precisely specify ground rules to
the hard-core program.

2. Once the ground tules have
been laid, they, as well as (he rea.
sons fot the program, need to be
communicated throughout all levels
of management.

3. After the general orientation
sessions for all supetvisors, foremen
for the hard-core employees should
be selected.

4. Direclly involved tupenisors
need some additional orientation.

5. Supervisors should be provided
with bacic personal data about theit
particulat haed-core employees.

6. No supervisoc should have
mote than (wo hard<cote subordi-
nales,

7. There should be some formal,
systeraatic procedure fof comtnuni-
cation tegarding the hard-cote be-

tween the employment office and the
supervisors.

8. Whenever meectings of hard-
core employees are held, gencralized
summaries of the types of problems
raised should be provided to the
foremen.

9. Whenever training meetings of
supervisors arc held, generalized
summarics of the types of problems
raised should be provided to the
hard-corec employees in their meet.
ings.

10. Extensive, but simple and con-
crete, orivntation of hard-core em-
ployees should be provided with re-
gard to: company rules, procedures,
and policies; company benefits and
services and how to obtain them;
community agencies and Services
and how to use them efliciently, and
management of finances.

11. Whete nceded, on-the-job
training in relevant basic kncwledge
should be provided for the hard-
core,

Municipal Government Efforts

Muakipa! Government Efferts Yo Provida
Career Employment Opportunities for the
Disadvantaged. Floyd A Oecher, et al. N
tional League of Cities, Depariment of
lllgr’g;n Studies, Washington, D.C. December

A 1968 survey of municipal
efforts to provide carcer employment
to the disadvantaged performed by
tte National League of Cities
prompted ihe underiaking of this in-
depth study of six major U. S. cit-
les—Dayton, Detroit, El Paso, New
Yotk, San Francisco, and \Vashing-
ton, D.C, S

The study sought to determine:
{a) the extent to which cities can,
and have, developed job oppottunity
programs that provide meaningful
amployment and training opportuni-
tics for career development in the
competitive municipal service to
thate who could not meut the tradi-
tional entrance -equirements; (b)
the impact of such programs oo the
petformance of municipal services,
and (¢) the mannet !n which such
progtams can be expeditiously and
effectively implemeated.

The purposes of the report are "to
atsist local officials and administra-
tors o design and develoy effective

employment progtams that wll pro-

vide both career opportunities to the
disadvantaged and, at the sawe -
time, facilitate the performance of
municipal services” and “to provide
the Department of Labor with relia-
ble information relative to the effec-
tiveness of ongoing job opportunity~
programs foi the undereducated and
culturally deprived.”

The report is the result of in-depth
interviews conducted with municipal
executives, manpower officials, per-
sonnel directors, departinent heads
and supervisors, and newly hired oc-
cupants of trainee positions as well
as views solicited from state and
Federal regional officials and rep-
resentatives of labor unions, minurity
groups, public and private povetty
agencies, and businesses, .

An examination of municipally in-
itiated &nd fuaded manpower pro-
grams polnts up the fact that these
programs are malnly designed to
ptavide job experience only in basie,
unskilled positions, particularly for
the young. A solution to both ghetto
unemployment and municipal man-
power shortages is suggested as being
the “New Carcers Concept” as
presented in the book by Arthur
Pearl and Frank Riessman, New
Careers for the Poor. This concept is
based on the following five elements:

Fiest, that there fs & manpower shottage
in the human services fields.

Sacond, that the tasks in the various
public setvices fields fa1l into two calego-
ries—those that can only be performed by
professionals and those that covld be per. °
fotmed by nonptofessionals,

Third, that the qualificat’ons fot cn-
trance level classes of pesitions are over.
stated and thal Pundreds of thousands of
uremployed end underemployed people,
who lack the eslablished training and
2cademic credentials to qualify ar profes-
s“o:.!s could perfotm  nonprofessional
taske

Fourth, that nonprofessionals, who 30
desire and are able, can scquire the train-
ing and scademic credentials necessuty o
move vp a career ladder to professional
statar whike working on the job,

Fifth, that the prograim will free profes
sionals from the need 1o perform nonpro-
fessional tasks and permit them to devate
theit time exchasively 1o the petformance
of thote tasks for which they are trained,
thus permitting a sobstantial improvement
in the performance fevel of services, 10,
al the rame time, providing New Careete
sts with employment in potential carvet
positiont, oot just ia deadend of male.
work jobs,

The study uncovered three majoe
problems eocountered by the cities In
attempting to establish Nev Careers

4o



Programs:  inadequate  planning
time, inadequate funding, and pro-
grammatic constraints limiting the
rtypes of New Careers positions that
could be created. Positions created
were generally limited to those per-
forming “human services’'—an un.
fortunate limitation because these
positions are not those in which
males have traditionally found em-
ployment and it is the unemployed
Negro male who is most in need of
career job opportunities.

Conclusions regarding the New
Carecers programs which were appar-
ent from the study were that {a) as
now stiuctured, the New Careers
Program cannot be expected 1o pro-
duce any meaningful reduction in
municipal manpower shortages; (b)
New Careers type programs can im-
prove the content and dclivery of
municipal services; (c) the reactions
of municipal department heads, su-
pervisory personnel and regular em.
ployces toward New Careerists were
mixed and (d) both the New
Careers and the Neighborhood
Youth Cotps programs appeased to
have a positive impact upon
trainees.

Basiz principles for the establish-
ment of an effective city career op-
portunity program for residents of
deprived urban neighborhoods which
were derived from the study are:

1. Politkal and evecutive leadership and
Support, or swcess 0 swch support. s
essential for expéditicus planning, de.
veloping. and sdmibiistering of innovative
programs that require the full cooperation
of department heads and supenvisors.

2. Preliminary planning, jod develop-
ment and program adminidration chould
be the responsidility of an agency baving

the knowledge of munlcipal government -

operations and manpowe! needs, and 8
stafl experienced in personnel administra.
tion and position classification. Such an
agency might be either a municipal person-
nel depariment, or a manpower adminis-
teation located within the mayor's office
and staffed by regular municipal employ-
ces,

3, Participanis In the prellminary plan.
ning and job development processes should
Include representatives of the mayor's
office; personnel departeient, and civil serv-
ke comm’'ssion if these are separate agen-
cles; participating opereting departments;
employee unions; state employment serv-
Ice; and the educational system,

4. All municipal agencies should be
examined 10 Cetermine the feasibility of
establishing career employment opportuni-
ties for the disadvaniaged.

S. Entry-level positions should be within
the municipal classified service and must
be realistically linkcd to a career ladder.

6. %l program planning and develop-
ment should be completed prior to the
beginning of program operations.

Included among suggestions for
progtammatic changes which should
be made in New Careers programs
are: (a) making the program applic-
able tu all local government .erv-
ices; (b) providing planning grants
in order that experienced city per-
sonnel staff can devote full time to
preliminary planning and job de-
velopment; (c¢) vesting responsibility
for program administration in the
city administration; (d) modification
of the progtam in order to provide
for upgrading and career advance-
ment of able city employees now
petforming low-level tasks; (e) elim-
inating arbitrary geographical con-
siderations as a determinant for par-
ticipation, and (f) expanding the
size of the program through increased
Federal funding.

Vo-Ed Responsibilities in Large Citles

Report of 2 Notieasd Semiast o0 T
Scope of the Resaonsiditities of Yotation
o Education In Large Cities. Final Report.
William R. Mason. Cleveland Pubht Schoots,
Ohie. Fedruary 1969,

This tepott is a compilaon of
major speeches delivered at the Na.
tional Seminar on the Scope of the
Respontidilities of Vocational Edu-
cation in Large Cities. Also incluc'ed
are wotkshop session reports and qe-
suits of a follow-up of the SO sem™
nat participants.

The teminar, conducted in July
1968, had in atendance dicectors of
state depariments of vocationa' edu-

cation, city vocational education di.
tectors, ¢ty school superintendents,
and U. S. Office of Education per-
sonnel. Majot purposes stated for the
seminat wete: to identify and an-
alyze problems confronting vocation-
al education related to effectiveness
ofinnetcity youth fot job com-
pletion; to exchange ideas and exam-
ine trends that may make vocation-
al-technical education the vehicle by
which training can be translated into
petting jobs, and to dewelop strate-
gies of acticn leading to impeove-
ment of quality vocational-techaical
education.

Quaestionnaire responses indicated
that the seminar had stimulated the -
development of plans for expanding
vocational education programs de-
signed to mcet the needs of youth In
large cities, and that some identifia.
ble changes had occurred in relation
to improving vocational-technical ed-
ucation at the local and state level.
However, it was noted that imple-
menting the recommendations of a
seminar Involving more than 20 of
the largest cities was a long-range
undertaking, and that more influence
would probably be felt in succeeding
months than had occurced in the first
6 months foltowing the seminar.

Participants at the seminar report-
od finding the small group workshop
sessions more valuable than presen-
tations by guest lecturers, and group
workshops were suggested as a basic
structure  for similar conferences.
Also, the idea of waiting six months
before seeking evaluative reactions
ot participants was found to be a
valuable method of oblaining signifi-
cant reactions,

Industry Hiring Requirements

Industry Kiring Requicements amd the Em-
ployment of Disadvantsged Grovps. Danlel
E Diamond and Hrach Bedrosian. New
York University School of Commerce, New
Yok, NY. 190 '

The existence of unemployed
workess at the same time that job
vacancies exist at entry and near-
entry levels is an incongrucus sitva-
tion investigated by this project. The
situation suggests to the researchers
that employer hiring tequitements
and procedures might be a major
bartier 10 the economic well-being of
the ditadvaniaged.

This study was made of ten major
eatry and neat-entry level occupa.
tions in the New Yotk and St. Louis
Standatd Metropolitan Areas. Ovcu-
pations of bank teller, cashiet/
checker, hotel clerk, parts  sales-
person, shipping and receiving clerk,
arc welder, press feeder, production
machine operator, wireworket, and
otdetly were studied.

Data collected from & prodability
tample of estaMishments in majot
industries for each occupation wece
analyzed to (a) determine the varia-
tons in hiring tequirements and
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practices among industry members
and between industzy and employ-
nient agencies; (b) compare selected
hiring requirenicnts with the person-
al characteristics of employees; (c)
validate hiring requirements with
measures of job performance; (d)
construct hiring requirement guide-
lines, and (e) suggest areas for fur-
ther research.

Data indicated that a large num-
ber of questionable hiring require-
ments were often accompanied by
high turnover rates and labor short-
ages. This, in turn, was very costly
for companies involved. It was deter-
mined that improper hiring require-
ments not only may have arlificially
reduced employment opportunitics
for the disadvantaged but also may
have injured an industry’s profit
position and unnecessarily restricted
the supply of labor available to it.

Scme of the questionable hiring
practices are summatized here: com-
plete data are avail:ble in the study.
One practice cauting high turnover
of labor was that of promotion. A
majority of the industries considered
these pesitions ones from which they
would select individuais for promo-
tion: therefore. they hired only per-
sons who weuld be suitable for such
promotion at a later date.

However, figures revealed that
workers were not regularly promoted
from these occupations (one chance
in ten within a period of two yzars),
and the highly qualified persons who
had been accepted for the entry-
level jobs left for better oppottuni-
ties. Thus. the inflated liring stand-
ards not only unnccessarily restricted
the supply of labor, but they caused
hizh turnover raltes.

The peneral lack of wrilten state-
meats of hiting requitements fot spe-
cific jobs was anothe: practice which
caused unequal  hiring  practices.
Vithout such a written statement be-
fote him, a personnel department
employee tends to make employ-
ment decitions on subjecive factors.
This can be an unprofitable practice
for the industry.

The considerable vatiability in sex
preferences by different employess
for the tame occupation indicated
that these preferences may be inval-
id snd unnecestary. A re-evaliation
of these prefetences by employers is
sugested.

The preference for job applicants
between the ages of 22 and 45 was

" found to be questionable because of

the lack of correlation between age
and job performance. Except in the
occupations of cashier/checker, ho-
tel clerk and parts salesman in the
St. Louls area, where correlations
did exist, it was suggested that em-
ployers re-examine their policies re-
garding age.

Although most industries were
quite specific about the amount and
type of education required of job
applicants, there was considerable
variation in the education levels be-
lieved necessary for successful job
performance for the same occupa-
tion. Analysis of the relation of job
performance to education level in
these occupations Indicated little
relationship. It was felt that industry
may be overstating its education re-
quirements.

A variation in opinion existed re-
garding whether previous experience
was necessary or best job pet-
formance. Some industries desired
experienced applicants and others
preferred to train their own workers.
The low correlation between traits of
sex, age, education and experience
and measures of job performance
suggests that other traits, such as
aptitude, interest and/of tem-
perament, and personality might be
better determinants of job success. It
is suggested that employers pre-
measure these traits by some objec-
tive means in order (o datermine if
employees or applicants will be hap-
py in the job.

Other hiring preferences which
should be re-examined in otder to
determine theit genuine relationship
to job petformanc: are apjearance
preferences, policies regarding wotks
ert with police records, the widely
eccepted peactice of not hiring an
applicant who fails to peoperly fill
out an application form, and prac.
tices regarding hiring of minotity

group membets.

Two other areas investigated by
the study were industry vertus em-
ployment agency hiting require-
mente, which wece found to be quite
different in some arcas, and industry
hiring requirements and the charac-
teristics of employees. In regard to
the latter, it was found that the in.
dustty requirements were actually
much highet than the chatacteristics
of petsons cuteently employed in the
jobe

Data uncovered by this siudy indi-
cate implications for manpower poll-
¢y and programs. In order to have
employers develop more realistic hir-
ing requirements, it is suggested that
the United States Employment Serv-
lce, in cooperation with the State
Employment Service, should consid-
cr launching an information program
stressing the need for cmployers to
review thelr hiring requirements,
prefererces and procedures In terms
of job performance needs. It should
be emphacized that overstuted and
inappropriate einployment practices
may be coctly in terms of high tua-
over, dissatisfied workers and self-
imposed labor shoriages. |

The establishment of evaluation
systemis by employers should be en-
couraged by the employment serv-
fces; with a valuable by-produst of
such evalsntlons being wriltea state-
ments of hiring requirements for the
use ol penonnel departments and
public and private employment
agencles,

Bight areas are suggested for fu-
ture research;

1. An /n-depth study of a group
of companies that have and have not
sharply reduced hiring requirements
for the same cntry and near-entry
level jobs.

2. A comptehensive examination
of the evolution of current hiring
requirements, preferences and pro-
cedures in order to demonsirate
the arbitrar' and cubjective meens
by which these requirements are es-
tablished.

3. A project for development of
objective, easily edministcted and
cui tre-free tests of ke, wotler traits
in major city entry and n-at-entry
level jobs.

4. Inter-company studies of un-
der-21 year old workers.,

$5. An in-depth study of companies
whee~ females are smployed in tre-
diticnally male occupations.

6. Case siudies of companier
which have and have not successful-
ly attracted sizeable numbers of mi-
notity group applicants.

7. A study of the training which is
given to interviewers s0 that they are
able to properly evaluate the hiring
credentials of the hatd-core unem-

8. A sunvey of establishments
which have different training petiods
for the same entry and neat-éntry
level jobs.
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Comprehensive Manpower Project In Cleveland

A §tudy of Impact and Effectiventss of the
Comprahensive Manpower Project of Cleve:
fand (AIM-JOBS), Yelume [: Summary,
Melvin E. Allerhand, et sl. AIM Research
Project, Cleveland 00||ega, Case Western
Reserve University, Cleveland, Ohlo. De-
cember 1969,

AIM-JOBS Is a concentrated em-
ployment program for finding per-
manent jobs for disadvantaged men
and womnen between the ages of 18
and 35. The eiforts of private agen-
cies, business, industry, and labor
are coordinated with the spensorship
of the U. S. Department of Labor
and the City of Cleveland to provide
iraining {n job attitudes during two
weeks at the Oricntation Center and
high support after job placement.
The program focuses mainly on
young adult men who are either
unemployed or substantially un-
dcremployed and who are disadvan-
taged in the employment market by
their minorlty status, low educational
achievement, skill lack, erratic work
history, police record, or other such
factors.

After recrultme-* in his home
nelghborhood, ewvn AIM-JOBS re-
cruit js given job orientation and

assessment &nd a medical examina-

tion at the orlentation center. If
necessary, eyeglasses and remedial
dental care are provided for the rc
cruit by the project. Counseling and
teaching are provided in areas of
human relations, job orientation,
money management and budgeting,
grooming and personal hygiene,
physical fitness, and transportation
and urban development, Testing and
assessment are done at the orienta-

tion center to provide data for place-
ment decisions.

After these orientation activities,
“job ready” recruits are placed in
available jobs or work experience
and skill training programs. They are
accompanied to job interviews by
“job coaches,” who also maintain
contact with them for approximately
six months after job placement in
order o assist in any problems which
may impede job success.

This study was conducted for lhe
purpcse of examining:

1. The effectiveness of the Com-

lprehensive  Manpower  Project
toward .the end of sustaining jobs for
the disadvantaged.

2. The effectiveness of the activi-
ties of the staff members of the Com-
prehensive Manpower Project

3. The impact on companies parii-
cipating in the Comprehcnswe Man-
power Project.

With regard to the first objective,
one of the prime interests was meas-
urement of changes in a variety of
attitudes and job behaviors ss a
function of the orientation program
and of actual job placement and
experience. Also, an attempt was

made to isolale various criteria of job

success and then to attempt to pre-
dict these criteria from Znowledge of

the participant’s initial attitudes and .

other characteristics. This was done
by gathering data through question-
naires administered to participants
both before and after orientation,
and again six months after place-
ment. In addition, biographic-
demographic data were taken from
AIM-JOBS files, and supervisors

L]

were asked to evaluate participants. -

In attaining the second objective,
various projects were undertaken:
{(a) an actlon research project in
which the subjects (the staff of the
Coaching and Job Development de-
partments) were not only studied,

but were also utilizers of the research .

findings; (b) a staff questionnaire
and staff interviews; (c¢) governing
board interviews, and {d) a compi-
lation of a chronological history of
AIM-JOBS.

The third objective was ap-
proached through a project for dis-
covering the extent of the privale
business community cooperation with
AIM-JOBS, the nature of the coop-
eration, and prospects for increased
cooperation in the future. An open-

ended questionnalre was adminis-

tered by interviewers to the individu-
al in each company who made the
initial decision to. cooperate - with
AIM and carried the ongoing re-
sponsibility for the implementation
of the cooperative effort. -

Although no attitudinal changes
were noted from questioning of pro-
gram participants, 47 percent of
those studied had remained in fobs,
training,
work/training programs for six uain-
terrupted months. Participating com-
panies suggested that better place-
ment procedures should be used,
participants nceded to be better
prepared, and better follow-up was
needed.

Volume II of the stde contains
the completc and detailed results,
and Volume I contains full i:pen-
dices including copies of question-
naires, interview schedules, appro-
priate reference material, and an in.
terim repott.

Topic Three: TRAINING DISADVANTAGED YOUTH

See Bibliography for irformation
~ on avallabllity of complete studies

Nelghborhood Youth Corps

The Neighborhood Youth Corps: A Review
of Research. Msrjorie Egloff. Office of
Manpower Research, Manpower Administra-
tion, U.S. Department of Labor, Washing-
ton, D.C. 1970

This review brings together the
more salient findings of Manpower
Administration research which had
been completed through mid-1969
on the Nelghborhood Youth Corps

program. It consists of two paris:
first, a summary and analysis of
findings of the studies, and second, a
brief review of each study.

Research studies rev:ewed in this
volume are:

"(1) “Developing Group Counseling
Models for the Neighborhood Youth
Corps” by Calvin Daane, ef al; (2) “A
Comprehensive Assessment of the Prob-
lems and Characteristics of the Neighbor-
hood Yout'r Corps Enrollees: A Pilot In-
vestigation” by William C. Eckerman, ef

ui; (3) "The Economic Needs of Neigh-
borhood Fuuih Corps Earollees™! by Leon-
ard H. Goodman and Thelma D. Myint;
{4) “Optimizing the Benefits of Neighbor-
hood Youith Corps Projects for Rural
Youth"2 by Guy H. Miles, ef al,; and (5)
“An Assessment of the In-Public School
Neighborhood Youth Corps Projects in
Cincinnatl and Detroit, With Special
Reference to Summer-Only and Year-

1Reviewed in  “Research Visibility.”
April, 1970,

2 Reviewed in “Research Vlnbillty" this
month. -
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Round Enrollees” by Gerald D. Rovin,

Also, (6) "Development of BEvaluction
Measures for Use With Nelghborhood
Youth Corps Enrollees” by Norman E,
Freeberg; (7) “Houston’s Out-of-School
Neighborhood Youth Corps” by Edwin
Harwood and Robert Olasov; (8) “Disad-
vantaged Youth Approaching the World of
Work: A Study of NYC Enrollees in New
York City”"2 by Wallace Mandell, et al.;
(9) “A Retrospective Study of the Effec-
tiveness of Out-of-School NYC Programs
in Four Urban Sites” by Regis H. Walther
and Margaret L. Magnusson; and (10) YA
Study of the Bffuctiveness of Selected Out.
of-School Neighborhood Youth Corps Proj-
ects: Summary Report and Implications
for Program Effecliveness” by Reyis H.
- Walther, ¢t al,

Also, (11) “A Study of the Effectiveness
of Selected Out-of-School Neighborhood
Youth Corps Programs: The Cincinnati
Clerical Ce-Op: A Formal Skill Training
Program” by Regis S, Walther and Mar-
garet L. Magnusson; (12) “A Study of
Terminated Enrollees in Three Urban Out-
of-School Neighborhood Youth Corps Pro-
grams” by Regis H, Walther and Margaret
L. Magnusson; and (13) “The Measure-
ment of VWork-Relevant Attitudes: A Pro-
gram Report on the Development of a
Measuring Instrument’—by R, H. Walther.

It was noted that several of the
changes now under consideration by
the Department of Labor for NYC
programs are aimed at the correction
of weaknesses in the program uncov-
ered by these studies. For example,
both the in-school and out-of-school
NYC programs will be more directly
oriented toward the individual needs
of each enrollee. Upon his entrance
to the program, each youth will be
screened in an effort to discover his
needs, interests, and capabilities,

“The thrust of the redesigned
NYC programs is in accord with the
research findings that the great
diversity of abilities, ski';, interests,
and ambitions among enrollees
greatly lessens the effectiveness of a
program that does not take such
differences into account. The other
major link between the program
changes an. research findings is the
greater emphasis on skill training
and work experience that is relevant
to the jobs which NYC youth will
ultimately enter. Thus research
findings to date, although they have
contributed to the redesign of the
program, may have limited relevance
to NYC as the redesign is effected.”

NEXT MONTH: Research on Train-
ing of Educational Personnel and Im-
proverent of Curriculum and Class-
room Technique.
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Teqchgr Education S‘eminar

Third Annual National Yocatlonal-Technical
Teacher Education Seminar Proceedings:
Teaching Disadvantaged Youth. Edward T.
Ferguson and Garry R. Bice. The Center
for Vocational and Technical Education,
The Ohio State University, Columbus, Jan-
vary 1570,

Problem areas of micro-teaching,
video recording and teaching disad-
vantaged youth were considered by
232 vocational-technical education
leaders who attended this seminar on
Oct. 20-23, 1969. The seminar is
reported in two volumes. This vol-
ume concentrates on three presenta-
tions given at the general sessions,
and on presentations made at a sub-
seminar on teaching disadvantaged
youth, The second volume (see RV,
October, 1970) covers presentations
relating to micro-teaching and video
recording.

A general session presentation by
Martin W. Essex, superintendent of
public instruction, State of Ohio,
concentrated on “Teacher Education
in a Post-Industrial Era,”

Dr. Essex suggested that the prob-
lems posed by the technological ad-
vance and the growing Welfare Syn-
drome might be partially solved

. through the institetion of a new

teaching system utilizins Executive
Teachers (those with « M.A, degree
plus additional training), Profession-
al Teachers (M. A.), Journeymar
Teachers (B. A. or journeyman ex-
perience), Provisional Teachers (B.
A. or journeyman experience),
Teaching Interns (student or ratrain-
ing teachers), Technicians (high
school or apprentice experience), and
Clerical Aides (high school or ap-
prentice experience).

Virgit S. Lagomarcino, Iowa State
University, cited the immediate need
for training two groups of teachers—
those who wiil be teaching for the
first time in disadvantaged areas and
those who are currently teaching
there but who need additional prepa-
ration to work most effectively, This
need, he cautioned, is only a stop-
gap measure; the real need is for a
better understanding and preparation
of teachers for the real world.

William G, Loomis, chief, Voca-
tional and Technical Education
Branch, Bureau of Education Per-
sonnel Development, U. S, Office of
Education, discussed the “Limitless

Potential” of professional develop-
ment for vocational education. Four
immediate needs which he sees are:
(a) the need to double the vocation-
al teaching force by 1975; (b) the
need for more inservice training for
upgrading subject-matier skills and
improving teaching competencies;
(c) the need for more. and better
leadership personnel, and (d) the
need for an understanding and ap- .
preciation of and a commitment to
vocational education on the part of
public education decision-makers,
Kenneth B. Clark, City College of
the City University of New York,
explained the “Social Dynamics of
the Ghettc” in the context of the role
which education must play for the
people of the ghetto, Dr. Clark said
that specific programs in the field of
education, employment, political ed-
ucation, community development,
and programs for youth can be real,
meaningful and effective only if they
are conceived and implemented
within the context of the mobiliza-
tion of the resources and the energies
of oppressed peoples themselves to
be the instruments for the adminis-
tration and implementation of the

" program,

Don K. Harrison, director,
Northern Systems Co., Detroit, de-
scribed a systems approach to train-
ing and development of youth from
the ghetto which his company de-
signed, developed and implemented
under a U. S, Department of Labor
MA-1 Contract. The experience of

" this program indicated that “long-

term unemployed persons can ben-
efit from a training program which
does not rely solely on psychological
and sociologica! investigation of the
individual, but rather insists on
necessarily preparing these persons
to partici~ate in the welcome ‘action’
of the miudle-class society through
successful employment.”

Augusta S. Hatton, a teacher-
coordirator in distributive education
for Detroit Public Schools, made
some recommendations based upon
her own experiences in several years
of working with the inner-city disad-
vantaged youth., Teacher training
programs, ske said, should:

1. Require more guidance and
counseling courses.

2. Require more practical bulletin
board displays and decorating of
rooms in order to make dingy inner-
city classrooms more pleasing,



3. Train teachers specifically in
methods of teaching in Inner-city
schools rather than training them in
outer-city or suburban schools.

4. Require additional courses in
how to teach remedial grammar,
reading and arithmetic.

5. Require teacher-trainers to taks
classes in order to keep up on cur-
rent problen:s,

Benjamin Whitten, area superin-
tendent of vocational education, Bal-
timore City Public Schools, presented
“What Makes an Effective Vocation-
al Education Teacher in an Inner-
City School—A Supervisor's Point of
View.” After maintaining that the
key to success in teaching inner-city
youth is the teacher's faith in the
ability of the learner to master the
work, Dr. Whitten proposed that in-
ner-city teachers: should plan their
courses on a ladder-like basis.

First, in planning their work, in-
ner-city teachers must identify the
related entry jobs that require mini-
mal learning and then require that
all students master this minimal,
short-term  program in whatever
length of time it may take them as
individuals. In this way, students be-

come employable by virtue of having

completed portions of programs and
do not have their only hope of em-
ployment tied to the completion of a
two, three or four-year course. In
addition, Dr. Whitten stressed ‘hat
many instructional techniques other
than traditional ones must be used to

HOTEL TRAINING PROJECY. An
unique hotel, to be constructed near
Nelsonville, Ohio, hy the fall of
1971, will serve a+ a training base
for 400 employee-trainees. The
trainees will include " adults who will
receive some classroom instruction at
the hotel, and high school students
who will attend half-days of classes
at their regular schools. The project
is being supported by federal voca-
tional funds, ° the Appalachian
Regional Commission, and revenue
bonds. It is being sponsored by the
Tri-County Joint Vocational District
in Ohio. (From FEducation USA.
May 11, 1970).

accommodate the learning styles of
inner-city youths.

Sam P. Wiggins, dean, College of
Education, Cleveland State Universi-
ty, identified some essential or highly
desirable ingredients of & teacher ed-
ucation program with special refcr-
ence to inner-city teaching: (a) a
new type of screening process for
teacher candidate selection; (b) co-
operative work-uxperience  during
teacher training; (c¢) academic em-
phasis on the ends of education in
terms of socialization and of educa-
tion for self-reliance; (d) a restruc-
tured student teaching experience,
and (e) special training for begin-
ning teachers to discuss and deal
with the problems they encounter.

Problems In Transition From Schoo! to Work

Problems In the Transition from School
to Work as Perceived by Youth Opportunity
Center Counselors: A National Survey.
Donald F. Eggeman, et al. The Center for
Yocational and Technical Education, The
Ohio State University, Columbus, Ohio.
December 1969, .

This report presents the results of
a survey of all counselors employed
at U. S. Employment Service Youth
Opportunity Centers throughout the
United States. The primary objective
of the study was to determine the
major problems facing youth in the
transition from school to work. Also,
it sought to obtain YOC counselors'
opinions of school activities to allevi-
atc the probiems and to determine
the relationships between selected
personal background characteristics

52

of the counselors and certain of their
responses.

A sample of 763 usable question-
naires was returned. The question-
naire consisted of four major sec-
tions: Part I was an open-ended
question in which counselors were
asked to indicate and elaborate
briefly upon the major problems
faced by youths in the transition
from school to work. In addition, in
this section they were asked to select
the first and second most important
problems from those they had listed.

Part II was a request for the re-
spondent to indicate possible activi-
tics of schools to enhance the adjust-
ment of students to the world of
work.

Part Il asked what materials

counselors considered useful in
dealing with the problems they had
listed in Part I, and Part IV asked
for personal background data of the
counselors.

Part I answers were divisible into
nine broad problem categories, with
50 problem subcategories being
identified. The broad problem cate-
gories were: job preparation, person-
ality variables, vocational behavior,
school problems, discriminatory fac-
tors, family background, community
factors, factors inherent in the job,
and military obligation. Righty-six
percent of the respondents indicated
that “being poorly prepared for
work” is ope of the major problems
of youth entering the world of work.
Other major problems were lack

{

of job skills and training and lack oi '

sufficient information about job and
training opportunities.

Part II suggestions of school activ-
ities to enhance the work adjustment

of youth fell into 3 categeries and 28

subcategories. These suggestions oc-
curred most frequently in the arca of
guidance, then in vocational educa-
tion, and least frequently in general
education, Specific recommendaticns
were  for  increased
guidance, teaching of prevocational
skills and increased emphasis on the
unique characteristics of each stu-
dent.

The study of the relationship be-
tween the respondents’ personal
characteristics and their responses to
the questionnaire showed no signifi-
cant relatiunships: however, sex and
the USES region in which the re-
spondent worked did affect the fre-
quency with which problems were
mentioned. A comparison was also
made of problems mentioned by the
YOC counselors and by vocational
educators who had been the subjects
of a similar study by Garbin
(1967). Many of the notable differ-

. ences in this comparison werc at-

tribated to the fact that different
populations of youth were couaseled
by each set of respondents.

Recommendations resulting from
this study were for:

1. ‘The provision of more occupa-
tional information for youth, particu-
larly out-of-school youth.

2. The development of improved
techniques for diagnosing the prob-
lems facing vocationally maladjusted
youth. . .
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* 3. The devclopment of new inter-
vention techniques suitable for sub-
populations for whom traditional
counseling approaches are not “ap-
propriate.

4, The provision of more voca-
tional guidance and more cooper-

ative, vocational and prevocational
courses in the schools.

5. The provision of more appren-
ticeships and the modification of la-
bor Jaws and union contracts to as-
sist the very young (14 to 18 years
of age) employed.

_—

Study or NYC Enrollees in New York City '
Disadvantaged Ycouth Approaching thu/onlmt of the youths agree-

World of Wori: A Siudy of NYC Enrollee
. in New York City—Final Report. Waﬂ/'

Mardatr; et al. Wakoff Research Center,
~ Staten |sland Mental Healtn Sociely, Stat-
en Istand, N.Y. November 1969.

This study presents the findings ot
a survey of the congruence in work-
related perceptions of Neighborhood
Youth Corps (NYC) enrollees, their
work experience supervisors, and
employers in the New Yoik City
area. The investigators wished to de-
termine the degree to which these
persons held similar views regarding
the transactions involved in entering
the world of work: (a) skills and
abilities, (b) behavior variability,
(c) personal style appraisal, (d) in-
terpersonal relations, and () agree-
ment with the negotiating process.

Data were gathered during the
summer of 1968 in nine NYC sites
in New York City. Two separate
groups were interviewed: a group
of 297 enrollees who had less than
three months of NYC experience
and another group of 311 enrollees
from the same-sites who had had
three or more months of NYC ex-
perience. In addition, 74 enrollees
from this latrer group who sought
employment were interviewed again
after they had made such an at-
tempt.

Data showed a consensus among
the three groups (enrollee, supervi-
sor, and potential employer) as to
process and expectations about enter-
ing the world of work. This indi-
cates that it is not lack of under-
standing that limits entry into the
world of work.

There was also basic agreement
between the three groups in views of
the world of work; however, youths
tend to view requirements more
stringently than employers or super-
visors, with 92 percent of employers
believing that high school graduation
is not necessary for the jobs for
which the youths were applying, and
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ing with this. The youths and their
NYC supervisors also tended to
place more importance on job ex-
perience and NYC experience than
did potential employers.

Seven specific recommendations
were made by the investigators for
improvement of the NYC program.
First, it was noted that the Federal
concept of the Neighborhood Youth
Corps was not being implemented in
the area studied. [n order for this
concept to be applied, it was recom-
mended that (a) a policy manual be
developed; (b) an operations manu-
al be developed and distributed, and
(c) areporting system be devised.

It was recommended that in-
formation presently being given en-
rollees about the world of work be
de-emphasized, as the majority of
enrollees know the nature of the

. world of work, the requirements for

obtaining jobs, and the employment
interview process.

The third recommendation was
that work experience placements
must be in “productive” work in
order -that the enrollee may achieve
a sense of accomplishment.

Planned management is recom-
mended for transition of enrollees
into actual work roles. Such manage-
ment includes:

1. Credentialing—offering NYC
enrollces meaningful lctters explain-
ing to potential employers what
NYC experience has involved.

2. Providing access to employers—
through programs of information for
employers.

3. Providing opportunity for coun-
seling—particularly during the first
werk at work. Former errollees
should be able to discuss the days
work with NYC counselors.

4, Contacting employer—to dis-
cuss any unusual problems he has
encountercd with the enrollee.

Greater personalization of treat-
ment in NYC programs in New
York City is recommended. Catego-
ries of youth who need differential
treatment are:

o Those who h'we no employment
plans,

o Those who have very high aspi-
rations which appear to be impos-
sible to obtain.

o Those who lack information re-
garding what jobs are available and
who lack access to jobs.

e Those without the endurance for
the stresses of the marketplace.

The sixth recommendation is that

" the Labor Department should under-

take studies of entry-level jobs, and
provide demonstration programs of
job restructuring, so that employers
might restructurc jobs within their
companies in order that NYC cnroll-
ees would be able to take on more

"meaningful entry-level jobs.

Finally, it was recommended that
a program of public informaticn be
undertaken by the Department of
Labor in conjunction with the NYC
in order to change the image of the
Corps.

Benefits of NYC Projects for Rural Youth

Optimizing the Benefits of Neighborhood
Youth Corps Projects for Rural Youth,
Phase I1I: A Followlp Study of 1,144
Young Adults—Final Report. Guy H. Miles,
et al. North Star Recearch and Develop-
ment Institute, Minneapolis, Minn.

This report presents data acquired
during the second phase of a pro-
gram for optimizing the beénefits of
Neighborhood Youth Corps (NYC)
programs for rural youth. Phase I of
the program consisted of an explora-
tion of the current problems faced by

young people of the rural areas of
the North Central states, and the
development of hypotheses regarding
these problems and other facets of
rural life that might significantly
affect the adjustment of these youth
to urban life. The validity of the
hypotheses was not established in
Phase 1. This has been attempted in
Pitase Il with the objective of
providing guidelines for optimizing
the benetits of NYC programs.
Surveys of school officials during

~
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Phase I had determined that be-
tween 75 and 90 percent of high
sckool graduates move away from
their home communities either to
find employment or to further their
educa jon. Phase II surveys of
former rural students revealed that
“only 16.3 percent remained in their
home counties during the three-year
period following the year that most
of them graduated from high school;
6.5 percent moved to other rural
areas, and 77.2 percent moved to a
city." The large number of rural
youths who migrate to large cities
encounter special problems in adjust-
ing to urban life patterns.

Characteristics of rural and urban
youths needing services offered by
the NYC program are very different;
however, both groups need the help
of the NYC equally. City NYC pro-
grams involve ‘“poverty-stricken mi-
nority group members” who are, to a
large extent, high school dropouts or
delinquents and who come from bro-
ken homes. Although no comparable
group exists in rural areas, youths
from these areas have a different
type of disadvantagement. They
have little choice but to iigrate from
their home community to an unfa-
miliar urban setting for which they
are ill-prepared by the institutions in
their home community.

Existing urban NYC programs
consist of both in-school and out-of-
school groups. The low number of
high school dropouts in rural com-
munities in the North Central states
shows that there is little need for
out-of-school programs in these ar-
eas. Also, the two main objectives of
urban NYC programs—providing
extra money to poverly-stricken
families and keeping potential school
dropouts in school—do not apply to
the rural situation. Benefits em-
phasized by rural NYC directors
were cited as “giving the kid from a
welfare family a chance in this com-
munity,” “teaching the kids how to
work,” and “giving some deserving
youngsters a chance to earn the
money to go to college.”

Five of 10 recommendations for
optimizing the benefits of NYC proj-
ects for rural youth are, in brief:

. The guidelines for entry into
rural NYC projects shovld be made
more flexible by rcdeﬁning the term
“‘disadvantaged” 1o give cqual weight
to low income, geographical lsolatwn,
and social isolation,

EKC
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2. Objectives of the rural NYC
program should not be tied to the
objectives of the urban NYC.

3. Local initiative and local super-
vision of rural NYC projects should
be retained wherever possible.

4, The part-time job aspect of
NYC should be dec-emphasized in
rural NYC projects unless it can be

"used to attain the aspects of job

e |

familiarization, urban adjustment,
occupational counseling, furthering
education through additional in-
come, or job skill training

5. The rural NYC project must be
flexible enough to allow for individu-
alized approaches to the problems  of
individuals. A wider variety of partic-
ipant problems is encountered in
rural areas.

" ’ - o
p I a I n ta I k George L. Brandon, Editor, Rasearch Visibllity

Future of the Yellow Pages. It's far
from assured. We shall be ambling
along on a three-inonth extension
(courtesy of the Office of Education
for the financial wherewithal) and
the cooperative, enduring effort of
the JOURNAL staff to keep RV in the
yeliow and not in the red. However
questionable RV’s value, member-
ship dollar income and inflation will
not afford the luxury of JOURNAL
research reporting without outside
assistance. If it is popular, then, to
be on an austerity program, Research
Visibility should look forward to
qualifying for some form of the “'best
seller” list at least until its future
may be determined for a loager term
of iife or another transfusion is ad-
ministered. It's part of the grants-
manship game.

61 Research and 61 Project Memo.
Data returning from Gls are going a
Jong way to disprove the WW II
adage, “There is always about 10
percent who do not get the word.”
Apparently the modern GI is not
only getting the word, but he (or
she) is planning to act on it. There
are unlimited implications for voca-
tional and technical education in the
data and statistics recently an-
nounced by GI Project Memo:
More Education, More Opportunity,
three-page final report from Gordon
A. Sabine, Michigan State Universi-
ty, East Lansing.

The project, among other activi-
ties, piggy-backed on the Bob Hope

show at Christmas; matter of fact, -

the AVA and vocational education
were on hand for muster with Low-
ell Burkett active on the Christmas
tour and telling the vocational story.
(Sce AV JourNaL. “Vielnam Mis-
sion: A Rewarding Experience.”

February 1970, page 96.) Ths final
report indicates the project’s pur-
pose and data of interest to school
planners. To encourage greater use
of the GI Bill for post-service educa-
tion, GI Project MEMO, a Talent
Search funded by the U.S. Office of
Education, referred U.S. servicemen
and educational institutions to euach
other during the period JYaouary-
June, 1970.

About 46,000 registrants had been
processed at the time the institutions
were asked to complete an evalua-
tion questionnaire, the results of
which were as follows:

Number of Institutions
recelving MEMO lists

Trade (vocational)

Number Rate of
vesponding return

schools 1471 901 61%

* Junlor colleges .94 664 3%
Senfor colleges 1,189 864 3%
Total 3,574 2429 68%

Of particular interest should be
the data which describe the charac-
teristics of GIs from 48,631 returns
and which describe educational plans,
military status (pay grade), racial
identification, and time of separation
from the armed forces.

Womanpower—It's Here to Stay.
“Groups of ladies plump for ‘wom-
anpower’ and adopt the chic ‘thing'

of the age, militancy. Each group has -

its pet projects, but all have the
long-term aim of making women a
stronger factor in the labor market.”
These are some of the comments of
Associate Editor Walter Wingo in
Nation’s Business, December 1969
issue, The Chamber of Commerce of
the United States, as he spruces up

. womenpower labor statistics for the

70s.

His article, “Hcre Come the
Girls,” has depth implications for
vocational planners and manpower
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developers. A few of his fast statis-
tics are as follows:

¢ Whereas 37 percent of women
of employment age now work, ex-
perts expect nearly 47 percent will
be doing so by the middle of the
next decade.

¢ Women in all economic brack-
ets keep wanting more and more

things for themselves and their
families.
o Local, state and federal bu-

reaucracies will probably keep on
growing, providing, by 1980, 40 per-
cent more government jobs, most of
which can be staffed by women as
well as men, One in five persons will
have a government job,

<

o New industries produce new
types of jobs which women can enter
without feeling they are engaged in
traditional male tasks. By 1975, 65
percent of American jobs are expect-
ed to be in service industries, It has
been estimated that by 1985, health
care, in which women predominate,
will be the single largest area of
employment.

o More:employers will see ad-
vantages in hiring . older women,
whose average life expectancies ex-
ceed men’s.

o Lastly, feminist groups are get-
ting more militant in demands for
“women's rights,” and don’t plan to
shut up.

Editor Wingo concludes the wom-
enpower statistics and interesting
anecdotes with some evidence that
the United States is still “Uncle (not
Aunt) Sam” in view of the federal
government’s treatment of women
employees as  ‘“undistinguished.”
Other resources, typical of the whip-
ping boy status these days, blame
schools for perpctuating the concept
of female inferiority and women
teachers in particular for transmitting
to their girl pupils their own conceplts
of female inferiority.

Obviously, our knowledge and
planning of vocational education for
manpower cannot disregard woman-
power and all of its implications.

b|b||ography
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(Available from U.S. Government Printing
Office. Price: 60¢.)

“Third Anrual National Vocational-
Technical Teacher REducation Seminar
Proceedings:  Teaching — Diszdvantaged
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Technical Education, The Ohio State Uni-
versity, Columbus. January 1970. 133
pages. (Available from The Center for
Vocational and Technical Education, The
Ohio State University, 1900 Kenny Rd,,
Columbus, Ohio 43210, Price: $2.50.)

“Problems in the Transition from
School to Work as Pei~eived by Youth
Opportunity Center Courselors: A Na-
tional Survey. Final Report.” Donald F.
Eggeman, et al. The Center for Yocational
and Technical Education. The Ohio State
University, Columbus, Ohio. December
1969. 82 pages. (Available from The Cen-
ter for Vocational and Technical Bduca-
tion, The Ohio State University, 1900
Kenny Rd., Columbus, Ohio 43210, $2.50.)

“Disadvantaged Youth Approaching the .
World of Work: A Study of NYC Enrol-
lees in New York City—Final Report.”
Wallace Mandell, ef al. Wakoff Research
Center, Staten Island Mental Health Soci-
ety, Staten Island, N.Y. November 1969.
231 pages. (CFSTI # PB 189 015.)

“Optimizing the Benefits of Neighbor-
hood Youth Corps Projects for Rural
Youth, Phase 11. A Follow-Up Study of
1144 Young Adults—Final Report.” Guy
H. Miles, et al. North Star Research and

Development Institute, Minneapolis,
Minn. 349 pages. (CFSTI # PB 18$
881.) ’
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ADDITIONAL STUDIES

Toplc One: Manpower Development

~ “Historical Perspective of the Florida
Citrus Industry and the Impact of
Mechanical Harvesting on the Demand for
Labor"” J. Kamal Dow. Department of
Agricultural Economics, University of
Florida, Gainesville, Fla, April 1970, 110
pages. (CFSTI # PB 191 289.)

“Technological Advance in An Expand-
ing Bconomy: Its Impact on a Cross-
Section of the Labor Force.” Eva Mueller,
et al. Institute for Soclal Research, Univer-
sity of Michigan, Ann Arbor. 1969. 254
pages. (CFSTI # PB 188 676. Also avail-
able from Publications Division, Depart-
ment L, Institute for Social Research, Uni-
versity of ‘Michigan, P.O. Box 1248, Ann
Arbor, Mich, 48106.)

“Applying the Cooperative Plan of In-
struction to Manpower Programs (A
Handbook for Supervisors and Coordina-
tors).” Peter G. Haines, ¢ al. Department
of Secondary Education and Curriculum,
College of Bducation, Michigan State Uni-
versity, East Lansing. 1970. 164 pages.
(Correspondence regarding availability of
copies of this document should be ad-
dressed to State Director of Vocational
Education, Michigan Depattment of Edu-
cation, Lansing, Mich. 48910.)

“Learning the Tool and Die Maker
Trade.” U.S. Depariment of Labor, Man-
power Administration, Washington, D.C.
1970, 18 pages. (Available from the U.S
Government Printing Office, Price: 30¢.)

“The People Left Behind: Seminar on
Manpower Policy and Program.” C., E.
Bishop. Manpower Administration, U.S.
Department of Labor, August 1968, 29

- pages. (Available from Manpower Adm.)

“Special Job Creation fcr the Hard-to-
Employ in Western Europe: Manpower
Research Monograph No. 14" U.S. De-
partment of Labor, Manpower Administra-
tion, Washington, D.C. 1970, 44 pages.
(Available from G.P.O. Price: 50¢.)

“Employment Contexts and Disadvan-
taged Workers: Phase I-—Final Report.”
Leonard H. Goodman and Laure M.
Sharp. Bureau of Social Science Research,
In¢c., Washington, D.C. February 1970. 63
pages. (CFSTI # PB 190 927.)

“Economic Benefits and Costs of Re-
training Courses in Michigan.” Einar
Hardin and Michael Borus. School of La-
bor and Industrial Relations, College of
Social Science, Michigan State University,
East Lansing. December 1969, 428 pages.
(CFSTI # PB 189 116.) -

“Urban and Reglonal Dimensions of
Manpower Policy.”” Niles M. Hansen, Uni-
versity of Kentucky, Lexington, June

- 1969, 472 pages. (CFSTI # PB 186 252.)

“Automation and Women Workers.”
Jean A. Wells, U.S. Department of Labor,
Women's Bureau, Wage and Labor Stand-
ards Administration, Washington, D.C.
February 1970. 12 pages. (Single coples
available free from Women's Bureau, U.S.
Department of Labor, Washington, D.C.
20210.)

.+ "1970 Manpower Report of the Pres-

‘ i{dent” U.S. Department of Labor, 1970.

' 329 pages. (Available from U.S Govern-
ment Printing Office. Price: $2.50.)

¢ “Essays on New Careers: Soclal Impli-

- cations for Adult Educators.” Frank Rless-

man, et al. Syracuse University, Syracuse,

N.Y. July 1970. 82 pages. (Copies of this
publication may be ordered from Syracuse
University Press, Box 8, University Sta.
tion, Syracuse, N.Y. 13210. Price: $2.50.)

Toplc Two: Training of the Disadvantaged .

“Opportunity for the Disadvantaged: A
Successful Program for Clerical Training
in Newark.” Lynne Stoessel. Training and
Development Journal. April 1970. p.
28-30. (Single copies of this issue are
available at $2.00 each from Subscription
Department, P.O. Box 5307, Madison,
Wis. §3705.) -

“A Guide to the Development of Voca-
tional Education Programs and Services
for the Disadvantaged.” Eli B. Cohen, ef
al. National Committee on Employment of
Youth, New York, N.Y. October 1969, 32
pages. (Copies available from Regional
Offices of the U.S. Office of Education.)

“Employment Problems of Released
Prisoners.” George A. Pownall. University
of Maryland, College Park. 1969. 319
pages. (CFSTI # PB 183 543.)

“Mental Retardation Activities of the
Department of Health, rlucation, and
Welfare.,” Office of the .ecretary, Secre-
tary’'s Committee on Mental Retardation,
U.S. Department of Health, Education,
and Welfare, Washington, D.C, January
1970. 79 pages. (Available from U.S Gov-
ernment Printing Office. Price: $1.00.)

Topic Three: Tralning Disadvantaged Youth

“Prototype of a ‘Second-Chance’ School
for the 70s.” James C. O'Gara and Ronald
Thurston. School Shop. Aprit 1970. p.
101-103. (Single copies of this issue avail-
able ac¢ $2.00 each from Box 623, 416
Longshore Dr., Ann Arbor, Mich, 48107.)

“Vocational Education in the Five Large

- Cities of California; Mujor Urban Centers

-

~
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Vocational Education Project.” Joseph H.
Stephenson. Unlversity of California, Divj.
sion of Vocational Education, Los Ange-
les, Calif. August 31, 1969, 217 pages.
(Limited coples available. from.Miss Nan-
cy Goff, Division of Vocalipgal Education,
University of California, 121 Moore Hall,
Los Angeles, Calif. 90024. )

ORDERING INFORMAI!_ON

The material reported on. In. Research

Visibility may be obtained from several
sources. The source of each publication is
Indicated in each entry. The key fo the
abbreviations used there and Instructions
for obtaining the publicatlons are given

* below:

\

“Dbcuments,

CFSTI—CIeanngbouse for Federal Scl-
entific’ and Technical Information, Spring-
field, Virginia 22151, Coplec ¢f report
with this symbol may be purchased for
$3 cach (paper) or 65 cents (micro-
fiche). Send remittance with order directly
to the Clearinghouse and specify the ac-
cesston number (AD or PB plus a 6-digit
number) given in the listlng.
ERIC—Educational Resources Informa-
tion Center, EDRS, ¢/o NCR Co., 4936
Falrmont  Ave., Bethesda, Maryland
20014, Copies are priced according to the
number of pages. The MF price in the
listing is for microficue; the HC price is
for pape. copies. Send remittance with
order directly to ERIC-EDRS and specify
the accession number (ED plus a 6-digit
number) given in the listing, How to Use
ERIC, a recent brochure prepared by the
Office of Bducation, is aviilable from the
Superintendent of Documents, Govern-
ment - Printing Office, Washington, D.C.
20402; the catalogz number is FA 5.212:
12037-A; price: 30 cents.
GPO—Government Printing Office. Send
orders directly to Superintendent of
U.S. Govermnment Printing
Office, Washington, D. C. 20402, with
remittance for specified amount. ’
MA—Manpower Administration. Single
copies free upon request to ULS. Depart-
ment of Labor, Manpower Administra-
tion, Associate Manpower Administrator,
Washington, D. C. 20210,

OTHER SOURCES—Where indicated the
publication may be obtained directly from
the publisher at the listed price.

Research Visibility Is a research project of the American Voca-
tional Association. The purpose is 1o give visibility to significaat
research: experimental, deraonstration and piiot programs; upgrad-
ing institutes, seminars and workshops; and other leadership devel-
opment activities for teachers, supervisors and administrators. The
Research Visibility report synthesizes important projects which
have been reviewed, selected and analyzed for their value to voca-
tional, technical and practical arts educators, guidance personnel,
and other leaders in education, manpower and related fields. A
composite bibliography of significant rescarch and development

materials is included.
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copyright,

The oroject {s cooperatively financed by the American Voca-
tiona! Association and a Vocational Education Act of 1963 grant
(OEG 2-7-070633, project 7-0633; “Synthesis and Application of
Research Findings in Vocational Education”).

George L. Brandon, professor in residence (Pennsylvania State
University) is editor of Research Visibilitv. He is assisted in the
preparation of these reports by Research Assistant Marsha Golden
of the AVA headquarters stafl,

As Research Visibility is prepared under a U. 8, Office of Educa-
tion grant, it is not included in the American Vocational Journal
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