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INTRODUCTION

The new title of this ninth in a series of annual volumesMai:mower Research and
Development Projectsindicates its expansion to cover development (that is,
experimentation and demonstration) projects, as well as research projects. The expan-
sion reflects the merger of the research and development activities of the Manpower
Administration of the U. S. Department of Labor which occurred in the spring of
1970. Theze activities are carried out under authcrity given the Department of Labor
in the Manpower Development and Training Act of 1962, the Economic Opportunity
Act, and the Social Security Act. (Specific citations to statutory authority are given
at appropriate places in the volume.)

In format, however, the 1971 edition closely resembles its predecessors. Projects
in progress at the end of fiscal year 1971 are descriled in the first section. Infor-
mation is included on projects continuing from earlier years, as well as on those
newly funded during the year. As of June 30, 1971, work was in progress on 77
research contracts (sections Ll and 1.2), 117 development projects (section 1.3),
19 institutional grants (section 1.4)including 7 made in 1966 which are now
being phased out and 12 new ones funded during fiscal year 1971-99 doctoral
dissertation grants (section 1.5), and 31 research project grants (:sectior L6).

The second section summarizes projects completed during fiscal year 1971, and
it also includes selected development projects completed in the two preceding years
to provide at least a brief glimpse of significant developments in the experimentation
and demonstration program. Altogether, the second section covers over 130 projects
23 mearch contracts (sections 2.1 and 2.2), 56 development projects, 38 dcctoral
dissertations, and 15 research project grants. Since the institutional grants are con-
tinuing projects, with the original seven scheduled for termination in fiscal year 1972
and the newly funded 12 running through 1974-75, they are excluded from the section
on completed projects.

In the third section, there are listings of the reports generated by research and
deve!opment projects during fiscal years 1969, 1970, and 1971 and information on
how they may be obtained.

Guidelines for the submission of proposals are given ir. the fourth section. The
contract guidelines in section 4.1 have been modified to cover bcth research and
development projects. The remainder of section 4 gives directions for applying for
small research grants.

Finally, all of the projects have been indexed by name of contractor or grantee, by
the names of individuals associated with the project, by contract or grant number,
and by subject.
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Further information concerning the proiects described here may be obtained from

the office which compiled this catalog: The Division of Revearch and Development

Utilization, Office of Research and Development, Manpower Administration, US.

Department of Labor, Washington, D.C. 20210. However, readers are urged to write

directly to the contractor or grantee for information concerning ongoing pro;ects

listed in section L

- i 4
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SECTION 1. PROJECTS IN PROCESS ON JUNE 30, 1971

,

This section outlines the objectives and procedures of research and development
projects on which work was being done at the em4 of fiscal year 1971. The contracts
and grants for these projects were awarded under the Manpower Development and

Training Act, the Economic Opportunity Act, and the Social Security Act.

7



1.1 PROJECTS IN PROCESS ON JUNE 30, 1971Research Contracts
Under the Manpower Development and Training Act (MDTA)

1.1.01 BATTELLE MEMORIAL INSTITUTE
COLUMBUS. OHIO

CONTRACT 81-37-68-402

RONALD J. CRESS

AN EXPLORATORY STUDY TO ANAIXZE NEW SKILL CON-

TENT IN SELECTED OCCUPATIONS LN ME-RICAN AND THE

MECHANISM FOR rrs TRANSLATION rvro VocArcoNAL
EDUCATION CURRICULUMS

This study's major objectives are to ascertain
whether graduates of vocational education courses arc
properly trained to meet entry requirements in selected
occupations. to identify changes in job content and
performance standards, to recommend changes in
course offerings or modifications in curriculums con-
sistent with findings, and to observe and record the
actual implementation of recommendations by local
school boards.

Through interviews with employers, employees, and
members of advisory committees in three Michigan
cities, information on current and prospective job con-
tent and skill requirenumts was gathered for 10 growth
occupations: Automobile engine mechanic, bookkee-
per, chef/cook, clerk-typist/clerk-stenographer, con-
struction carpenter, construction electrician, dental as-
sistant, licensed practical nurse, numerically controlled
machine tool operator, and salesperson.

Curriculums for these occupations were analyzed to
identify needed changes. The researchers have worked
with school officials to effectuate the recommended
changes.

Preliminary findings: An example of the changes

*Requests for information concerning these contracts should
be directed to the researchers.

*This study is cosponsored by the Office of Education of the
U.S. Department of Health, Education. and Welfare; the
Michigan Employment Security Commission; and the bfichigau
State Department of Education.

recommended to make training more effective in pre-
paring students for entry performance is the replace-
ment of traditional first and second year high school
bookkeeping courses by courses more relevant to the
business world, with emphasis oa modern recordkeep-
ing methods, operation of office taachii.es, and applica-
tion of data processing in business. In another occupa-
tion, dental assistant, changes were recommended in
defining goals of training, selection of students, and
organization of course material.

Recommendations for improved curriculums for
training construction carpenters and salespersons have
been put into effect, and a complete data management
program is being designed to replace the traditional
bookkeeping courses in Grand Rapids. Researchers
have also begun to use a task analysis procedure for
course development and evaluation and have adopted a
behavioral-objective approach to curriculum develop-
ment.

Completion is scheduled for September 1971.

1.1.02 BUREAU OF SOCIAL SCIENCE RE-
SEARCH, MC.

WASHLNGTON, D.C.

CONTRACT 81-09-66-27

GENE PETERSON

OCCUPATIONAL ADJUSTMENT or RECENT LOW-INcoseE
SOUTHERN IN-MICRANTS TO CLEVELANV

This three-phase project concerned the occupational
adjustment in Cleveland of low-income southern in-mi-
grants with less than 2 years, and 2 to 5 years, of
residence. The project integrated research with an eX-
perimental program sponsored by the Manpower Ad-
ministration.

In phase I, the researchers identified 1,600 low-in-
come southern newcomers to Cleveland and inter-
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viewed them for information on their occupational

adjustment. For comparison, a sample of 400 Cleve-

laud residents of more than 10 years was also inter-

viewed.
In phase IL the experimental element, the researcher

referred selected recent in-migrants to the PEACE

(Programs for Educational and Cultural Excellence)

Skill Center for special services, including prework

orientation, job !hem:lent, and/or referral to MDTA

training, to assist them in entering urban employment

and community life.
In phase III, the researcher made a longitudinal

ccamination of the conditions generating individual

changes in work status and urban adjustment. An at-

tempt was made to reinterview the =tire sample from

phase L Interviews focused on the in-migrants' social,

cultural, urban, and economic adjustment experiences,

with special emphasis on past and current employment.

changes in occupational aspirations. adjustments to
city life, and particularly the impact of the aldll center

programs in facilitating assimilation of those enrolled.

Preliminary findings: Low-hicome newcomers to the

dity generally had more education and training than

tlia long-term low-income residents. Negro newcomers
bad more education, were younger, and more often
were unmarried than their white counterparts, but

whites held more skilled and higher paying jobs. Men,
both white and Negro, were better off in Oeveland
than women.

The chief reason reported for moving was eco-
nomic; for tzampl.e, jobs and wages. Yet most of the

newcomer? (white and Negro) first jobs in Cleveland

were as operatives (men) or in clerical and sales posi-

tions (women). This occupational pattern had not
changed by the time of the phase III survey. Negro
men were still predominantly in operative occupations,
but a number of white men had advanced into craft
occupations or jobs as foremen. Most of the newcom-

ers felt they were better off as a result of moving to
Cleveland.

Drafts of final reports for phases I and II have been
received. Work on phase III is underway. Completion
of the project is scheduled for June 1972.

1.1.03 unvEasny OFCALIFORNIA,
BERKELEY

BERXELEY, CALIF.

CoNrsact 71-05-70-03

Dn. MARGARET TRAL-LARYEN, INSTITUTE OF INDUS*

TRIAL RELATIONS

REQUIREMENTS AND DESIGN OF A LABOR 'MARKET Lst-

FORMATION SYSTEM FOR A LARGE METROPOLITAN

AREA

This project is one of several authorized under sec-

tion 106 of the Manpower Development and Training
Act, as amended in 1968, which directed the Depart-
ment of Labor to develop a comprehensive labor mar-

ket information system (LMIS). (See also 1.1.06,
1.1.12, 1.1.23, 1.1.25, 1.1.27, anal 1.1.42.)

The objectives of the project axe: (1) To appraise
present means of developing and delivering labor mar-
ket infounation in the San Francisco Bay area, with
primary emphasis on the volume, location, and nature
of current job opportunities and occupational trends;
(2) to design a model of a Libor market information
system that might serve as a prototype for a large,
diversified labor market area and develop quantitative
criteria for measuring the performance of such a ay*
tern; and (3) to compare the cost effectiveness of
current and feasilge future labor market information
systems.

Using an interview guide, information is being
sought from public and private employment agencies,
counselors in secondary schools and junior colleges,
officials working with the disadvantaged, technical spe-

cialists, and representatives of managemeni, labor,
government, and other organizations conversant with
the various elements of a labor market information
system. The kinds of labor market information :rails.
Me are being compared with the needs of various
users, and criteria are to be developed for identifying
essential elements of an LMIS, as a guide to the use of
resources in operating the system.

The second phase of the workthe design of a
model labor market information system for a major
metropolitan areais examining the data generating
sources and delivery systems, including an evaluation
of data processing, retrieval, and =porting methods.

Preliminary findings: Contacts with labor market
intermediaries, inchurnig a conference with Federal,
State, local officials and university representatives, re-
vealed a commimity of interest in the same general
types of information. However, priorities varied



1.1 MDTA Research

among the groups; for example, some emphasized cur-
rent job opportunity information whereas others
strsed long-range occupational forecasts, and some
users needed specific, detailed employment information
for subsections of the labor market while others
wanted broader economic and employment trends. A
survey of high school students revealed a need for
information about the world of work, training and
education requirements, and occupational outlook in-
formation. A synthesis of the needs of all users of
information is being incorporated into a comprehen-
sive plan for the structure and flow of inforination to
be developed from all sources.

Completion is scheduled for December 1971.

1.1.04 BUREAU OF THE CENSUS
U.S. DEPARTMENT OF COMMERCE
WASHINGTON, D.C.

CONTRACT 81-11-71-19

DAVID P. MCNELIS, CHIEF, GovERNmENTs DIVISION

SURVEY OF STATE AND LocAL GOVERNMENT EMPLOY-
MENT

This project is a two-stage mail sample survey to
obtain data on selected characteristics of State and
local government employees in 10 States. Stage I is a
mail survey of a reprentative sample of State agen-
cis (excluding educational institutions) and local gov-
erruments (excluding school districts and dependent
school systems) in each of the 10 States to obtain a
random sample listing of employees' names and ad-
dresses. Stage II is a mail survey of the individuals
reported in the sample listings to obtain data on the
race, sex, age, level of education, governmental func-
tion in which mployed, income group, merit system
coverage, years in present job, and spcialized train-
ing.

The study is designed to provide information needed
for training and upgrading workers to help State and
local governments respond to rising demands for serv-
ices and take advantage of ederal assistance for
public service employment.

Completion is scheduled for January 1972.

Contracts in Process

1. L05 C&NTER FOR POLICY RESEARCH
NEW YORK, N.Y.

CONTRACT 81-34-70-04

DR. AMITAI ETZIONI AND DR. MARVIN SONTAG

MUTUAL ADAPTABILTTY OF WORKERS AND ORGANIZA-

TIONS

The principal objective of this study is to develop
conceptual and operational tools for achieving a more
effective match of persons with jobs, thereby facilitat-
ing both job retention and work performance. Specifi-
cally, these tools are being designed to measure work-
ers' tolerance for bureaucratic structure (TBS)ad-
herence to organizational requirements regarding time,
task, and authorityand the extent to which particular
types of jobs demand such behavior.

A preliminary form of the MS scale has been devel-
oped and administered to employees of a large metro-
politan bank, enrollees in a Work Incentive Program,
and clients served at four Concentrated Employment
Program sites. Modest but statistically siolificant cor-
relations were obtained between TBS scores and the
supervisory ratings of bank employees. Criterion data
for the remaining samples are not yet available, but
TBS scores differentiated between individuals tested in
terms of age, marital status, number of months em-
ployed in the preceding 2 years, and satisfaction with
last job. Split half reliabilities ranging from .794 to
.805 were obtained. Test-retest reliabilities will be ob-
tained subsequently.

Additional test and criterion data will permit the
determination of validity in terms of success in train-
ing and job tenure. In addition, the measure of bu-
reaucratic requirements of jobs will permit judgments
of the extent to which training and employment
success depend on compatibility between the individu-
al's TBS and the requirements of his training and job
roles.

Interviews with selected training program dropouts
and persons who left their jobs early, supplemented by
onsite observational rlatA, will also support analysis of
the importance of bureaucratic factors as detenninants
of success.

Completion is scheduled for September 1971.
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1.1.06 COLUMBIA UNIVERSITY
NEW YORK, N.Y.

CONTRACT 71-34-70-04

1.1.07 COLUMBIA UNIVERSITY
NEW YORK, N.Y.

CONTRACT 81-34-68-44

STANLEY FRIEDLANDER, CONSERVATION OF HumAN RE-DR. Eu GINZBERG, CONSERVATION OF HUMAN RX-
souRcEs PROJECTSOURCES PROJECT

THE CONCEPTUAL FOUNDATIONS OF A LABOR MARKET
INFORMATION SYSTEM

The purpose of this study is to delineate the parame-
ters of a comprehensive labor market information, sys-
tem (LMIS) and recommend new approaches that will
aid the Department of Labor in meeting its responsi-
bilities under section 106 of the Manpower Develop-
ment and Training Act, as amended in 1968. (Related
projects are described in 1-103, 1.L12, 1.1.23, 1.1.25,
1.1.27, and 1.1.42.)

In the first part of the study, existing reports on the
improvement of labor market information systems are
being analyzed and the diverse experiences of experts
in the labor market information field are being used to
define the principal dimensions of a more responsive
and appropriate information system. Gaps in the cur-
rent structure are '1e.ing identified, especially those
which affect the labor market decisions of specific
labor force groups and employers. Analysis centers on
the relationship between information and program de-
cisionmaking, as well as between implementation and
evaluation.

A second part of the project will explore specific
sements of the system, especially at the micro level.
New York Qty, as the Nation's largest metropolitan
labor market, will be the laboratory and experimental
city for investigation. Five sub-studies will explore the
information that is needed to improve: (1) Decision-
making with respect to the city's economy and indus-
try location; (2) control of public expenditures for
human resources services; (3) the fit between the
products of the schools and employers' skill needs; (4)
aid to institutionalized groups such as young people in
detention centers or patients in mental hospitals; and
(5) the perceptions of the labor market held by var-
ious peripheral workers, including youth, blacks,
women returning to work, and veterans.

Completion is scheduled for fiscal year 1973. An
interim report on the first part of the project is ex-
pected in October 1971.

STRATEGIC FACTORS IN URBAN UNEMPLOYMENT

This study analyzed unemployment in the 30 largest
cities in the United States and in 16 slum areas located
in th&ce cities to determine why differentials between
cities and slum areas vary with the level of economic
activity. Data for 1960 and 1966 were used to test
three m-odels: (1) The economic role of supply and
demand for labor; (2) industrial structure of the local
labor market; and (3) labor market rigidities focusing
on education, health, discrimination, mobility, infor-
mation, and illegal activities. The study also analyzed
the unemployment problems of young workers in the
areas, including the results of interviews with Negro
residents between 18 and 24 who were neither full-time
students or workere nor members of the Armed Forces
on their work histories, vocational experiences, work
attitudes and expectations, sources of income, and liv-
ing arrangements.

Preliminary findings: (1) The industrial structure
of the urban economy was a major force in explaining
unemployment among slumdwellers and youth. Cities
dominated by large construction, manufacturing and
finance, insurance and real estate employment pro-
vided very few employment opportunities for non-
whites, slumdwellers, and youth. (2) The urban econ-
omy was segmented into three layersprimary, sec-
ondary, and illegalwith minority groups largely seg-
regated into the latter two sectors; illegal activides and
income acted as an important safety valve for people
unable to earn a living in the competitive and seg-
mented urban economy since discrimination impeded
their entrance into higher paying jobs despite their
high levels of educational attainment. (3) Spatial bar-
riers in the urban labor market, such as job dispersal,
were found to be unimportant in determining the un-
employment problems of the urban labor force.

Major conclusions: (1) If Manpower policies are to
benefit the urban labor force, including the most dis-
advantaged workers, a commitment to guarantee a job
to all Americans willing to work is necessary, the
researcher concluded. Therefore, an expanded program
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of employment in public service is needed, with special
emphasis placed on jobs that can lead to careers. (2)

A major attack on employment discrimination was
recommended, with higher expenditures and additional

manpower allocated for the Equal Employment Oppor-
tunity Commission and the U.S. Department of La-
bor's Federal Contract Compliance Office. Moreover,
Government should develop new tests and new recruit-

ment practices to absorb greater numbers of disadvan-
taged workers. Local and State governments also need

to develop new agencies with resources and manpower
to cope with discrimination. (3) The researcher rec-
ommended placing emphasis on skills and productivity
of the young labor force and not on educational attain-

ment and certification. (4) Legitimati7ing some of the
activities in the urban economy, such as gambling,
could serve to create new jobs at decent wages for the
disadvantaged labor force, in the researcher's opinion.
(5) Industrial development programs and housing and
transportation programs should be initiated to open up
new job opportunities in the primary labor market for
the disadvantaged, the researcher suggested. He called

for the development of experimental problems, such as
private cost-plus- or fee-phis-incentive contracting and
wage subsidy programs, with on-the-job training, up-
grading, and transference between public and private
employment

The report is being prepared for publication.

1.1.08 COLUMBIA UMVERSITY
NEW YORK, N.Y.

CONTRACT 81-36-71-013

DR. Eu GMBERG, CONSERVATION OF HumAN

SOURCES PROJECT

EMPLOYMENT EXPANSION IN A DYNAMIC ECONOMY

A SERIES OF RELATED STUDIES

This continuing project of interdisciplinary research
studies probes deeply into the changing structure and
functioning of American society to determine the dif-
ferent ways in whkh the development and use of die
Nation's human resources affect the level of sooiel
well-being and economic output Members of the re-

'Formerly 81-34-67-25.
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search team conduct intensive research of problem

areas as a basis for recommending remedial action.
Since the project was initiated, 13 studies have been

completed (see 3.L08-3.1.15 for the eight completed
since fiscal year 1969). The studies on which work is

still in progress are described below. Seven of the
studies enumerated below are scheduled for completion
during fiscal year 1972; the others during later years.

1. "The Dynamics of Employment Opportunity."
This study is exploring the nature and extent of em-
ployment opportunity. The analysis seeks first to deter-

mine the relative importance of factors that account
for the ranking of different industry-occupation groups
on measures of rewards to workers and their vulnera-
bility to unemployment and low annual earnings. The
second stage of the study will examine the growth or
decline of the less favorable sectors and assess the job
prospects in light of possible changes in business or-
ganization caused by mergers, alterations in size of
firm, franchise-contracting-out arrangements, and the
impact of government policies, as well as growth of
trade unionism and controls over entry into the occu-
pation.

Preliminary findings: It is indicated that advan-
taged workers have access to a series of functional
alternatives that provide shelters from the competition

of less advantaged groups. Among these are profes-
sional credentials, licenses, collective bargaining cover-
age, and work scheduled on a full-thne, full-year basis.
A further advantage that cuts across these catories is
provided by internal labor markets in the form of job
ladders and civil service status.

The probabilities of achieving a sheltered position
vary regularly by occupation and industry, implying
the importance of product markets. Whereas young
men tend to move into these established positions as
they gain more experience, women for the most part
are exchided. Minority group members of both sexes
have far less access than whites. Both women and
blacks are heavily overrepresented in the less struc-
tured, peripheral parts of the market

As previously reported, the earnings of married
women constitute an important addition to family
income, but typical jobs held by women do not by
themselves provide adequately for fatherless families.

Completion is scheduled for December 197L

2. "Youth Unemployment and Employment, A Com-
parodic- View." Against the background of European
countries in which youth unemployment rates are gen-
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erany lower than in the United States, this study ex-
plores differences and similarities in the positions of
youth which may contribute toward an understanding
of the variations in youth unemployment rates among
countries. Attention is given to demographic develop-
ments, school attendance trends, the extent of concur-
rent attendance at school and work, and the interrela-
tionships of youth labor force participation rates, pop-
ulation growth, employment, unemployment, and the
attitudes of youth toward work. The relative demand
for youth is analyzed by occupation, size of firm, wage
level, region, and formal training arrangements for
young people. Moreover, the institutions which prepare
teenagers for work and assist in the transition from
school to work are discussed from the national, re-
gional, and special group (e.g., the disadvantaged)
points of view.

The study covers 19 countries and is based both on
the detailed analysis of relevant demographic, labor
market, and economic data and on field research di-
rected to eliciting employer opinions and practices.

Completion is scheduled for December 1971.

3. "Corporate Manpower Planning- Steel Industry."
This study focuses on the introduction of new technol-
ogy in the steel industry over the last 15 years, espe-
cially the transmission of information and the develop-
ment of manpower in order to bring the new technol-
ogy into being. The emphasis is placed on profession-
als, executives, and technical and skilled personnel who
help install the new technology.

Preliminary findings: Steel managements tend to
feel no particular difficulties in keeping abreast of
changes in the nature of their technology, since much
cooperation exists within the industry. Information has
flown freely through journals, industiy meetings, visits
to plants, mobility of executive and professional em-
ployees, and joint training programs. However, an
members of the hidustry do not necessarily adopt
known technologkal improvements at approximately
the same time. Investment in new capital facilities de-
pends largely on anticipated market conditions, tax
considerations, realizable savings, and other economic
variables.

Also, a major change in teclmology is composed of
many interrelated ongoing changes in the subcompo-
nents of the technology, including the nature of raw
materials, the chemistry and physics of processes, han-
dling techniques, and speed of process. Thus, manage-
ment, finding it difficult to forecast the precise nature
of new skills that will be required and the precise time

at which they will be required, tends to hire people
with potential for acquiring needed skills.

There are also important differences among compa-
nies in their strat%des with respect to timing in the
adoption of new technology. Larger companies tend to
develop more intensively specialized managers who
make decisions about installing new technology. The
recently growing research and development depart-
ments are assuming more influential positions in tech-
nical planning, although there are significant problems
in their communications to higher level management.
Limited profitability in basic steel in recent years is
leading steel companies to consider new kinds of ven-
tures for the utilization of their internally generated
capital, and only a few of these new ventures utilize
the technical skills on which steel firms have relied.

Completion is scheduled for December 1971.

4. "Aging in the Ghetto." This study examines the
interrelationship of the processes of agingthe multi-
plication of health defects, the difficulties of access to
job market information, and the impediments to access
to social servicesand how these processes contrilmte
toward the loosening of ties with the world of work for
minority group members. The study also explores the
effects on ghetto residents of the cumulative relative
deprivation of investments (such as education, job
training, or health care) in human capitaL It is based
on intensive interviews with adults located in a black
neighborhood in the central core of a large eastern
seaboard city which had been experiencing a marked
out-migration of industry, particularly of the kinds of
firms that were the major employers of black men and
women.

Preliminary findings: (a) Older black men and
women are most likely to drift out of the labor force if
they have no close family ties and responsililities, if
they do not have full-time or full-year jobs, and if they
are recent migrants into an urban ghetto. (b) Blacks
have experienced great difficulties in attempting to
move near the new locations of firms that have been
their major employers, even when the firms in good
faith offered continued employment This has contra,-
uted strongly to a feeling of abandonment by many
blacks, particularly those with relatively strong attach-
ment to certain firms or industries. (c) As services
particularly public servicesin the black neighbor-
hood deteriorate, the aging portion of the black com-
munity feels itself extremely exposed to a kind of
social chaos. Many tend to withdraw to the relative

13,
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security of their homes; the result is a marked de-

crease in physical mobility, even during the daytime.
(d) In a time of declining employment in the central

core of the city, when the proportion of friends and

acquaintances still employed begins to fall drastically,
traditional means of securing new employment oppor-

tunities become less efficient, and it is extremely diffi-
cult for a minority group member to develop alterna-

tive means. (e) Although a wide range of public assist-

ance is availablehousing, medical services, senior

citizen recreational programs, and so forthaccess to
these programs depends to a great extent upon such

things as literacy, personal relationships, and, to some
extent, chance. As a result, a considerable proportion

of the older black community, particularly men, who

are most in need of the services offered by these pro-

grams, either do not learn of their existence, do not

know how to go about obtaining the services offered

by the programs, or are doubtful about their legal
right to them. They tend to view waiting lines, for
example, to senior citizen housing, as being in reality
subtle screening devices designed to exclude everyone

but a favored minority. (f) Many of the older mem-

bers of the black community feel a sense of neglect
because attention to the problems of youth deprives
them of an audience for their problems. Nor can they

see a way to organize themselves into an effective

political group, which adds a feeling of political impo-

tence.
Completion is scheduled for March 1972.

5. "The Theory of Manpower." This study examines

how an expansion of skills determines an increase in
the standard of living of the popalation and how the
rate at which the "stock of skills" expands is governed

by the society's values of orientation, political cohesive-

ness, economic organiiation, and human resource cap-

abilities.
The study is divided into sections, the first of which

focuses on economic development, or the macro-supply

aspect of the theory of manpower. The second section
examines the micro-supply aspect and stresses specific

institutions that determine the development of TORII-.

powerthe family, church, schools, the military, and
employing organizations. This section also explores
class structure and distrilution of income. The last two
sections point up the processes of the use of or demand
for himum resources. The section on macro-demand
examines business expectations, government policy,
and the effectiveness of the labor market, especially its
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facilitating mechanisms, including job information,
selection, assignment, and on-the-job training, and
their relationships in the utilization process. The analy-
sis in this section also points up the serious costs of a
loose labor market, stressing the utilization or nonutil-
ization aspects from the viewpoints of the worker and
of the employing organizations. The final sectionthe
micro-demand aspect--explores the process of organi-
zational affiliation in terms of organizational impera-
tives: e.g., the nature of the conflict between the needs
of the organization and those of the individual. These
needs are related to the fundamental problems that
confront contemporary society.

The basic analytic matrix involves the evaluation of

four interacting dynamic systemsvalu, government,
economy, and manpower. The analysk; shows that the
rate of improvement in the quality of human lifethe
end of all social actiondepends on the articulation
among these four systems, rather than unilateral in-

creases in the efficiency of any one system.

The major thrust of the analysis reflects a concern

for the policy alternatives facing both developed and

developing societies.
Completion is scheduled for September 1972.

6, "Growing 1.7p in a Desegregated Environment"
The Armed Forces were officially desegregated in 1948

and this study of a sample of more than 800 black and
white noncommissioned officers in the Air Force and
of their children was designed to explore the impact of
this policy. Data from questionnaires distributed in
1969 and 1970 were analyzed in order to descrthe the
experiences, attitudes, and aspirations of these military

families and compare results for black and white
fathers and children, as well as for children of mili-

tary and civilian families.
Preliminary findings: The fathers' Tesponses indi-

cated that black NCO's tend to be in lower grades than
whites with similar lengths of service and educational
attainment. Moreover, more blr.ck than white military
personnel are moonlighting and more wives of the
former are working. The limited financial resources of
many of the families miry explain the finding that most
white NCO's believe that blacks have better chances to
get ahead in the military than in civilian life while less
than half of their black counterparts agree.

There was evidence that the younger generation of
whites is more receptive to integration than their fa-
thers. On the other hand, although only a small minority

of blacks favor all-black schooling-, more children than
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fathers indicated such a preference. The extent of inter-
racial contacts varied, because many of these families

lived off base and the children attended local schools
and used local recreational facilities.

As a whole, the black youth have high educational
and occupational goals, although girls have lower aspi-

rations than boys and white girls have the lowest. Few
boys of either race plan military careers.

Completion is scheduled for March 1972.

7. "Employment Expansion in Suburban Labor
Markets." This study combines two studies started sep-
aratelyone under this title and the other previously
designated "Quasi-Metropolitan Labor Markets." The
purpose of the combined study is to describe and
conceptualize the process of employment expansion in

areas contiguous to central cities and to determine
labor market implications. Five metropolitan areas of

different types and sizesAtlanta, Boston, Cleveland,

New York, and Philadelphiaare being examined,

principally through interviews with developers, firms

and government agencies.
Preliminary findings: Uneven suburban growth has

had sharply varying impacts on older and newer com-
munities in these areas. The new interstate highway
system and a generally improved highway network,
coupled with rising automobile ownership, have pro-
duced a major restructuring of labor markets. More-

over, the trend to suburbanization appears to have
been reinforced by new institutional structures, includ-

ing industrial and office parks and shopping centers.
Furthermore, the development of the suburban econ-
omy depends on labor from outlying areas, bringing
satellite communities into the metropolitan system.

Completion is scheduled for September 1972.

8. "Upgrading the Blue Collar Worker: The New
York Experience." This study evaluates the past expe-
riences and future potential of training as an instru-

ment for enhancing the job mobility of selected groups
of blue-collar workers. The research focuses on five

industries in New York Cityapparel manufacture,
food service, health services, local Public transit, and
construction. A review of the occupation d structure of

each industry is followed by analysis of income data
drawn from a New York subsaznple of the Social Secu-
rity Administration's continuous work history file for
workers remaining within wch of the industries for a
4-year period. Interviews with employers, union repre-
sentatives, employees, training officials, and trainees

are used to analyze the factors which facilitate or
prevent advancement within the industries. Special at-
tention is paid to the influence of occupational training

on worker mobility.
Preliminary findings: The findings corroborate pre-

vious studies. The occupational structure is the most
important determinant of upgrading opportunities,
which are little affected by the expansion of formal
uaining opportunities, including some training pro-
vided at vocational high schools and in Federal pro-
grams. The relatively informal upgrading practices in
most industries often reflect racial and sex discrimina-
tion.

Completion is scheduled for September 1971.

9. "The Interface of Work and Welfare." This study
examines the New York City welfare caseload with a
three-fold objective: (1) To identify the particular
groups with the greatest potential for work and self-
support; (2) to understand the shifts between employ-

ment and public assistance; and (3) to analyze the
impact of the Work Incentive (WIN) Program, under
the Social Security Act Amendments of 1967, on the
welfare program to date.

Utilizing data from the New York City Department
of Social Services, the Department of Health, Educa-
tion, and Welfare's Survey of Aid to Families with
Dependent Children (AFDC) caseloads in 11 cities,
and New York State surveys of characteristics of
AFDC families and of Home Relief (HR) recipients,
the present welfare population is being disaggregated,
in the first instance through a pool-and-flow analysis of
the individual categories: AFDC, AFDC-Unemployed
Parent (UP), HR, and Old Age Assistance, Aid to the
Blind, and Aid to the Disabled. Primary emphasis will

be placed on the first three categories, which contain

the bulk of able-bodied working-age and preworking-

age persons. Among adult recipients, distinctions will
be drawn by age, place of origin, migration, parental
assistance, number and ages of dependent children,
education, training, and work experience. For adoles-
cent dependents aged 16 and over, who offer the great-
est potential for future employability, information will
be obtained on school history, vocational training, and
work experience. HR and AFDCUP caseloads will be
specifically examined for openings, closures, and inter-
categorical shifts, relative to unemployment and em-
ployment. At selected centers, the case records of a
sample of openings and closures and of recipients whr.
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voluntarily enrolled in the WIN Program will be ana-

lyze&
Compledon is scheduled for September 1972.

10. "Employment Expansion and Metropolitan
Trade." This study focuses on the sources of employ-

ment expansion in metropolitan job markets resulting
from exports to other metropolitan and nonmetropoli-
tan centers, import substitutions, and increased local
demand for goods and services. Using census data for
1940, 1950, and 1960 for 31 industlial classifications,
researchers have analyzed changes in the industrial
mix of imports and exports, as well as associated
changes in the composition of employment The analy-
sis of trends in the export base (including services as

well as commodities) and the calculation of its multi-
plier effect on other aspects of metropolitan output are
mitical new methods for estimating employment pros-

pects and planning appnpriate training programs.
Preliminary findings: About 75 percent of the varia-

tions in the rates of employment change among 368
metropolitan areas are accounted for by differences in

the export base, counting both &red effects of changes

on employment in the export sector and the indirect
effect of the local multiplier.

/t also appears that interinetropolitan trade is ex-
panding at approximately the same rate as metropoli-

tan employment, but metropolitan trade with nonme-
tropolitan areas is decliniag. The regional patterns of
trade, employment expansion in trade activity, interre-

gional and intraregional shift of export activity, and
the degree of concentration were found to vary consid-
erably by industry. There was a trend toward increas-
ing diversification in the local sector; however, over
half of the employment in exports was in one industry
category for 145 metropolitan areas. The importance
of the proems of import substitution was found to
have increased.

A high degree of transition is exhilited in the in-
dustrial composition of metropolitan employment in
export activity. During the 1950's, 59 percent of job
increases in export activity were offset by job de-
creases in other export industries in the same metropo-
lis. A general appading of manufacturing export
activity and a shif to the export of services appears to

be underway. Low-productivity industries have relo-
cated from large and medium-size metropolitan areas
to small metropolitan areas and nonmetropolitan coun-
ties. Three-fifths of the job increases in metropolitan
export activity repreent geographical shifts. Changes
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in export activity accounted for a larger share of job
decreases in the 1950's (44 percent compared to 26
percept during the 1940's) and a smaller share of job
increases (19 percent compared to 26 percent).

Completion is scheduled for August 1971.

1.1.09 U.S. DEPARTMENT OF DEFENSE
WASHINGTON, D.C.

CONTRACT 81-09-69-234

AARON B. Nantu., MANPOWER DEVELOPMENT DIVI-

SION, Am FORCE HUMAN RESOURCES LABORATORY, AIR

FORCE SYSTEMS COMMAND

EFFECTS OF MILITARY EXPERIENCE ON PROJECT

100,000 MEN

This study seeks to find out the impact of military

service on young men accepted under the lowered men-

tal test standards which applied in Project 100,000.
Information on the experience, including training in
the military ma in post-military life, of these so-called

New Standards men will be compared with data col-
lected from a control group of men disqualified for

seivice on mental test grounds. The study is designed

to yield information that will be useful in assessing
military manpower procurement policies as well as the
civilian carryover of military training.

The Department of Defense has recently negotiated
with a new subcontractor for the collection of informa-

tion, and preliminary results are to be available in
June 1972. Completion of the project is scheduled for

September 1972.

1.1.10 EDUCATIONAL TESTING SERVICE
PRINCETON, NJ.

CONTRACT 81-32-69-03

DR. BENJAMLNI SHIMBERG AND DR. BARBARA ESSER

IMPACT OF LICENSING ON THE SUPPLY AND MOBILITY

OF SMILED MANPOWER IN SELECTED NONPROFES-

SIONA/. OCCUPATIONS

'The Veterans Administration is also providing support for

this project
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This study is an intensive probe t i the extent to
which licensing procedures and requirements restrict
entry into and mobility within selected nonprofessional
occupations where manpower shortages have been re-
portedplumber: electrician, practical nurse, dental
hygienist, clinical laboratory technician, barber, and
cosmetologist. The study covers eight States (Alabama,
Arizona, California, Florida, Illinois, New York, Okla-
homa, and Texas) and 24 municipalities within those
States. Information is being sought in interviews with
licensing officials, vocational educators, union officials,

officers of occupational associations, employers, and
licensing applicants. Topics to be explored include:
The structure and operations of licensing boards; li-
censing requirements (e.g., age, sex, education, train-
ing, citizenship, and work experience); the examina-
tion process; communication between licensing agen-
cies and applicants; existing training resources; and
costs of licensing.

This research, an outgrowth of a pilot study by one
of the above researchers, complements another current
research project (see 1.1.24). Together, the two studies
are designed to yield information that car. be used to
improve licensing standards and practices, the match
between vocational preparation and the technical re-
çairements of licensed jobs, and access to such jobs,
particularly for disadvantaged workers. The findings
of these complementary studies are being combined in
one report, of which the highlights are reported here.

Preliminary findings: The researchers found a criti-
cal need for improved licensing information among
school counselors and employment service representa-
tives responsthle for assisting jobseekers and among
the prospective applicants themselves. They attrilute
this need to the wide variations from State to State in
the number and type of licensed jobs and in licensing
requirements and board practices, which are not indi-
cated in informational materials distailinted by State
boards.

The variations, in tarn, were traced to the lack of
national standards for most of the occupations studied
and the State boards' autonomy to establish their own
rules and regulations and to grant waivers from such
requirements. The absence of standardized procedures
and uniform requirements was found to impede a li-
censee's freedom to move freely throughout the job
market.

With the exception of the national testing program
in dental hygiene and practical nursing, the research-
ers found licensing tests varied considerably in the

quality of questions and degree of difficulty. The un-
derlying lack of expertise in the development and -zor-
ing of testa raises serious doubts about their eLective-
ness as job skill measures, in the researchers' opinion.

Licensure was also found to create barriers to career
development through fragmentation and specialization
of job duties, as clearly evidenced in the health field.

With each licensed job having its own rigid educa-
tional and training requirements, many workers of
demonstrated capability cannot move up through the
experience routethe only realistic alternative for the
disadvantaged.

Specific licensing requirements were cited that pose
entry barriers to the urban poor and minority groups.
Many boards were found to be indifferent to the lan-
guage barriers in the examination process confronting
applicants who do not speak Entligh The cost of licen-
singfor application and examination fees, transpor-
tation to testang sites, and housing and meals during
the examinathn not only for applicants but for their
models in practical examinationsalso represented
hardships for disadvantaged applicants. Moreover, cer-
tain personal qualifications that were unrelated to job
performance but required for entry into all licensed
occupations posed entry barriers to certain urban
groups.

The risearchers recommended the establishment of a
national information program...and development of na-
tional occupational standards as a means of providing
immediate improvements within the present licensing
system.

Completion of the report is scheduled for September
1971.

1.1.11 GEORGETOWN UNIVERSITY
WASHINGTON, D.C. I

CoNrucr 81-09-70-02

HERBERT S. Mn.i.Ea, LEONARD ZEnz, STEPHEN B. Ro.
SENBERG, INSTITUTE or CRIMINAL LAW AND PROCE-
DURE, GEORGETOWN UNIVERSITY LAW CENTER

THE EFFECT OF A CRIMINAL RECORD ON EMPLOY-
MENT wrnt STATE AND LOCAL PUBLIC AGENCIES

This study focused on State and local government
policies and practices concerning the employment of

17
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FEASIBILITY STUDY OF A COMPUTER-BASED EMPLOY.

MENT INFORMATION SYSTEM FOR THE CONSTRUCTION

INDUSTRY

individuals with criminal records (juvenile and arrest
conviction records) and the extent to which they act as
barriers to these individuals in obtiiining public em-
ployment.

The researchers reviewed relevant constitutional, sta-

tutory, and administrative rules and regulations, as
wen as judicial interpretations, of selected political
jurisdictionsincluding all 50 States, 310 cities with

over 50,000 population, 301 counties with over

100,000 population, and selected multipolitical-juris-
dictional organizations (such as port authorities,
public service districts, and planning districts).

Man questionnaires were sent to all civil service
conmissions and other important government agencies

concerning legal requirements and day-to-day practices

in the hiring of persons with criminal records and
experience with those employed. Modified mail ques-
tionnaires were sent to public and private agencies
concerned with finding employment for those with
criminal records. Six jurisdictions (cities, counties, or
States) were selected for intensive investigation of leg-
islative requirements and administrative practices and
procedures, both formal and informal, concerning the
hiring of individuals with criminal records.

Preliminary findings: The researchers found rather
widespread lack of policy statements to guide person-
nel departments in the use of criminal records to
screen jobseekers as well as lack of uniformity in the
application of existing policies. The investigators also

found that juvenile records were frequently made
available to employers, public and private, despite laws

assuripg the confidentiality of those records. The find-
ings 4n the effects of arrest records as a barrier to
employment are expected to raise substantial questions.
The research is also expected to produce recommenda-
tions on the design and application of a model ex-
pungement statute.

Completion is scheduled for September 1971.

1.1.12 HARVARD UNIVERSITY
CAMBRIDGE, MASS.

CONTRACT 71-25-71-01

DR. JOHN T. DUNLOP, DEAN OF THE FACULTY OF ARTS

AND SCIENCES, AND DR. D. Qum MILLS, JOHN F. KEN-
NEDY SCHOOL OF GOVERNMENT
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This exploratory study is attempting to develop a

computer-based labor market information system

which will assist in reducing unemployment and skill
shortages in the construction industry. Based on an
intensive analysis of two to four crafts, including those
that use the exclusive referral or hiring-hall arrange-
ment, and crafts that use an information network of
personal contacts r hiring, the study will: (1) Exam-
ine the fens:laity of using computers for facilitating
movement of men among construction jobs; (2) estab-
lish the functional requirements of a computer-based
system; (3) design such a system to a stage short of
implementation, including design of reporting forms
and procedures, specification of a data processing sys-
tem, estimsting the cost of the system, and obtaining
cooperation of aEelted organizations; and (4) analyze
the institutional kapedimenb or objections to a com-
puterized job-man matching system and seek to de-

velop and descrilx institutional arrangements which
will facilitate the use of such systems.

Completion is scheduled for December 1971.

1.1.13 HARVARD UNIVERSITY
CAMBIUDGE, MASS.

CONTRACT 81-23-69-17

Da. Joiing T. DUNI.OP, DEAN OF THE FACULTY OF ARTS

AND SCIENCES, AND DR. D. Qum Mars, JoRN F. KEN-
NEDY Scrum. OF GOVERNMENT

MANPOWER DEVELOPMENT AND UTILIZATION ni TnE

CONTRACT CONSTRUCTION INDUSTRY

This comprehensive appraisal of the construction
industry's capacity to prepare for projected changes in

its manpower requirements and effect racial integra-
tion in the construction trades focuses on the need to
modernize the industry's training system. Problems to
be explored include the relationship between seasonal-

ity and the continuity of training programs; the costs

and data needed for developing techniques of man-
power forecasting and work scheduling to improve the
use of manpower; the use of labor-mmagement train-
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ing funds to improve and stabilize industry training
programs; and informal methods of entry into the
construction trades for minority workers. Data are
being collected through : (1) Informal interviews with
representatives of the contract construction industry,
building trades unions, Federal agencies, and the aca-

demic community ; (2) observation and analysis of
selected training programs; and (3) analysis of statis-

tics and research studies. The researchers are also ex-
amining affirmative action programs such as the Bos-

ton Plan, through which minority group members gain

entry into building trades unions.

Completion is scheduled for February 1972.

1.1.14 HARVARD UNIVERSITY
CAMBRIDGE, MASS.

CONTRACT 81-23-70-08

DR. PETER B. DOERINGER, DEPARTMENT OF ECONOM-

ICS

SERVICE LMPLOYMENT, CoLLEcrivz BARGAINM, AND
THE LOW-WAGE LABOR MARKET

This study of the forces that determine the charac-

teristics of jobs and employment in low-income labor

markets tests the premise that instability of employ-

ment in these markets is the result of a deficiency in
their employment function rather than in the skill
training capabilities of individual job holders. The
study is directed to three major questions: (1) What
factors affect the quality of work in low-income labor
markets? (2) What factors influence the transition of
workers from low-income to high-income labor
markets? (3) What types of Federal manpower pro-
grams will most effectively upgrade workers out of the
low-income labor market or improve the quality and
earnings potential of low-income work?

The investigation centers on the relationship be-
tween collective bargaining and low-wage service em-
ployment. Collective bargaining is thought to exercise
a positive influence upon compensation, employment
stability, career opportunities, and equitable supervi-
sion, and it occurs within the context of broader
trends in the economy. A major part of the study
involves an examination of those economic and legal

forces which have either assisted or impeded the
growth of collective bargaining in the service sector.

The major source of data and contacts is the Service
Employees International Union (SEIU). Interviews
are being conducted with officers and staff of the inter-
national and local unions, major employers, and staff
members of employer associations. The union is pro-
viding data on economic conditions, wages, pensions,
labor force mobility, and composition of membership
as well as union documents such as convention pro-
ceedings, newspapers, journals, collective bargaining
agreements and other manuals or internal memo-
randa. Fmally, arrangements have been made to mem-
ine the SEIU-sponsored building service training pro-
gram in Washington, D.C., funded by the Manpower
Administration, and its relationship to the low-income,
service labor market.

Completion is scheduled for October 1971.

1.1.15 HARVARD UNIVERSITY
CAMBRIDGE, MASS.

Comma. 81-11-71-10s

Da. Jonri T. DUNLOP, DEAN OF THE FACULTY OF ARTS

AND SCIENCES

STUDM1S FROM DISADVANTAGED MINORITY GROUPS

This project will: (1) Identify modifications which

are needed to make the Master in Business Administra-
tion Program at Harvard more effective in providing
services to minority students; (2) document modifica-
tions actnally undertaken; and (3) analyze their effec-
tiveness in promoting the employment of minority
graduates in careers in business administration. The
last objective is _paramount in efforts to open new
fields for all qualified personnel, especially for those
minority group members previously denied equal em-
ployment opportunities.

The study group consists of minority graduates
about 150 to 175 in alland a control group of gradu-
ates from Harvard's more traditional pool oi students.

Completion is scheduled for June 1974.

'This project is jointly funded with the U.S. Office of Edu-
cation.
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1.1.16 UNIVERSITY OF ILLINOIS
URBANA, ILL.

CONTRACT 81-15-69-07

DR. WALTER H. FRANICE, INSTITUTE OF LABOR AND

INDUSTRIAL RELATIONS

DEVELOPMENT OF A MODEL UNIVERSTY HUMAN RE-

SOURCES PROGRAM

This project was designed to plan a model for a
human resources program as a guide to the creation of
university manpower centers. Primarily through work-
shops, the study attempted to develop an inventory of
the types of services a university human resources
program might offer, particularly in development of
local, State, and regional manpower programs; experi-

ment with programs for the dissemination of man-
power information and ideas; and develop tentative
research areas and dfttigns.

Preliminary findings: The major activity was the
staff's attempts to involve the university in the plan-
ning and development of manpower training programs
at the State level, specifically the Cooperative Area
Manpower Planning System.. They participated in the
gathering and evaluation of information on current
manpower training progrann in Illinois and the dis-
semination of such information to operating manpower
agencies; conducted evaluative research on operating
manpower programs: worked with other governmental
agencies concerned with urban problems; and devel-
oped a graduate curriculum for the taining of profes-
sional personnel for the human resource field. They
also attempted to initiate university training for State
and local CAMPS administrators.

They encountered two major problems: (1) Data
collection and dissemination procedmes, where they
found a lack of feedback from the central statistical
offices of State agencies to local and regional offices;
inconsistent geographic breakdowns in the data among
the serviced agencies; minimal exchange of data
among the agencies; and inadequate analysis of data
collected. (2) The staffing and operation of State man-
pc iver agencies, where they suggested that an effective
governmental-university working relationship required
that the State develop and adequately staff a central-
ized agency with the capacity and authority to develop
the overview function in the manpower area.

Completion is scheduled for July 1971.

1.1.17 THE UNIVERSITY OF KENTUCKY
RESEARCH FOUNDATION

LEXINGTON, KY.

CONTRACT 81-19-68-136

DR. F. RAY MARSHALL, DEPARTMENT OF ECONOMICS,

THE UNIVERSITY OF TEXAS

NEGRO EMPLOYMENT IN THE SOUTH

This project consists of several studies of the pat-
terns of employment of Negroes in the South, espe-
cially their penetration of and occupational distant-
tion in major industries. The causes of these patterns
are being analyzed to provide guides for more effective

means of promoting the employment and upgrading of
Negroes. The studies cover employment patterns in
seven southern cities (Atlanta, Birmingham, Houston,
Louisville, Memphis, Miami, and New Orleans) and in
selected industries (agriculture, the Federal Govern-
ment, and State and local governments). Under a sepa-
rate contract (see 1.1.40), additional research is being
conducted on Federal employment and construction
employment. Major data sources are the Equal Em-
ployment Opportunity Commission, the Department of
Labor, the Civil Service Commission, the U.S. Com-
mission on Civil Rights, the Department of Agricul-
ture, and the Department of Health, Education, and
Welfare, supplemented by data from local agencies and
organizations and interviews with spokesmen for these
institutions.

The examination of one of the cities, Houston, has
been completed. It found that blacks in Houston's
booming economy suffer from high unemployment,
widespread underemployment, and pervasive poverty.
Very few Negro women were employed in Houston's
major industries, and black men were either undern:p-
resented or concentrated in the lowest paying occupa-
tions or both. Besides overt discrimination, the study
attrilmted this situation to the lack of public junior
colleges, de facto school segregation, inadequate public
transportation, labor unions generally insensitive to
civil rights goals, and the lack of effective commmtity
organizations to press for change. Manpower programs
were found to have been relatively ineffective for open-
ing better paying jobs to minorities in the Houston
labor market

The Equal Employment Opportunity Commission is also
supporting this project.
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The Manpower Administration has initiated several
remedial measures, either on its own or in cooperation

with other Federal or State agencies. These include a
developmental project to place qualified blacks in
higher ranlcing occupations (see 1.3.67).

Completion of the entire project is scheduled for
December 1971. The Houston study has been pub-
lished (see 3.1.27), and the other studies are scheduled
for publication during fiscal year 1972.

1.1.18 BUREAU OF LABOR STATISTICS
U.S. DEPARTMENT OF LABOR
WASHINGTON, D.C.

CONTRACT 81-09-70-19

Sot. SWERDLOFF, Dry IsioN or PROGRAM Pr.ssrsoc AND

EVALuArros

SURVEY or OCCUPATIONAL TRAIN= Et Lamm

To help fill the gap in information on the training
activities of the private sector, this pilot project is
exploring: (1) The kinds and quality of training rec-
ords kept by employers and the ease with which data
can be retrieved; and (2) the feaslility of a periodic
data collection program whereby employers maintain
diary of their current training activities.

Mall questionnaires are being sent to a sample of
about 400 firms drawn from the recent BLS occupa-
tional survey in the metalworking industries and 100
in the electric power and telephone industries. About
300 interviews are being conductedhalf to verify
data reported by mail and half to test the feasilulity of
periodic collection of data.

Completion is scheduled for January 1972.

1.1.19 BUREAU OF 1ABOR STATISTICS
U.S. DEPARTMENT OF LABOR
WASHINGTON, D.C.

CONTRACT 81-11-71-11

jAM ALTERMAN, OFFICE OF PRODUCTMTY, TECHNOL-

oGY, AND GROWTH

IMPACT OF GOVERNMENT PROGRAMS, WTTII SPECIAL

REFERENCE TO Getorrs.IN-Am ON EMPLOYMENT AND

OCCUPATIONS

In this project, data on government expenditures for
calendar year 1970, or fiscal year 1970 or 1971, will
be analyzed to discern their impact on employment
and occupations. At each level of governmentFed-
eral, State, and localthe impact of grants-in-aid will
be analyzed separately by function.

After making an inventory of Federal grants-in-aid
and State grants to local governments, the researcher
will estimate and analyze the employment impacts of
these expenditures, as well as analyze the impacts of a
changing structure of Federal programs on manpower
and occupational requirements. This project should
provide information which is essential for making pro-

gram and policy decisions more responsive to chang-

ing needs.

Completion is scheduled for July 1972.

1.1.20 BUREAU OF LABOR STATISTICS
US. DEPARTMENT OF LABOR
WASHINGTON, D.C.

CommAcr 81-11-71-16

ARNOLD STRASSER, DIVISION or GENERAL. COMPENSA-

TION STRUCTURES

A STUDY OF PRIVATE PENSION PLAN PROVISIONS GIVING

RtsE TO INVOLLTNTARY RETIREMENT

This study wlll examine the nature and the extent of
private pension plan provisions that may give rise to
involuntary retirement, thus establkhing a framework
for future studies of the operation of such provisions
and their impact on workers. The study is being un-
dertaken in response to the requirement in section S of

the Age Discrizairiation in Employment Act of 1967
that the Secretary of Labor investigate patellae Tu.
crimination in employment based an age and advise
the Congress on appropriate legfelation.

Completion is scheduled for December 1972.
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1.1.21 BUREAU OF LABOR STATISTICS
U.S. DEPARTMENT OF LABOR
WASHINGTON, D.C.

CONTRACT 81-11-71-18

MRS. SOPHIA C. TRAVIS, DIVISION OF LABOR FORCE

STUDIES

SURVEY OF RECENT COLLEGE GRADUATES

Because the marked change in the employment situa-

tion for college graduates has obvious implications for
planning manpower policies and programs, this study

is examining job-related problems encountered by
recent graduates in moving from college to careers. III
the October 1971 Current Population Survey, the Bu-
reau of the Census will seek information from arl
members of the sample 16 to 34 years old who re-
ceived degrees from a college or university in 1970 or
1971 on their jobseeking efforts, the kind of job ob-
tained or sought and its relationship to field of study,
and the effect of a loose labor market on future plans
and attitudes toward work. The Bureau of 'Labor Sta-
tistics is desipting the questionnaire and will analyze

the data.
Comiletion is scheduled for _Tune 1972.

1.1.22 LOUISIANA STATE UNIVERSITY
NEW ORLEANS, LA.

CONTRACT 81-20-70-20

Du. THERESA R. SHAPIRO, DIVISION OF BUSINESS AND

ECONOMIC RESEARCH

NEGRO CONSTRUCTION CRAFTSMEN IN A SOUTHERN

LABOR MARKET

This project consists of two parts- The first phase,
based on published sources, interviews, and a mail
questionnaire, is ezmnining the labor, market for con-
struction workers in New Orleans. It is focusing on
such issues as why there are no Negroes ha certain
craft unions, whether Negroes outside the unions work
in these trades, and what impact the Department of
Labor's Apprenticeship Outzeach Propam. has had on
the composition of segregated local unions. addi-

19

tion, this phase of the project is assessing the extent to
which the New Orleans labor market is representative
of the South as a whole.

In the second phase, interviews with stratified sam-
ples of Negro and white construction workers are ad-
dressed to such questions as: Does integration equalize
the work experience of Negro and white members of
the same local? Do long-integrated and recently inte-
grated locals differ in this respect? How do segregated
locals function? Does a large supply of Negro labor
affect union control over jobs? How does the non-
union Negro craftsman fare as compared with Negro
union members of the same craft?

Completion is scheduled for April 1972.

1.1.23 MASSACHUSETTS INS rn u E OF
TECHNOLOGY

CAMBRIDGE, MASS.

CONTRACT 71-25-71-02

Da. CHARLES A. MYERS, DEPARTMENT OF ECONOMICS

LABOR MARKET INFORMATION SYSTEMS AND THE DIS-

ADVANTAGED

This project consists of two related investigations of
the operation of the labor market as it affects the
disadvantaged. One is an exploration of the ways in
which disadvantaged persons gain access to job oppor-
tunities in the primary labor marketin large organi-
zations offering steady employment, relatively high
wages, and the prospect for further t-aining and ad-
vancementin cont-ast to the casual, lowspaid, or
dead-end jobs available to them in the secondary labor
market. The second will examine the effectiveness of
recruitment media used by large firms in the primary
labor market.

Questions to be answered include: To what extent
do large firms use referrals by present employees,
direct advertising through newspapers, radio, or TV,
and walk-in applicants? What are the ports of entry
into their occupational hierarchy? How much progres-
sion takes place from within, by job posting or other
selected methods? To what extent are entry-level job
openings filled by referrals from such agencies as
schools, private employ:Ix:it agencies, the Federal-
State employment service, and federally financed man-
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power programs and services (including programs
under contracts with private sponsors, such as the
Urban League and Opportunities Industrialization
Centers) ? Why do officials in these firms use specified
recruitment channels for different occupational levels
within the firm? Do these channels differ among
industries?

Methods to be used will include participant observa-
tion, surveys, interviews, and experimental and control
groups.

(For other research projects concerning labor mar-
ket information systems, see 1.1.03, 1.1.06, 1.1.12,
1.1.25, 1.1.27, and 1.1.42.)

Completion is scheduled for June 1973.

1.1.24 MICHIGAN STATE UNIVERSITY
EAST LANSING, MICH.

Corrra Aar 81-24-68-45

DR. DANIEL H. KRUGER, SCHOOL or LABOR AND IN-

DUSTRIAL RELATIONS

OCCUPATIONAL LICENSING IN SELECTED STATES AND
MUNICIPALITIES: ITS IMPLICATIONS FOR MANPOWER

POL/CY

This study explores the feasibility of developing sta-
tistics on: (1) The extent to which licensing affects the
supply of manpower in nonprofessional occupations;
and (2) the structure and operations of State, county,
and municipal licensing authorities. Information is
being gathered from licensing boards and officials in
Georgia, Michigan, and Ohio on licensing procedures
and requirements, as well as on the numbers of ar2pli-
cants, new licensees, renewals, practicing licensees, and
persons who fail licensing examinations.

This research, an outgrowth of a pilot study, com-
plements another current project (see 1.1.10). To-
gether, the two studies are designed to yield informa-
tion that can be used to improve licensing standards
and practices, the match between vocational prepara-
tion and the technical requirements of licensed jobs,
and access to such jobs, particularly for disadvantaged
workers. The findings of these complementary studies
are being combined in one report (See 1.L1O for
highlights of the preliminary findings.)

Completion of the report is scheduled for September
1971.

1.1.25 THE UNIVERSITY OF MICHIGAN
ANN ARBOR, MICR

CONTRACT 71-24-70-02

DR. MALCOLM S. COHEN, DEPARTMENT OF ECONOMICS

PLANNING AND CONCEPTUALIZATION OF A LABOR MAR-

KET INFORMATION SYSTEM

This project, one of several being conducted to de-
velop the comprehensive labor market information sys-
tem (LMIS) which the Congress directed the Depart-
ment of Labor to establish, concerns the generation
and dissemination of statistics needed by Federal,
State, and local LMIS users. (Related studies are de-
semi:red in 1.1.03, 1.1.06, 1.1.12, 1.1.23, 1.1.27, and
1.1.42.) In the first phase of this project, the needs of
labor market users and the major data bases were
identified, many segments of the data were set up for
computer retrieval, and the effectiveness of the data
bank was evaluated.

Building on that work, the project has entered its
second phase in which additional data are being devel-
oped, a model is being constructed and tested which
can provide answers to various policy questions, and
users are being trained in the techniques employed and
uses of the data for area manpower pbmning. The
additional data include the development of new labor
market indicators, such as information on the interac-
tion between supply and demand, the determinants of
job changing, and ways of obtaining information on
job changing, as well as the expansion and implemen-
tation of various data bases for Denver, Detroit, and
Milwaukee, where some data were obtained in the first
phase of the project. The model which is being con-
structed will permit questions to be posed about the
numagement of the employment service; the determi-
nants of labor supply, labor demand, and job chang-
ing; and the use of various types of labor market
intermediaries in a local labor market.

All data will be stored in .the Michigan Computer
Center, thus permitting selected users instant access,
through use of the telephone and computer terminal, to

23
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a variety of manpower &AR useful for policy and
program decisions. An advisory council of potential
users will be set up to test the efficacy of the model,
seminars will be held for users, and full documentation
prepared to make the model usable by others.

Completion is scheduled for August 1973.

1.1.26 THE UNWERSITY OF MICHIGAN
ANN ARBOR, MICE

CONTRACT 81-24-68-337

DR. JERALD G. BACHMAN, SURVEY RESEARCH CENTER

YOUTH IN TRANSITION

This longitudinal project investigates three basic
questions: (1) To what extent do differences in the
behavior of boys in school, at work, and unemployed
reflect established differences in background, attitudes
and motives, and/or different environments? (2) Do
differences in school environment have an observable
effect on the boys' education and social adjustment?
(3) Why do boys leave school before graduation, and
what happens to them when they enter the labor
market?

The study group consists of boys who were in the
10th grade in 1966 in about 100 schools that make up:
(1) A probability sample of the Nation's schools; and
(2) a small discretionary sample of schools -with spe-
cial characteristics (for example, vocational schools or
schools with Elementary-Secondary Education Act title
I funds). An initial sample of over 2,500 boys was
interviewed in the fall of 1966; over 2,200 of them
were reinterviewed in the spring of 1968; nearly 2,100
again in the spring of 1969; and nearly 1,800 in the
late spring and early summer of 1970. Data are being
gathered from the boys through personal interviews
and group-administered tests and questionnaires, and
information about school organization and environ-
ment is being obtained from principals, counselors,
and teachers through self-administered questionnaires.

Preliminary findings: By the 1969 survey, more
than 200 of the boys had dropped out and remained
out of schooL The most frequent reason given for

The Office of Education, US. Department of Health, Edu-
cation, and Welfare :s providing major support for this study.
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having dropped out, whether temporarily or perma-
nently, was some aspect of the school environment,
school personnel, or both. Dropouts were found to be
lower than average in school ability, reading skills,
and the like. A matched group of "stay-ins" from the
same schools and the same socioeconomic levels were
also below average. Although the differences here were
much smaller, the data nevertheless con-firmed that
dropping out is related to academic ability, after con-
trolling for important aspects of school and family
environment. Both before and after dropping out, drop-
outs reported consistently higher levels of delin-
quency than the matched group of students who stayed
in schooL

Two volumes of the report on the study have been
published (Youth in Transition: Volume IBlue-
print for a Longitudinal Study of Adolescent Boys
and The Impact of Family Background and Intel-
ligence on 10th Grade Boys), and a third is scheduled
for completion late in 1971. A special report dealing
with vocational education and guidance is scheduled
for completion in the autumn of 197L

1.1.27 NATIONAL BUREAU OF ECONOMIC
RESEARCH, INC.

NEW YORK, N.Y.

CONTRACT 71-36-71-03

Da. SAMUEL S. BOWLES, RICHARD EDWARDS, DAVID

GORDON, MICHAEL. REICH

IMPLICATIONS OF LABOR MARKET STRATIFICATION FOR

THE LABOR MARKET INFORMATION SYSTEM

In the light of recent research suggesting the exis-

tence of two labor marketsa primary, high-wage,
stable-employment market and a secondary, low-wage,
unstaMe-employment markettl?is project seeks firmer
knowledge of labor market stratification and what this
may imply for the desipi and operation of a labor
market information system (see LL03, LL06, 1.1.12,
1.1.23, 1.1.25, and 1.1.42). Using data from a variety
of sources, including the Urban Employment Surveys
of the Bureau of Labor Statistics, the longit-..clinal
studies of labor market behavior by The Ohio State
University (see LL31), and historical case studies of
local labor markets, this project will test a variety of
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hypotheses about the boundaries, characteristics, and
evolution of stratification in the labor market.

Completion is scheduled for March 1973.

1.1.28 NATIONAL MANPOWER POLICY
TASK FORCE

WASHINGTON, D.C.

CONTRACT 81-11-71-098

DR. SAR A. LEYITAN

MANPOWER RESEARCH AND THE FORMATION OF MAN-

POWER POLICY

Working closely with Government and the research
community, the National Manpower Policy Task Force

is reviewing current manpower information and assess-
ing it in relation to the need for new and changing
manpower policies, programs, and research. Special
papers and reports are being prepared on priority
policy issues.

This pr-ject extends through January 1973.

1.1.29 NATIONAL PLANNING ASSOCIATION
WASHINGTON, D.C.

CONTRAcT 81-0970-16

DR. LEorraa, A. LECHT, CENTER FOR PRIORITT ANALT-

SIS

MANPOWER IMPLICATIONS OF NEW LEGISLATION AND

NEW FEDERAL PROGRAMS

This project is analyzing the implications for em-
ployment and manpower of new or proposed Federal
legislation and programs in k_nr separate stu-lies: (1)
The Family Assistance Plan: Its Impact Upon the
State Employment Services, (2) Manpower Needs in
State and Local Public Safety Activities: The Impact
of Federal Programs, (3) Toward Developing Rela-
tionships Between State and Local Government Pro-
grams and Federal Policies and Grants, and (4) The

Formerly 81-09-66-31.

Conversion of Engineering Skills for Use in the Health
Industry. The first two, which have been completed,

are summarized below, along with brief summaries of
the third and fourth, which are still in progress.

1. The Family Assistance Plan: Its Impact Upon
the State Employment Services, by Morris Cobern.
This project analyzed the potential manpower implica-
tions of legislation such as the Family Assistance Plan
(FAP) which was proposed in 1970. Projections for
1975 were made of the expected number of FAP
clients in each State who would be required to r%ister
with the State employment service (ES) sybtems, as
well as estimates of the impact of the increased work-
load on the ES manpower requirements. In addition,
projections were prepared of ES r-ular worldoads
and job openings which would result from turnover.

The study found that while potential FAP clients
would repment a small portion of the ES clients, their
need for intensive servi:es would occupy a dispropor-
tionate number of ES workers and thus require a
substantial increase in ES employment levels. Alto-
gether, legislation such as the Family Assistance Plan,
expected growth in other workloads, and recent rates
of attrition would likely generate more than 19,000 job
openings annually in the State employment services
during the early 1970's. Some of these new workers
could 1..)e members of the disadvantaged groups the
Family Assistance Plan was desigted to assist.

2. Manpower Needs in State aid Local Public Safety
Activities: The Impact of Federal Programs, by
Morris Cobern. This study analyzed the implications
of new Federal progams and legislation on manpower
requirements in law enforcement and criminal justice.
Projections of manpower needs for the various compo-
nents of the law enforcement-criminal justice-correc-
tions system were made to 1975, taldng into account
possthle changes in technology, employment practices,
and the increasing recogtition of the need for reorien-
tation of the system.

The study found that in the first half of the 1970's,
Stne and local police departments, correctional institu-
tions, and probation-parole agencies would need over
75,000 workers annually to meet growth and replace-
ment needs. A geater emphasis on efficiency and reha-
bilitation in crime reduction activities could generate
more job openinp for nonuniformed workers, such as
meter =aids, clerical workers, computer workers,
teachers, social workers, and service workers than for
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uniformed personnel. About half of these jobs would
not require stringent physical and other qualifications.

The report also concluded that there is an urgent
need to evaluate the entire criminal justice system
the police, the courts, the probation-parole activities,
and the correctional institutionsas a whole, since
unbalanced growth in one part of the system may
exacerbate problems in other parts of the system.

3. "Toward Developing Relationships Between State
and Local Government Programs and Federal Policies
and Grants." This study is attempting to identify
priorities for further research to determine the impact
of Federal grants-in-aid or revenue sharing upon the
employment configurations of State and local govern-
ments. The impact of Federal activities in selected
States and localities is being examined and the occupa-
tional needs these activities have generated are being
compared with the occupational patterns for the entire
government program. Projections are underway of
State and local government employment for each pro-
gram area based on estimates of future workloads and
trends in the quality and scope of services.

Completion is scheduled for July 1971.

4. "The Conversion of Engineering Skills for Use in
the Health Industry." This study is analyzing the po-
tentials of the health industry to provide jobs for =-
employed defense- and space-related engineers and sci-
entists. The work-related characteristics of unemployed
engineers are being compared with those of engineers
and related workerssuch as systems analysts, opera-
tions researchers, and administrative workersin the
health industry. The number of employment opportuni-
ties for such workers and the total supply from all
sources are being wtimated to assess potential oppor-
tunities for engineers from defense production and
space activities. Recommendations are being formu-
lated to tap this market for the engineers' talents and
help them adapt to its needs.

Completion is scheduled for October 1971.

1.1.30 NEW YORK UNIVERSITY
NEW YORK, N.Y.

CONTRACT 81-34-69-16

DR. DAVID ROGERS, GRADUATE SCHOOL OF BUSINESS

ADMLNISTRATION

INTERORGANIZATIONAL RELATIONS AND INNER-CITY

MANPOWER PROGRAMS

This is a pilot effort to develop a set of propositions
about how particular organizational forms and interor-
ganizational relations affect the delivery systems of in-
ner-city manpower programs for the disadvantaged. It
extends an exploratory study by the researcher (see
3.1.16). Case studies of program administration in
New York, Cleveland, and Philadelphia are being used
to: (1) Identify and analyze the most successful and
unsuccessful organizational relationships within and
between various manpower agencies and between such
agencies and other political and social agencies also
concerned -with the delivery of manpower services; (2)
to develop indicators characterizing such relation-
ships; and (3) to develop model designs for man-
power programs in urban areas.

Completion is scheduled for October 1971.

1.1.31 THE OHIO STATE UNIVERSITY
RESEARCH FOUNDATION

COLUMBUS, OHIO and

BUREAU OF TEE CENSUS
U.S. DEPARTMENT OF COMMERCE
WASHINGTON, D.C.

CONTRACTS 81-37-69-15, 81-37-70-18 9

DR. HERBERT S. PARNES, CENTER FOR HUMAN RE-
SOURCES RESEARCH, THE OHIO STATE UrIVERSTrY; Al'O)

DEMOGRAPHIC SURVEYS DzvzsroN, Buatt OF THE
CENSUS

NATIONAL LONGITUDINAL STUDIES OF THE LABOR
FORCE BEHAVIOR OF NATIONAL SAMPLES OF MEN
(45-59), Womm (30-44), AND MALE AND FEMALE

Yourn (14-24)

This study is probing the relationship among factors
that influence the work behavior and experience of
four groups: Young men and women, aged 14 to 24;
men, aged 45 to 59; and women, aged 30 to 44.
Whereas available data single out some important cor-
relates of the job difficulties of these groups (for ex-
ample, inadequate education), the present study fo-
cuses on the interaction among economic, sociological,

' Formerly 91-37-6821, 81-08-38, and 81-34-V1
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and psychological variables that permit some members

of a given age-education-occupation group to have sat-
isfactory work experiences while others do not. The
completed study will constitute a comprehensive body
of data on labor mobility for the above segments of
the labor force.

This study contemplates six consecutive surveys
(mostly by interview) of each group at 1-year inter-
vals, except for the older groups of men and women in
1970. The initial surveys were conducted in 1966 for
both groups of men, in 1967 for the women aged 30 to
44, and in 1968 for the women aged 14 to 24. The
Bureau of the Census draws the samples and collects
and tabulates the data." Ohio State prepares the
data-collection schedules, plans ti,e tabulations, ana-
lyzes the results, prepares reports on the annual sur-
veys, and will write a. final comprehensive report for
each p-oup.

Seventeen annual surveys have been conducted by
the Bureau of the Census: Five for the young men and
four for each of the other groups.

All of the annual reports on this study are being
reproduced as Manpower Research Monographs. The
seven received this far are listed as items 3.1.62

through 3.1.65. The three reports received during
fiscal year 1971 are summarized in item 2.1.11; those
completed during fiscal years 1969 and 1970 were
summarized in Manpower Research Projects for those

years.

1.1.32 OKLAHOMA STATE UNIVERSITY OF
AGRICULTURE AND APPLIED
SCIENCE, RESEARCH FOUNDA-
TION

STILLWATER, OKLA.

CONTRACT 81-38-69-19

Ds. DAVID W. STEVENS, SCHOOL OF BUSINESS AND PUB-

LIC ADMINISTRATION, UNIVERSITY OF MISSCURI-00-

MIMI&

THE EFFECTS OF SUPPLEDdENTAL LAsoa MARKET IN-

FORMATION IN ENCOURAGING SELF-INITIATED Jos FIND-

ING

" Dam tapes fro= this study are available at cost from the
Demographic Surveys Division oi the Btiretri of the Census.

Contracts in Process

An outgrowth of an earlier research project (see
3.1.66), this study explored whether registrants at
public employment offices who are provided with sup-
plemental labor ma-ket information will more often
find jobs on their own and what personal characteris-
tics are associated with success in using the informa-
tion. The study also worked out detailed procedures to

adapt successful experimental methods for use in nor-
mal operations throughout the public employment
service.

Each registrant in an experimental group was given

a special package of services and information; for
example, a job &arch plan, counseling on jobseeking
techniques and job-finding strategy, and information
on employers who had previously hired workers with

similar experience and skills. Members of both the
experimental group and a control group of registrants
receiving only standard services were interviewed to
obtain the following data: Use of information by re-
cipl'ents and any others; number of employer contacts
made; duration of unemployment after registration ;
sources of other information used; source of informa-
tion leading to employment; earnings in the job se-
cured; and stability of postregistration employment.
Information on receptivity to the approach was ob-
tained from participants, employment service person-
nel, and selected employers.

Preliminary findings: Negroes who received the sup-
plemental labor market information package were
more successful in finding jobs than their counterparts
in the control group. In fact, the experimental group
more often made personal contact with employers
listed in the supplemental information than with those
they were referred to for known job openings. This
suggests a need for further research into the referral
process, the researcher concluded.

He also found a need for an incentive scheme that
will persuade local employment office staff to work
toward new goals, if the local office operation is to
become more than a niche-filling activity.

The report is expected in September 1971.

1.1.33 OPTOMETRIC CENTER OF NEW
YORK

NEW YORK, N.Y.

CONTRACT 81-34-70-11
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DR. ALDEN H. HAFFNER

A STUDY OF THE PRESENT UTILIZATION AND PROJECTED

NEED FOR PARAPROFESSIONAL PERSONNEL IN OPTOME-

TRY

As a basis for providing meaningful job opportuni-
ties for the disadvantaged in health occupations, this
study has investigated the current number, duties, edu-
cation and training of ancillary optometric personnel
and the projected need for such employees. The study
further determined the type of formal training pro-
gram required to meet the increased public demand
for quality vision care and create career ladders for
technical occupations in optometry.

A stratified sample of the Nation's practicing optom-
etrists was surveyed by mailed questionnaires. Ques-
tions covered the present and potential utilization of
ancillary opteznetric personnel and the relation of spe-
cific job tasks to requisite levels of education and
training and capacity for independent action. This in-
formation should permit the grouping of job tasks into
various job descriptions.

Preliminary findings: It was found that many optom-
etrists currently use assistants in their practice, but
these assistants most often work at routine office jobs
rather than perform technical services. Optometrists
generally ap-eed with the need for increased use of
optometric assistants for a number of technical jobs,
assuming that the assisting personnel would be appro-
priately trained. However, no such training has yet
been established, just as there is no system of formal
recopaition and systematic utilization of technical op-
tometric agsistants. Accordingly, the researcher recom-

, mended that formal training programs be developed to
open new technical careers in optometry.

Completion is scheduled for August 1971.

1.1.34 THE PENNSYLVANIA
VERSITY

UNIVERSITY PARK, PA.

CONTRACT 81-40-70-06

STATE T.JNI-

DR. Lows LEVLNE AND Jowl H. NoirroN, INsizaUtz
FOR RESEARCH ON Humay RESOURCES

SIMULATED URBAN AREA MANPOWER DATA SYSTEM
FOR MANPOWER PROGRAM PLANNING AND MANAGE-

MENT

This project seeks to conceptualize a central coordi-
nated manpower information system for an urban area
by using data contained in the operating records of, or
derived from the services rendered by, local human
resource and manpower agencies. The major purposes
to which the information system is directed are man-
power program planning; identification and analysis
of manpower services and operations; management
and supervision of manpower staff resources and facil-
ities; evaluation of performance; and budget manage-
ment, including development of budget requirement
and cost-effectiveness analyses.

The project is intended to yield a comprehensive
body of information on the design, structure, content,
and technology of a central manpower data bank. It is
expected to assess the feasibility of such a program
through investigation of the possible acceptance of and
participation in a central manpower data bank by local
agencies and through testing common definitions, sim-
ulated reporting forms, instractions, and schedules.

Completion is scheduled for August 1971.

1.1.35 UNIVERSITY OF PENNSYLVANIA
PHILADELPHIA, PA.

CONTRACT 81-42-71-02

DR. HERBZRT R. NORTHRUP, INDUSTRIAL RESEARCH

UNIT

UPGRADING LABORERS IN PULP AND PAPER MILLS
THROUGH TRAINING

This study of voluntary programs in the southern
paper and pulp industry to train middle-aged and
older black laborers to enter lines of progression lead-
ing to skilled jobs covers the programs cf the Conti-
nental Can Co., Hodge, La.; Geozgia Kraft Co., Rome
and Macon, Ga.; and Scott Paper Co-, Mobile, Ala. For
each of the three companies, the researcher is studying
the program's curriculum, methodology, records, and
performance. Site visits will be made and procedurw
have been set up for the regular measurement, oluerva-
tion, and examination of the programs and the ex-
perience of the participants (especially promotions
achieved). Information is also being obtained on the
programs' impact on the community, white employees,
and managerial attitudes.
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The merits of each program will be assessed to
determine which types and approaches have produced
the best results, under what conditions and why, and
which might be generally applicable to upgracling
workers in low-paying, dead-end jobs. It is hoped that
characteristics of a model upgrading program can be
specified.

Completion is scheduled for August 1971.

1.1.36 RECRUITING MANAGEMENT
CONSULTANTS, INC.

NEW YORK, N.Y.

CONTRACT 81-36-71-07

EVELXN S. FREEmAN

A STUDY OF BIACK MALE PROFESSIONALS ar brims=

The objective of this study is to analyze problems
confronting black professionals in industry as a basis
for developing and promoting prognms in government
and industry to make full use of their skills.

inEerviews with 500 black male professionals with
industrial experience, the researchers will review their
careers and analyze their propess and their attitudes
toi ard the industrial system. For a sample of about
100 of the men, immediate supervisors, subordinates,
and coworkers will be interviewed to obtain informa-
tion on their attitudes toward, and evaluation of, the
men's background, work performance, and work rela-
tionships.

Completion is scheduled for November 1971.

1.1.37 SOUTHERN ILLINOIS UNIVOISITY
CARBONDALE, ILL.

Cormacr 89-17-71-03

CHARLES V. MerrirEws AND Da. RICHARD SwArisort,
CENTER FOR THE STUDY or CRIME, DELINQUENCY AND

CORIMCTIONS

STUDY OF ADEQUACY OF PRISGXER WORK-RELEASE
LAW AND RELATED REGULATIONS " PRACTICES FACIL-

ITATING WIDER USE BY LNMATES OF COMMUNITY-
BASED MANPOWE2 PROGRAMS

Information on State laws, experiences, problems,
and practical remedies concerning prisoner release for
participation in employment and public manpower
training programs located outside prisons will be gath-
ered in this project. Its objectives are to: (1) Deter-
mine, for States with prisoner work-release laws, (a)
the nature and extent of inmate participation under
such provisions over the past 3 years in community-
based employment, job-training, and educational pro-
grams and (b) the specific provisions of such laws
which may hinder such participation; (2) analyze, for
States without work-release laws, whether and how in-
mates have been permitted to participate in communi-
ty-based employment and job training programs; and
(3) assess the extent to which Federal Executive Order
No. 325(a), which prohibits the employment of pris-
oners in performance of a Government contract, has
hindered the establishment of needed programs of job
training and placement for work-release prisoners.

In addition to the detailed legislative analysis, the
researcher will survey the administrators of, and par-
ticipants in, work-release programs at various levels;
analyze community-based manpower programs which
can serve work-release prim.i.-iers; and review the litera-
ture on work and education release practices.

The project is expected to produce a model State
work-release law; :ncluding administrative policies and
regulations; recommend strategies to increase nartici-
pation in work-release programs by agencies and
clients; and propose remedies for problems encoun-
tered by manpower programs which serve offenders in
work-release status.

Completion is scheduled for July 1972.

1.1.38 TEMPLE UNIVERSITY
PHILADELPHIA PA.

CoNntAcT 81-40-69-20

DR. ICENNETH MCIADINAN AND DR- PAUL SEIDENSTAT,

DEPARTMENT or Ecorgancs

EMPLOYMENT IMPLICATIONS OF FIRMS ENTERING AND

LEAVING AF URBAN LABOR MARKET

This prqject investigaicci die effects oi business
movement into, out of, and within Miss' delphia on
employn=tparticularly on access to job opportuni-
ties by Inner-city residentsby occupation, type, aacl
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characteristics of industry in low-income and high-in-
come sectors of the area. The occupational characteris-
tics oi employees in the ghetto, other sections of the
city, and the suburbs were compared. The study also
analyzed the geographic concentration of employment
by industry in relation to residence of workers and
commutation patterns, and factors affecting locational
choice of business and industrial firms.

Data were obtained from firms which, during 1967:
(1) Entered or left the central city; (2) changed loca-
tion within the central city; and (3) entered or left a
suburban county within the Philadelphia area. In addi-
tion, 1968 employment data for all firms located
within the city "were analyzed by location and industry.

Preliminary findings: Philadelphia gained 4,000
jobs from the shifting of businesses into and out of the
city in 1967, and the gains benefited nonghetto areas
more than ghetto sections. North Philadelphia, the
largest ghetto area, lost employment, particularly in
manufacturing.

Most firms involved in the shifts were in wholesale
and retail trade. There were, however, notable overall
losses in machinery and chemicals, leather, textiles,
and apparels, but gains were made in small-scale spe-
cialized firms in such industries as electrical machi-
nery, food products, and trade.

Firms entering and leaving were about the same size

except in manufacturing, where larger firms were leav-
ing and smaller ones entering. A surprisingly large
proportion of entry and exit firms were family-type
businesses which did not employ sipacant numbers
of workers.

A major finding is that job opportunities ware con-
centrated within the central core of the city, so that
ghetto residents lived close to a substantial proportion
of city jobs. However, for some of those who relied on
public transportation to work, isolation from major
transit routes was a problem that needs further study.

The findings confirmed other evidence that low-in-
come sections of cities do not attract new or expanding
firms in most industries. Tax policies, transportation
costs, the local labor market, the existence of external
economies, and the availability and cost of sites are
usually disadvantageous in eietto areas compared with
other potential locations. Hence, dirxt assistance
which would encourage new businesses to move to the
central core of a city or attempt to retain those already
in this area must counteract powerful eConomic forces.
Moreover, unless some conditions are attached to as-
sistance prop-ams, there is no at...-aurance that they will

reduce unemployment among central-city residents,
since many businesses in low-income neighborhoods
rely on outside sources of labor. To reduce ghetto
unemployment, a selective policy which concentrates
on assistance to companies willing to invest in employ-
ment and training of disadvantaged workers, similar to
the JOBS Program, would have possibilities of success,
in the researchers' opinion. Furthermore, they recom-
mended that attempts to develop more minority group
entrepreneurs should also encourage them to start their
new businesses in sections of the city which present the
greatest opportunities, not just in the ghetto.

The report is expected in August 1971.

1.1.39 TEXAS A& M UNIVERSITY
COLLEGE STATION, TEX.

CON-TRACT 81-46-68-16

DR. PAUL MELZER, DEPARTMENT OF ECONOMICS,
SCHOOL OF BUSINESS ADMINISTRATION, WIUGHT STATE
UNIVERSITY, DAYTON, OHIO

THE ROLE OF FARM LABOR MARKET INSTITUTIONS /N
THE LOWER Rzo GRANDE VALLEY OF TEXAS

This study analyzed the employment patterns of
farm labor in the Lower Rio Grande Valley of Texas,
where there is a decreasing denumd for unskilled farm
labor, increasing mechanization, an uncertain supply
of trained agricultural technicians, a high proportion
of generally unskilled minority group members (pri-
marily Mexican Americans), and rei-tively heavy de-
pendence on farm employment. Attempts will be made
to identify and determine the causes of the farm labor
force's unemployment, underemployment, and moM-
ity and to isolate factorsparticularly those relaced to
labor market institutionshindering job =drat ad-
jusmients. The study also considers problems resulting
frit= the migration of farmworkers from the Valley to
caer parts of the country for seasonal farm employ-
ment.

Information has been obtained from a sample of
present and former farn. workers; crewleaders and em-
ployers; and community, business, labor, and govern-
ment leaders.

Prelim;nary findinp: The typical male household
head, the primary breadwinner in the family, was over



28 2.1 IIIDTA Reimer&

45 years of age, born in Mexico, and employed in
agriculture most of his life. In 1969, he pieced to-
gether 32 weeks of work in the course of the year, at a
series :la the Valley and elsewhere, for
annual earaings of only about $1,800. (Female house-
hold heads averaged only $1,000.) Most families were
large, and wives and children were expected to work in
the fields. The combined income of all family members
averaged less than $3,350. The average male household
head was unemployed for 12 weeks out of the year and
out of the labor force entirely for approximately 8
weeks.

Because of the necessity to migrate for substantial
portions of the year, the role of the employment serv-
ice in organizing the farm labor market was impor-
tant, but crew leaders and labor contractors performed
as market intermediaries in assembling crews and ar-
ranging work itiaeraries. But with opportunities for
seasonal farmwork becoming less plentiful, and with
the workers' capacity for adjusting to other occupa-
tions limited by language and other handicaps, the
outlook for even intermittent employment w3S re-
garded as questionable.

The report is expected in August 1971.

1.1.40 THE UNIVERSITY OF TEXAS
AUSTIN, TEL

Cormacr 81-46-70-24

Da. F. RAY MARSHALL, DEPARTMENT OF ECONOMICS

NEGRO EMPLOYMENT IN THE SOUTH: THE FEDERAL
SERVICE AND THE CONSTRUCTION INMUSTRY

This two-part study expands the researcher's study
of Negro employment patterns in the South (see
1.1.17) . The first component of the present study is an
examination of patterns of Negro employment in the
Federal Service in 13 States and 25 metropolitan areas
of the South; the second, a pilot examinmion of pat-
terns of employment among Negro construction con-
tractors in two southern citiesAtlanta, Ga., and
Houston, Tex.

The Federal Service study is adding to the informs-
ion obtained in the earlier study the 1969 data now
available from the Civil Service Commission and col-
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lecting more detailed information through field inter-
views.

The construction industry study is designed to deter-

mine the feasThility of a larger scale study. In the
initial effort, approximately 100 interviews are being
conducted in Houston and Atlanta with selected civil
rights and union leaders, Negro and white contractors,
and others with construction industry experience to
explore such areas as patterns of employment and
training of black journeymen, the role of black con-
tractors in various sectors of the industry, and the
experience and attitudes of black apprentices and help-

ers.
Completion is scheduled for September 1971.

1.1.41 TRANSCENTURY CORPORATION
WASHINGTON, D.C.

CONTRACT 81-11-71-08

DAVID S. NORTH

ALIEN WORKERS- A STUDY OF THE LABOR CERTIFICA-

TION PROGRAM

This study is an examination of the Department of
Labor's alien labor certification program. Information
is being obtained by interviewing persons who have
worked with the program, reviewing the existing liters-
tare, and analyzing statistical and other available data
relating to immigration into the United States.

Completion is scheduled for July 1971.

1.1.42 THE umvErtsrry OF WISCONSIN
MADISON, WIS.

CONTRACT 71-53-70-01

DR. GEORGE P. HtraEn, DEPARTMENT OF BUSINESS
AND INDUSTRIAL ENGINEERING

JOB BANK : A CASE STUDY OF A AIANPOWrAt PROGRAM

This study focuses on the job bank, whidz is an
integral part of the comprehensive labor market infsr-
!nation system the Department of Labor is required to



1.1 1V1DTA Research Contracts in Process 29

establish under section 106 of the 1968 amendments to
the Manpower Development and Training Act (see
1.1.03, 1.1.06, 1.1.12, 1.1.23, 1.1.25, and 1.1.27). Job
bank is a computer-assisted system of job-order devel-
opment, distribution, and control now in me in se-
lected offices of the public employment service. The
system provides all counselors and placement inter-
viewers in the State employment service and cooperat-
ing agencies within a given metropolitan area with
daily listings of job openings known to the employ-
ment service or these agencies.

The purpose of this research is to collect and ana-
lyze performance data pertaining to the job bank pro-
gram and to assess their implications for the decision-
making process and the direction and structure of the
program. The data being gathered reflect the effects
and distinguishing characteristics of individual job
banks. In addition, the researcher is feeding back his
findings to job bank administrators and analyzing the
manner in which this feedback affects decisions by the
administrators.

Completion is scheduled for August 1972.

1.143 THE UNIVERSITY OF WISCONSIN
MADISON, WIS.

CONTRACT 81-55-71-04

Da. GERALD G. SOMERS, CENTER FOR STUDIES IN VO-

CATIONAL AND TECHNICAL EDUCATION

TRAINING AND SKILL ACQUISTTION: A PILOT CASE
STUDY

In this study, training activities within a single large
machine-tool plant are being analyzed in detail. The
objectives are: (1) To document the extent, character,
and cost of training within one company; (2) to deter-
mine the relative significance of on-the-job training,
vocational education, manpower programs, learning-
by-doing, and other forms of skill acquisition; (3) to
compare the accuracy of data on training obtained
from employees with data obtained from company rec-
ords; (4) to ascertain whether employee recall on
training differs when surveyed by mail questionnaire
or through interviews; and (5) to provide workable
definitions of training activities for use in future sur-
veys and analyses of private training, as a by-product
of the research.

Data are being collected from company personnea
records, from officials and employees (both present
and former), and from union representatives and com-
munity organizations by questionnaire and interview.

Well into the project, the firm unexpectedly an-
nounced its decision to shut down its operations on
March 31, 1971. This development added a new di-
mension to the study: Thc usefulness of the company's
training to workers when they leave the company.

Completion is scheduled for September 1971-
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1.2.01 BOSTON UNIVERSITY
BOSTON, MASS.

CoNrascr 51-23-70-04

Dn. ROBERT CHIN, HUMAN RELATIONS CENTER

IMPACT OF EMPLOYMENT OF DISADVANTAGED ON IN-
DUSTRIAL ORGANTZATIONS

This project is investigating the effects of employ-
ment programs for the disadvantaged on two different
types of organizationsa manufacturer and 3 service
company. The ways in which companies attempt to
deal with these new workers, the intra-organizational
processes which occur in this adaptation process, and
the perception of these changes by various people in
the company are being examined. Data are being gath-
ered largely through individual and group interviews,
supplemented by questionnaires. The Endings, inte-
grated with existing knowledge about the social psy-
chology of organizations, will be used to delineate the
nature and solution of some of the problems associated
with employing the disadvantaged and to derive hy-
potheses for later empirical testing.

Completion is scheduled for September 1971.

1.2.02 BRANDEIS UNIVERSITY
WALTHAM, MASS.

CONTRACT 51-25-71-03

Da. LEONARD J. HAUSMAN, FLORENCE HELLER GRADU-
ATE SCHOOL FOR ADVANCED STUDIES IN SOCIAL WEL..

FARE

Requests for information concerning these contracts should
be directed to the researchers.

DETERM1NLNG PRIORITIES Ammo Arm &loam Fox
ASSISTANCE RECIPIENTS UNDER THE MANpoing Cam-
PONENTS or THE Wons INcEprrtvz (WIN) PROGRAM
AND THE FAMILY ASSISTANCE PLAN (FAP)

The primary objectives of this project are to: (1)
Establish priorities for the use of 3airet manpower
resources to serve WIN or FAP recipients; and (2)
develop guidelines that will aid in determining which
recipients ought to get what services under WIN or
FAP.

A cross-disciplinary team of researchers will meet to
specify the major issues involved in planning the deliv-
ery of manpower services to welfare recipients. Indi-
vidual team members will then deal with selected is-
sues according to their areas of expertise (e.g., fore-
casting and projections or measurement of employ-
ment potentiar), study available literature and data,
and interview a limited number of WIN administrators
about current methods of determining service packages
for WIN recipients.

Completion is scheduled for November 1972.

1.2.03 BRANDEIS UNIVERSITY
WALTHAM, MASS.

CONTRACT 51-25-71-05

DR. LEONAtur J. HAUSMAN, FLORWICE HELI-ER Glum-
ATE SCHOOL kOR ADVANCED STUDIES IN SOCIAL WEL-

FARE

SO3a AGGREGATIVE ErFEcrs OF MANPOWER Pao-
camas ox LoNG-RoN EcoNown GROWTH AND ON
SHORT-RUN FLX1CTUATI0N5 EMPLOYMENT

The primary objectives of this study are to: (1)
Investigate whether manpower programs alter long-run
trends in economic output and its cristriliution; and
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(2) examine how manpower programs alter the short-
run response of employment to changes in output for
various occupational groups and at different stages of
the economic cycle.

For the first part of the study, the principal question

is the ease with which producers can substitute one
factor of production for another (fof ample, workers

of higher skill for workers of lov, tr skill), since the
ease of substitution determines . effect adding
units of one factor relative to the others will have on
output and on the distribution of earnings among the
factors. A production function for the economy as a
whole and for the nonagricultural sector will
mated, using data on employment by broad occupa-
tional groups, on the capital stock, and on capacity
output (actual nutput adjusted for the unemployment
rate), witb varying assumptions about the rate of tech-
nological change. From these es.matt, the researcher
will predict the effects on output of additional workers
of different skill levels trained under manpower pro-

grams and identify broad occupational categories
where diminishing returns from additional workers
would limit the opportunities for expanded training.

In the second part of the study, a model will be
developed to analyze the effects of given changes in the

output on the employment of various kinds of workers
(unskilled, skilled, and white-collar). Account will be
taken of the costs associated 'with reducing or expand-
ing employment (severance pay, overtime, or training,
for example) for the different groups of workers and
the relationship of those costs to the timing and size of
the changes in employment. The investigation of the
effects of manpower programs on employment stability
will seek to determine how they change the various
costs and how the costs, anc: hence the effects, differ at
different stages of the business cycle.

Completion is scheduled for October 1972.

1.2.04 THE BROOKINGS INSTITUTION
WASHINGTON, D.C.

CONTRACT 51-09-69-02

DR. LEONARD H. GOODWIN

THE WORK ORIENTATIONS OF WELFARE RECIPIENTS

PARTICIPATING IN AND ELIGIBLE FOR TILE WORK INCEN-

TM (WIN) PROGRAM

34

This study investigated the "work orientations" of
welfare recipients, as defined by: (1) Individual goals
in life and work; (2) beliefs about how these goals
will be attained; (3) attitudes toward work; and (4)
expressed intentions to work. Data for the study were
obtained primarily through interviews with approxi-
mately 3,000 WIN trainees, and almost 500 WIN staff
members and personnel of the public employment serv-

ice. Several hundred middle-class urban families were
also interviewed about their work orientations.

Preliminary findings: The WIN staff was found to
have systematically underestimated the positive work
orientation of WIN trainees. There was no indication
that WIN trainees reject the American "work ethic"
any more or less than members of the regular work
force.

Most WIN enrollees felt quite insecure about their
ability to achieve job success, and this feeling was
exacerbated when the job they expected to get upon
completion of their training failed to materialize. The
researcher concluded that a manpower training pzo-
gram that canaot deliver an adequate job following
training may be doing the trainee more psychological
damage than if it had not enrolled him at all.

Teenagers were found to have different orientations
toward work than adults and tended to duster with
their peers. Therefore, the researcher recommended
consideration of programs developed on a peer-group,
rather than an individual, basis.

Completion is scheduled for August 197L

1.2.05 THE BUREAU OF SOCIAL SCIENCE
RESEARCH, INC.

WASHINGTON, D.C.

CONTRACT 51-09-70-02

DR. LEONARD IL GOODMAN AND MRS. LAIIRE M. SHARP

EMPLOYMENT CONTEXTS AND DISADVANTAGED WORK-

ERS

This study focused on the processes by which per-
sons completing training in the Work Incentive
(WIN) Program are absorbed into employment in
order to recommend ways of facilitating the integra.
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tion of such employees. The study invedtigated: (1)
The norms and expectations which regulate the em-
ployee rolesuch a punctuality, attendance, relation-
ships with others, and productivity; (2) the limits of
tolerance with respect to such norms, sanctions im-
posed, and differential enforcement between the disad-
vantaged and other workers; (3) special provisions by
employers to facilitate incorporating WIN clients into
their work forces; (4) channels of employer-employee
communications; (5) attitudes of employers and su-
pervisors toward the personal, social, cultural, and
work characteristics of WIN clients; (6) changes in
attitudes as experience with WIN clients is gained;
(7) employer evaluations of the job performance of
WIN clients; and (8) employers' perceptions and defi-
nitions of the problems of incorporating WIN clients
Into their work forces.

The research involved interviews with executives
and supervisors in 300 establishments in 15 cities and
with some 300 WIN clients who terminated their em-
ployment.

Preliminary findings: While most employers in this
study hired workers referred to them by the local
public employment service, they were unaware that
those they hired were graduates of the WIN Program.
Employers were generally pleased with WIN graduates
and rated them as high as or higher than comparable
employees on measures of performance, attitude, and
discipline. However, the researchers saw a need for the
WIN Program to launch a comprehenve public rela-
tions program to make employers aware of the quality
of the training received by enrollees so that more
employers would turn to the program as a source of
workers.

Private firms were somewhat more flexible than gov-
ernment establishments in hiring requirements, partic-
ularly with respect to previous experience. Moreover,
private firms hired almost all those workers they had
trained, although they accepted fewer for training,
whereas the reverse was true of public employers.
Hence, the researchers recommended more efforts to
persuade the public sector to hire a larger percentage
of the WIN clients accepted for training.

Completion is scheduled for September 1971.

1.?06 CASE WESTERN RESERVE
UNIVERSITY

CLEVELAND, (MP::

CONTRACT 51-37-69-11

DR. SUMATI. DusEY, SCHOOL OF APPLIED SOCIAL SCI-
ENCES

DECISIONMAKING IN THE WIN PROGRAM

This project is one of three on the nature and effects
of decisions by which men and women receiving Aid
to Families with Dependent Children are enrolled in
the Work Incentive (WIN) Program. This one exam-
ines WIN decisionmaking in Cuyahoga Ca linty, Ohio.
(See 1.2.07 for a description of the entire project)

Completion is scheduled for August 1971.

1.2.07 THE UNIVERSITY OF CHICAGO
CHICAGO, ILL.

CONTRACT 51-15-69-08

DR- WILLIAM J. REID, SCHOOL OF SOCIAL SERVICES
ADMINISTRATION

DECISIONMAKING IN THE WIN PROGRAM

This project extends a three-area study in Cook
County, Ill., Wayne County, Mich., and Cuyahoga
County, Ohio, of the nature and effects of decisions
related to the Work Incentive (WIN) Program made
by female enrollees, social service caseworkers, and
WIN team members. (See 1.2.06 and 1.2.19.) With the
baseline data on the diverse requirements of the dif-
ferent types of welfare groups served and the way they
have been met, the researchers are testing new proposi-
tions regarding the consequences of variations in the
processing of groups with varying welfare histories in
different programs.

Completion is scheduled for February 1972.

1.2.08 CORNELL UNIVERSITY
ITHACA, NX.

CONTRACT 51-34-69-07

DR. HAROLD FELDMAN, DEPARTMENT OF CHILD DE-
VELOPMENT AND FAMILY RELATIONSHIPS
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A STUDY OF THE EFFECTS ON THE FAMILY DUE TO

EMPLOYMENT OF THE WELFARE MOTHER

This study investigates the cnnsequences of a wel-
fare mother's entering employment on the operation of
her home, the care of her children, her use of commu-
nity resources, and her self-perception. A sample of
1,200 families (in a city of less than 100,000) is being
selected to permit comparisons between families in oth-
erwise similar circumstances where: (1) The husband
is or is not in the home; (2) the mother is or is not
employed; Pnd (3) the family has or has not left the
welfare rolls.

Each family is being interviewed twice, 6 months
apart, and intensive case studies are to be made of a
sample of persons who leave jobs or welfare or other-
wise change their status in the interim. In addition,
information is being obtained on community facilites
for transportaton, child care, education, recreation,
counseling, and health care.

Completion is scheduled for September 1971.

1.2.09 CORNELL UNIVERSITY
ITHACA, N.Y.

CONTRACT 51-36-71-02

DR. DAPHNE A. ROE AND MICHAEL C. LATHAM, GRAD-

UATE SCHOOL OF NUTRITION

HEALTH AND NUTRITIONAL STATUS OF WORKING AND

NON1VORKLNG MOTHERS IN PovEary GROUPS

This project concerns the influence of health prob-
lems on: the employability of WIN enrollees. Building
on a related survey of low-income mothers in upstate
New York (see 1.2.08), this study addresses such ques-
tions as: To what extent is poor nutrition or ill health
an explanation of unemployability, loss of jobs, and
high dropout rates from manpower programs? What is
the probability of placement if remedial measures are
instituted? In what ways does employment, or unem-
ployment, affect health?

Data are to be obtained from the mothers through
questionnaires and medical and dental examinations.
The availability and utilization of health-care facilities
in the community will be surveyed, and the local
public health authorities have agreed to adopt the rec-

oznmendations the researchers make as a result of their

study.
Complefion is scheduled for April 1973.

1.2.10 EDUCATIONAL TESTING SERVICE
PRINCETON, NJ.

CONTRACT 41-9-005-32

DR. NORMAN E. FREEBERG, AND DR. RICHARD R.

REILLY, DEVELOPMENTAL RESEARCH Divisiort, AND

SAMUEL B. BARNETT, PROGRAM DIRECTION DIVISION

DEVELOPMENT OF ASSESSMENT MEASURES FOR

COUNSELING YOUTH WORK-TRAINING ENROLLEES

This three-phase study seeks to refine the content
and define the capability of paper-and-pencil assess-
ment measures (developed in a feasibility study by the
researcher) for use with youth work-training program
entrants in order to assist enrollees and counselors in
choosing appropriate work experience, skill training,
or job placement alternatives in manpower programs.

Phase I of the study developed criteria for measur-
ing the outcomes of youth work-training prop.ams
against a range of program objectives that were identi-
fied. Correlational analyses of outcome measures were
used to define the "structure" underlying a system of
criteria from which the best sets of coherent scales, or
composite measures, might be derived.

In phase Id of the study, the researclier is validating
the enrollee battery of measures with a follownp sam:
ple using the most suitable criteria from phase I;
exploring the influence of examiner effects and tech-
niques of test administration on enrollee test scores;
and determining the d%Tree of equivalence of criteria
longitudinally from program "completion" to one year
after completion.

In phase III of the study, the researcher will develop
a normative data sample based upon phase I and II
study results and develop a system of enrollee classifi-
cation, assignment, and placement for counselor use.

Preliminary findings: In phase I of the study, the
rtsearcher reported the dominant criterion for end-of-
training program objectives was "training program
adjustment," defined by amount of trouble with police,
work supervisor ratings, and the number of worksite
absences. Other important variables were "job aspira-
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tions," consisting of things such as starting salary
expected and quality of job desired and "social adjust-
ment," including actual police contacts and peer rating
scores.

Longer term objectives for postprogram perform-
ancefor enrollees who had held full-time employment
produced relatively clear patterns of job-oriented
capabilities. The predominant one was "general job
success and adjustment," including such things as fam-
ily feelings about enrollee, employer rating, length of
stay on job, number of visits to employment service
office, and job satisfaction.

Phase I has been completed, phase II is scheduled
for completion in December 1972, and phase III for
10 months thereafter.

1.2.11 TIM GEORGE WASHINGTON
UNWERSITY

WASHINGTON, D.0

CONTRACT 41-0-003-09

Da. REGIS H. WALTHER, MANPOWER RESEARCH PRO-

JECTS

A LONGITUDINAL STUDY OF SELECTED OUT-OF-SCHOOL
NYC-2 PROGRAMS IN FOUR CITIES

This four-phase research study builds upon studies
of the urban NYC-1 program conducted by the re-
searcher prior to changes made in the program in
early 1970 (see 2.2.02, 2.2.03, and 3.2.07). When all
four phases are completed, the present study will have
explored whether enrollment in the new NYC-2 pro-
gram results in better adjustment of enrollees to the
world of work and to what extent specific program
changes in NYC-2 projects result in changed program
outcomes. Essentially, the work involves the compari-
son of data to be collected on the NYC-2 projects both
with baseline data from the earlier studies and between
the new projects. The research is intended to answer
such questions as: What are the most effective ways,
using multiple assignments and coordinating enrollee
needs and proam resources, of getting the best re-
sults from the limited motivation of many school
dropouts? What remedial education techniques pro-
vide most assistance to enrollees? How can the work
assignments used be most effective as part of the train-
ing plan?

The first phase of the research was essentially a
feasibility study, for reconnaissance and design devel-
opment Experimental and control groups at each re-
search site consisted, respectively, of 125 new enrollees
in NYC-2 and 125 school dropouts matched as closely
as possible with respect to family income, sex, race,
age, school grade completed, and date dropped out of
school.

Preliminary findings: In phase I, research sites were
selected, information forms developed, collection pro-
cedures werc organized at several sites, and informa-
tion sharing and feedback procedures were set up for
the remainder of the study.

The second phase is designated experimental (meas-
urement of NYC-2 enrollment effects) ; the third, post-
NYC-2 followup and data analysis; and the fourth,
longitudinal (comparisons with NYC-1 outcomes and
a comprehensive report on the entire project).

Phase H is scheduled for completion in February
1972. Phases III and W are planned for an additional
24 months.

1.2.12 HUMAN RESOURCES RESEARCH
ORGANIZATION

ALEXANDRIA, VA.

CONTRACT 51-49-70-03

Dn. RICHARD P. KERN

ANALYSES or WIN TEAM FUNCTIONING ADM
QUIREMENTS

JOB RE-

This project is investigating the nature of WIN team
decisions and the process by which the team arrives at
these decisions as related to a job analysis for each
team memberjob activities and knowledge and gleilic
required for each team position.

Preliminary findings: Several correctable problems
have been discovered: (3.) In many areas, the full
range of recommended team skills were not available.
(2) Team training was chaotic at best and nonexistent
at worst. (3) Team counselors often did not under-
stand the orientations, motivations, and aspirations of
their clients, particularly if the counselors did not
share the clients' race, ethnic background, or socio-
economic status. Most WIN counselors had been re-

37
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cruited to handle the more traditional employment
service client and had little or no educational prepara-
tion and no prior practice experience for dealing with

an entirely different population.
Completion is scheduled for December 1971.

1.2.13 HUMAN RESOURCES RESEARCH
ORGANIZATION

ALEXANDRIA, VA.

CONTRACT 51-49-70-06

DR. DONALD F. HAGGARD

DEVELOPMENT OF GUIDELINES FOR THE WIN ORIENTA-

TION PROGRAM WITH EMPHASIS ON TRAINING IN VOCA-

TIONAL ASSESSMENT

This study is developing guidelines for the orienta-
tion component of the Work Incentive (WIN) Pro-

gram. The guidelines will include enrollees' training
objectives, an outline of course content suitable for
both individual and group instruction, tests of enrollee
performance, and methods of presenting various sub-

ject matters. Data are being obtained from a national

sample of 74 WIN projects.
Preliminary findings: It was found that orientation

in most WIN projects provided information about
transportation, personal grooming, proper conduct

during an interview, and available community re-
sourcessubjects on which the enrollees did not need
information. The enrollees apparently needed to know
such things as what to do when they were isolated
from public transportation to possThle jobs, what com-
munity services they could tap for the Idnds of help
they needed, how to apply for services, where to learn
about their rights and obligations, and what services to
expect, particularly for their health and legal needs.

Attempts to motivate enrollees were also found
wanting; they did not take account of the diversity of
enrollees' backgrounds. Some enrollees were already
highly motivated, some were familiar with the world
of work, and some found the incentive payments for
participation little better than the welfare benefits they

were receiving. For others, the reverse of these condi-
tions were applicable.

Completion is scheduled for August 1971.

1.2.14 INDIANA UNIVERSITY
BLOOMINGTON, IND.

CONTRACT 51-18-71-01

DR. Pam. F. MUNGER, DOUGLAS W. JOHNSON, DAVID G.

SMITE, DEPARTMENT OF COUNSELING AND GUDMNCE

EMPLOYABILITY TEAM INTERACTION ANALYSIS: AN Ex-

PLORATORY STUDY

The primary focus of this study is to assess the
interaction characteristics of employability develop-
ment (ED) teams and the effect of these characteristics
on the progress of the team's assioed enrollees.

Both Work Incentive and Concentrated Employment
Program teams and enrollees in 21 cities were selected
for study; and the study has been coordinated ,with a
review of ED teams by the U.S. Training and Eiiiploy-
ment Service. Data were collected for the construction
of measures of verbal interaction in case conferences
and measures of characteristics of individuals known
to be significant predictors of types of interpersonal
interaction. Biop-aphical information was collected
both from the ED team members and enrollees. At
least one followup stage is anticipated in which client
data will be integrated with previous team and enrollee
training data to note the effects over time.

Completion of the baseline study is scheduled for
the winter of 1971. The followup stage is planned for
completion a year later.

1.2.15 INTERNATIONAL ASSOCIATION
OF FIRE CITEEFS

NEW YORK, N.Y.

CONTRACT 41-0-002-34

DONALD M. O'BRIEN

AN INVESTIGATION OF 113E POSSIBMTTIES OF EMPLOY-

ING THE DISADVANTAGED IN ME FIRE SERVICE

This research is concerned with ways of increasing
the employment of the disadvantaged in fire service
occupations. The researcher plans to review present
fire service jobs with a view toward possible restruc-
turing to provide better opportunities for employing
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the disadvantaged and to assess the opportunities that
could be opened up to the disadvantaged at both cur-
rent and prospective levels of employment He also
intends to review current and recently completed pro-
grams designed to employ the disadvantaged in the fire
service to learn what approaches are most effective and
why. These two sets of data are to Be used in develop-
ing model programs which can be successfully imple-
mented in the "industry."

Scheduled completion has been extended to Decem-
ber 1971 to allow time for the review of one program
of major significance which came to light while the
study was in progress.

1.2.16 MANPOWER SCIENCE SERVICES,

ANN ARBOR, MICH.

CONTRACT 51-24-70-01

Da. PERCY BATES

DIMENSIONS OF VOCATIONM. DECISION-MAKING IN
MANPOWER PROGRAMS FOR THE DISADVANTAGED

This project is bringing together what is known
about work-related characteristics of the disadvantaged
to identify for further developnient those measure-
menLs that can be used to establish employability plans
for disadvantaged persons. Particular attention is
being given to individual characteristics which can be
described behaviorally and which can be modified by
appropriate training or counseling

Information is being obtained from psychological
and sociological research on poverty, unemployment,
social class, and cultural and educational disadvan-
tages; from manpower research; and from program
personnel, instructors, counselors, and job developers.

Completion is scheduled for August 1971.

1.2.17 METROPOLITAN APPLIFD
RESFARCH CENTER, INC.

NEW YORK, N.Y.

CONTRACT 41-0-004-34
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Da. Pan.us A. WALLACE AND DR. PATRICIA. GARLAND
MORRISSEY

UNEMPLOYMENT AMONG BLACK TEENAGE FEMALES
IN U1U3AN POVERTY NEIGHBORHOODS

This project is concerned with the nature, extent,
and causes of the siRificant unemployment problems
among black teenage girls and the development of
effective programs to ameliorate them. Its objectives
are: (1) To more accurately describe the characteriF.-
tics of the black teenage female population which re-
late to their employment status; (2) to ascertain the
influence of sociological and psychological factors on
their unemployment, with particular attention to their
attitudes toward work and the environmental factors
underlying these attitudes; (3) to determine the aspi-
rations and achievements of these black teenage fe-
males; and (4) to suggest alternative approaches to
reducing uneraploynient in this group.

A random sample of 100 unemployed black female
teenagers, aged 16 to 19, was selected from three
ghetto neighborhoods in the New York metropolitan
area: Harlem, Bedford Sturesant, and South Bronx.

Completion is scheduled for July 1971.

1.2.18 MICHIGAN STATE UNIVERSITY
EAST LANSING, MICIL

CONTRACT 51-24-69-09

Da. PHILLIP M. MARctr, DEPARTMENT OF SOCIOLOGY

UNDERGRADUATE SOCIAL Worm EDUCATION AND THE
NEEDS OF THE WIN PROGRAM

To enable schools of social work to make a greater
contribution to the solution of manpower problems
and, especially, the Work Incentive (WIN) Prouam,
this study is investigating differences between the pro-
fessional skills needed in the WIN Prop-am and those _
supplied in underp-aduate social work propams. If
analysis of the data indicates that it is feasible to
modify courses and curriculums so that gTaduates will
be better trained for work in government programs for
the disadvantaged and if schools of social work are
receptive to such changes, a subsequent project could
develop, initiate, and evaluate such modifications.
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Information is being obtained by mail question-
naires from graduates of Michigan State University
with a B.A. in social work and )by interviews with key
members of selected WIN teams in Michigan, supple-
mented by questionnaires to professional members of

the teams.
Completion is scheduled for September 1971.

1.2.19 THE UNIVERSITY OF MICHIGAN
ANN ARBOR, MICH.

CONTRACT 51-24-69-10

DR. CSARLES D. GARVIN, SCHOOL OF SOCIAL WORK

DECISIONMAIMG IN THE WIN PROGRAM

This project is one of three on the nature aud effects
of decisions by which men and women receiving Aid

to Families with Dependent Children are enrolled in

the Work Incentive (WIN) Program. This one 4:carn-

ines WIN decisionmaking in Wayne County, Bach.

(See 1.2-07 for a description of the entire project.)
Completion is scheduled for August 197L

1.2.20 THE UNIVERSITY OF MICHIGAN--
WAYNE STATE UNIVERSITY

ANN ARBOR, MICE

CONTRACT 51-24-69-05

DR. Louzs A. FEratAN AND DR. JOE A. Mruza, Imsn-
TOTE OF LABOR AND INDUSTRIAL RELATIONS

WELFARE CAREERS AND LOW-WAGE EMPLOYMENT

This study focuw.d on the nature and extent of low

wage employment, especially among welfare recipients.

Information was obtained in interviews with approxi-

mately 1,250 low-wage workers.
Preliminary findings: The workiri g poor, once they

found a job, tended to remain employed, with the

exception of young women, many of whom left the
labor force because of pregnancy. The working poor

were also highly incbilefrom one low-wage job to
another, as a rule. Some of the men, however, had

shifted from a better job because of either poor health

or accidental injury.
Generally, the work experience of the poor had Been

brief or in a variety of low-skiP jobs, and few of the

workers had received any formal job training or voca-

tional preparation. However, the younger workers be-

lieved that job training and vocational education were
the best way to get the better jobs they wantedand
their aspirations were regarded as reasonable. Yet

most of the working poor had never sought help from

community social agencies. Although they knew the
agencies existed, they did not know what kinds of
services to expect or who was eligible.

For female heads of householdsthe great majority

of those interviewedthe health problems of their

children or of relatives who lived with them often

prevented stable employment. For the men, personal ill

health or injury was sometimes the explanation of low

wages, and their wives were often unable to supple-

ment the family income because they were needed at

home to care for several chEdren or an. invalid rela-

tive.
Completion is scheduled for August 1971.

1.2.21 THE RESEARCH FOUNDATION OF
STATE UNIVERSITY OF NEW
YORIC, BUFFALO

BUFFALO, N T.

ColcrEAcT 41-9-002-34

Da. JoEor E. DROTNLKG, DR. DAVID B. LIPSKY, AND DR.

MYRON D. Format, DEPARTMENT OF INDUSTRIAL Itt-
LATIONS

JOBS, EDUCATION, AND TRAINLNG: RESEARCH ON A PRO-

JECT COMBINING ON-THE-J.0B AND LITERACY TRAINING

FOR TEIE DISADVANTAGED, PRASE H

This study implemented the research plans devel-
oped in a feasiliility study (see 3.2.16) on interaction
among participants in Project Jobs, Education, and

Training (JET), vonsored by the Opportraities De-
velopment Corporation in Buffalo, N.Y.

In the present study, the basic data consisted of
socioeconomic informatioa for 334 JET trainees and
580 interviews conducted with trainees, coworkers, and
management and union spokesmen in 115 firms partic-
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ipating in the JET program and in 115 counterpart
firms not participating in the JET program. Informa-
tion was obtained concerning the attitudes of employ-
ers and union leaders toward participation in man-
power programs in general and the Job Opportunities
in the Business Sector (JOBS) Program in particular;
supervisors' attitudes toward hard-core employees,
their problems, and proposed solutions; the feelings of
JET trainees toward the program, coworkers, supervi-
sors, their jobs, and utilization of their training; and
the attitudes of coworkers toward working with the
hard-core and their knowledge and feelings about man-
power programs and the types of jobs for which the
hard-core unemployed should be trained.

Preliwanary findings: Most of the socioeconomic
variables associated with the completion of training
were not predictive of employment status. Thus, train-
ees were more likely to complete training if they were
white, older, married, and had fewer years of training,
but these characteristics were unrelated to the proba-
bility that the trainee would be employed. However,
trainees not receiving public assistance had a signifi-
candy higher probability of both completing training
and being employed.

The most important *sons given by employers for
reluctance to become involved in training programs
were unwillingness to make special arrangements for
trainee tutoring, perception of bureaucracy and red
tape involved in training programs, belief that trainee .
could not meet employment standards or lacked moti-
vation, and lack of unslcilled job openings.

Most union leaders supported manpower training
programs and believed that their constituents agreed
with them in this. Union leaders in large firms were
generally more synapathetic toward job training pro-
grams than tlaosc in smaller units.

Coworkers in the firms sampled overwhelmingly en-
dorsed training for disadvantaged persons, although
Negroes took a more positive stand than whites. The
coworkers' attitudes toward such training seemed unre-
lated to their job security; they generally did not view
trainees as competitors.

Completion is scheduled for September 1971.

1.2.22 NEW YORK UNIVERSITY
NEW YORK, N.Y.

CONTRACT 51-36-71-04

Da. DANIEL E. *Dtamorm, DEPARTMENT OF ECONOM-
ICS

FEASIBILITY STUDY OF THE IMPACT OF MANPOWER
PLACEMENT AND TRAINDTC PROGRAMS 0 LOW-WAGE
INDUSTRIES AND OCCUPATIONS

This research is exploring the feasibility of conduct-
ing a study of the effects of manpower placement and
training programs on low-wage industries and occupa-
tions. The contractor will: (1) Secure the cooperation
of appropriate State labor departments; (2) interview
staff of various manpower programs and employment
service personnel to determine their specffic job place-
ment and followup procedures; (3) examine appropri-
ate records to determine the geographic area in which
the study might be conducted; (4) prepare a tentative
list of occupations to be studied; (5) estimate the
number of workers placed in employment in these
occupations by program personnel since January 1,
1967, and those currently employed; and (6) develop
and test a data collection schedule.

Completion is scheduled for September 1971.

1.2.23 NORTH STAR RESEARCH AND DE-
VELOPMENT INSTITUTE

MINNEAPOLIS, MINN.

Corrraacr 41-1-001-27

Da. GUY H. MILES, Dinslos OF SOCIAL SCIEVCES

DEVELOPING MODEL NYC PROGRAMS FOR Rum
YOUTH

This project builds upon the resuhs of the research-
er's earlier study of Neighborhood Youth Corps pro-
jects for rural youth in the North Central States. (See
3.2.19-20.) The pr=eut study has three phases, with
the following objectives: Phase I, to develop one or
more model rural NYC experimental programs based
upon the findings of the former research; phase II, to
implement these models iz selected rural settings; and
phase HI, to determine the relative effectiveness of the
models in comparison with _more traditional ap-
proaches to NYC in rural areas of the North Central
States.
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Phases I and II have been completed, and the entire

project is scheduled for completion in December 1972.

1.2.24 NORTH STAR RESEARCH AND
DEVELOPMENT INSTITUTE

MINNEAPOLIS, MINN.

CONTRACT 51-25--69-06

DR. GUT H. MILES AND DAVID THOMPSON, DIVISION or

Socua. ScIENots

CHARACTERISTICS OF THE AFDC POPULATION THAT

AFFECT THE OUTCOMES OF WIN

This investigation centered on individual attitudes,
behaviors, values, and other characteristics that distin-

guish the long-term from the short-term recipients of
welfare and the way in which participation in the
Work Incentive (WIN) Program changes those char-
acteristics. Basically, it tested a number of assumptions
underlying the WIN Program: Long-term dependency
results from the individual's lack of social and eco-
nomic resources to break the cycle of dependency; and
long-term dependency engenders family instability,
loss of dignity, and an inferior self-image. The analy-

sis used data obtained in three interviews (at 6-month
intervals) from 3,000 women who were participating
in WIN projects and from 3,000 who were either
working at low-wage jobs or receiving general public

assistance.
Preliminary findings: Self-image and self-confidence

were critical determinants of whether WIN trainees

made a successful move from welfare to work. Most
were afraid to lose the security of welfare payments to
test their ability in the labor market. Education was
also an important factor in success; those who had no

more than 8 years of schooling were found to require

different kinds of motivation than normally provided
in the WIN Proparn.

Completion of the project is scheduled for August

1971.

1.2.25 NORTH STAR RESEARCH AND
DEVELOPMENT INSTrroTE

MINNEAPOLIS, MINN.

CONTRACT 51-25-70-08

DR. GuY IL MILES, DIVISION OF SOCIAL SCIENCES

DEVELOPING A MODEL WIN PROJECT FOR RURAL

AREAS

This project is designed to develop a model or mod-

els for various types of WIN projects in rural areas to

guide the improvement of such projects. It is examin-

ing whether rural welfare recipients have different atti-

tudes, particularly toward work, than the urban poor.
Factors unique to rural areas, such as sparse popula-

tion, lack of transportation and communication sys-

tems, and limited industrial development, are also

being investigated. In addition, an attempt wEl Be

made to identify those facets of WIN that affect its

success in various types of communities and with var-

ious types of people. (For a parallel study for urban

areas, see 1.228.)
Data were obtained from 1,000 persons enrolled in

WIN projects in a sample of six counties from each of

four geopaphic regions (the Northeast, the South, the

North Central States, and the West), from WIN ad-

ministrators and community leaders, and from census

data and a variety of other sources.

Prelin2inary findings: Inadequate transportation and

the lack of child-care facilities represented the greatest

barriers to participation in the WIN Propam. More-

over, it was found that the range of work experience
available in rural areas cannot support training that

will equip enrollees for lifetime employment. Further-

more, given the scattering and sparsity of the popula-

tion and present prop-am limitations, the researchers
conclude that setting up facilities for meaningul skill
training is not economically feasible.

Hence trainees have been placed in other training
institutions and then largely forgotten by the WIN
staff, with the result that the trainees become demoral-

ized and the WIN staff gets no feedback for improving
the propam. At the same time, other rural residents,
usually with low incomes, tended to resent what they
regarded as the special treatment and consideration
received by WIN enrollees, and the comparatively few
nearby employers generally knew very little about the
WIN Propam and tended not to consider enrollees as
potential employees.

Completion of the first part of the study is scheduled

for December 1971.
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1.2.26 NORTHEASTERN UNIVERSITY
BOSTON, MASS.

CONTRACT 41-9-004-23

DR. MORRIS A. HOROWITZ AND DR. HAROLD M. Goy>.
STEIN, DEPARTMENT OF ECONOMICS

RESTRUCTURING PARAMEDICAL OCCUPATIONS

This study, following up a pilot study by the same
researchers (see 3.6.23), seeks to develop and test
techniques for easing the shortage of skilled paramedi-
cal personnel in the health services and, in the process,
providing to disadvantaged persons more job oppor-
tunities with the potential for upward mobility. With
the cooperation of a city hospital in the Boston area,
the researchers are analyzing the duties and responsi-
bilities c f the various paramedical occupations to de-
velop appropriate hiring standards and recommend
changes in work assignments and hiring standards to
improve use of personnel and the quantity and quality
of patient care. They will, in the final phase, study the
effects of implementing the recommended changes and
analyze any barriers that may be encountered in doing
so.

The two initial phases of the contract have been
completed, and the recommendations have been sub-
mitted to the city health commissioner and the hospital
authorities for their consideration. &v ek al of the rec-
ommendations have been implemented and it appears
some others will be adopted in the near future. The
final phase is scheduled for completion in November
1971.

1.2.27 THE OHIO STATE UNIVERSITY
RESEARCH FOUNDATION

COLUMBUS, OHIO

CONTRACT 51-37-70-09

DR. JOHN R. SHEA. ANT0 JACK A. MEYER, CENTER FOR
Hulce.; RESOURCE RESEARCH

ANAL7SIS or CHARACTERISTICS OF POTENTIAL Rzem-
ENTS OF FAMILY ASSISTANCE THROUGH USE OF LONGI-
TUDINAL SURVEYS DATA

This study is a special analysis of data from the
Center's 5-year survey of labor force behavior for four
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age-sex groups (aee 1.1.31 and 2.141) to learn more
about persons who would be affected by enactment of
legislation similar to the Family Assistance Plan
(FAP) which was proposed in 1970. That plan would
have established national minimum standards of
income and other support for families with children
and would have provided for education, job training,
and jobs to help the working poor as well as persons
cn welfare to achieve some measure of financial inde-
pendence. The study is expected to provide back-
ground for planning operations and anticipating prob-
able problems if such a program becomes law.

Preliminary findings: The poor (FAP types)
showed a work commitment as high as or higher than
the nonpoor. Also, many poor older men not in the
labor force had very recent work experience. Being
poor was often synonymous with being in bad health,
having little education, and having little or no job
training. Among the older men, lack of education was
serious enough to indicate a real need for basic educa-
tion as part of retraining.

Big families were much more hIcely to be counted as
poor than were small families, in part reflecting the
proposed income ceilinp in the legislation but also the
lower per capita income in large families. A dispropor-
tionately large share of the poor lived in rural areas
and in the South.

Completion is scheduled for August 1971.

1.2.28 PACIFIC TRAINING AND TECHNICAL
ASSISTANCE CORP.

BERKELEY, CAT TF

CONTRACT 51-09-70-10

DR. BRAD Scaniza

A MODEL WORK INCENTIVE (WIN) PROGRAM FOR
URBAN Aar.as

The objective of this study is to examine alternative
strategies, techniques, and approaches used in WIN
projects in order to develop a more effective WIN
urban program model. (For a parallel study for rural
areas, see 1.2.25.) Program planning management, ad-
ministration, and services are being examined in a
large number of urban WIN projects. Other areas of
investigation include basic commimity characteristics
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that sigeficantly affect WIN outcomes and the opin-
ions of IN participants on the most critical elements
of project effectiveness.

Prelbninary findings: In general, program and en-
rollee characteristics appeared to have little effect on
outcomes. However, the characteristics of WIN staff
and supportive services were found to have a small but
discernible impact on both completion rates and enrol-

lees' job readiness. The provision of adequate child-
care services appeared to be the most important factor
in completion rates. But it was the local employment
shmation dua had the gradva impact on pbumment

and completion rates, with high local unemployment
leading to increased completion rates and low place-
ment rates.

Completion is scheduled for June 1972.

1.2.29 THE PENNSYLVANIA
VERSITY

UNIVERSITY PARK, PA.

CONTRACT 41-8-004-40

STATE UM-

DR. MORGAN V. LEWIS, INSTITIME FOR RESEARCH ON

HUMAN RESOURCES

FACTORS INFLUENCING THE RETENTION OF PARTICI-

PANTS L1 A CONCENTRATED EMPLOYMENT PROGRAM

Alm THEIR SUBSEQUENT EMPLOYMENT EXPERIENCES

This project, originally designed to investigate fac-

tors which hinder the individual's ase of Concentrated

Employment Program (CEP) services, has been ex-
panded to include a second phase. The added compo-

nent is exploring aspects of the job, the worker, and

the firm that distinguish long-term job retention from

short-term and erratic tenure by CEP participants and
of the work accommodations required of both former
CEP participants and their employers.

In phase 1, data were obtained from about 300
persons who expressed interest in the CEP but either

never enrolled or withdrew before completing any
phase of the program and from approximately the

same number of participants who stayed with the pro-

gram. In phase II, a sample of 500 former participants

in the Columbus, Ohio, CEP are being interviewed
about their employment experiences during the 6
months after they left CEP and what they did on their

most recent jobs. Information about their most recent

jobs is also being obtained from a sample of 250
coworkers and 250 direct supervisors. Interviews are
being conducted with 75 personnel officials of compa-

nies which have hired persons referred from the CEP
to find out the type and quality of jobs offered CEP

participants and the companies' experiences with these

employees.
Preliminary findings: The data revealed smiling

similarities between those individuals who never en-
rolled in CEP and the CEP participants in their per-
sonal characteristics, attitudes toward life in general,
attitudes toward CEP, and reactions to their t-eatment
by the CEP staff. The major difference between the
two groups was in their opinions of what CEP could
do for them, with those who never enrolled decidedly

more skeptical than the others about the probable out-

come. Paraileling this finding, it appeared that failure
of the CEP to meet enrollees' expectations or satisfy
their job desires was the reason that most enrollees
dropped out of the program.

The researcher has concluded that, while it is un-
realistic to expect employers to make major changes in
employment policies to accommodate a small propor-
tion of their work force, it is equally unrealistic to
expect an individual with an expressive life style to
immediately drop it upon being hired for a good job.
He suggested mutual accommodations, advocating
wore flexible standards on the part of employers and
more emphasis in CEP orientation on performance
standards, occupational information, and the role and
responsibilities of supervisors.

Phase I has been completed and phase II is ached-
uled for completion in August 1971.

1.2.30 UNIVERSITY OF PENNSYLVANIA
PHILADELPHIA, PA.

CONTRACT 51-40-69-01

DR. SAMUEL Z. KLAUSNER, DEPARTMENT OF SOCIOL-

OGY

THE Wome INCENTIVE (WIN) PROGRAM: MAKING

ADULTS ECONOMICALLY INDEPENDENT

This study is investigating what happens to the wel-
fare recipient's personality and socialization when he
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shifts from one social system (welfare dependency) to
another (economic independence). The researcher is
examining the efficacy of the Work Incentive (WIN)
Program's procedures as an agent for fostering indi-
vidual and social change and analyzing the program as
a transitional social structure for enabling individuals
to move easily and expeditiously into self-support.

Data for the study have been obtained from 600
recipients of Aid to Families with Dependent Children
evenly divided between those enrolled in a WIN
project and those referred to the program but not
enrolled because there were no suitable vacancies. AI1
were residents of an eastern city.

Preliminary findings: The WIN training was found
to be only partially effective, because such problems as
health, child care, and transportation caused dropouft,
and failures. The services required to overcome these
problems were often inadequate because of haphazard
planning. Furthermore, the researcher concluded that
the cost of constructing and maintaining comprehen-
sive child-care facilities prohiliited their use as a
short-term solution to the day-care problem. The other
major barrier to WIN's success was traced to the fact
that neither the training allowances nor the subsequent
earnings of the family head provided an income suffi-
cient to remove the family from welfare dependency.

Completion is scheduled for August 1971.

1.2.31 UNIVERSITY OF SOUTHERN
CALIFORMA

LOS ANGELES, CALIF.

CONTRACT 51-05-70-05

DR. GENEVIEVE W. CARTER AND DR. DAVID FRANKLIN,
RESEARCH licsi.0 4.) it. IN SOCIAL WELFARE

A LONGITUDDIAL STUDY or WIN Ditopoirrs: Paocaast
AND Poucy IMPLICATIONS

This study is concerned with high dropout rates (an
estimated 40 to 80 percent of referrals in some areas)
in the Work Incentive (WIN) Prop-am and the inter-
ruption of progress through the system for enrollees
placed in deferred, hold, or recycle status. Specific
questions to be investigated include: (1) What are
enrollees' pathways through the WIN system? (2)
What are the high risk points for dropouts and what
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events or conditions precipitate dropout? (3) What
administrative practices anit/or constraints contriliute
to the dropout problem and prolong holding status or
recycling? (4) Can successful program completion be
predicted? (5) What types of enrolires benefit most?
(6) What community factors affect the fulfillment of
WIN goals?

Information is being obtained from WLN dropouts
and enrollees placed in deferred, hold, or recycle status
and from counselors in WIN projects and welfare
agencies.

Preliminary findings: The researchers have found
that poor communications and lack of coordination
between WIN and welfare staffs cause tremendous de-
lay-6, erode staff and enrollee enthusiasm, _and aggra-
vate the dropout problem. Teams often give the cEent
confusing and contradictory information. Further-
more, identical treatment of clients with different types
of problems means that the needs of some are not met
and others receive services they do not need. Another
source of disenchantment is an excess of classroom
work, since most enrollees prefer to learn by doing
and to keep active.

Completion is scheduled for December 1971.

1.2.32 TEMPLE UNIVERSITY
PHILADELPHIA, PA.

Commtcr 41-1-002-42

Da. RICHARD D. LEONE, DEPARTMENT OF MANAGE-
IKENT

EmPLoyamtiry DEVELOPMENT TEAMS AND FEDERAL
MANPOWER PROGRAMS: A CRITICAL ASSESSMMIT OF
THE PHHADELPHLt CEP'S ExemaExcE

This research seeks to determine whether employa-
bility development teams, specifically those established
in the Philadelphia Concentrated Employment Pro-
gram, are a viable means for improving the delivery of
manpower services to program clients. Data are being
gathered in interviews with CEP enrollees, team mem-
bers, and employers, and statistics on program opera-
tions are being analyzed to determine the relative
effect and impact of the services upon the clients.

Completion is schednkd for December 1972.
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1.2.33 WAYNE STATE UMVERSITY
DETROIT, MICH.

CONTRAcT 51-24-70-07

DR. Gt.:AU COWAN, DEPARTMENT OF PSYCHOLOGY

STAFF ATTITUDES AND SUCCESS OF WIN PROGRAMS

The purpose of this study is to determine the rela-

tionship between staff attitudes and the effectiveness of

the Work Incentive (WIN) Program. Staff attitudes

being investigated include philosophy of hummi na-
ture, sense of own fate control, sense of fate control

predicted for enrollees, attitudes toward the program

itself, attitudes toward one's job, and prediction of

work orientation of WIN enrollees.
Attitudes are being measured through a set of ques-

tionnaires and interviews, and WIN projects are being
assessed through a set of criteria being developed in
consultation with WIN staff members, officials, and
enrollees. The influence of factors other than staff atti-
tudes are also being taken into account.

Completion is scheduled for August 1971.

1.2.34 THE UNIVERSITY OF WISCONSIN
MILWAUKEE, WIS.

CONTRACT 51-53-69-12

DR. MILTON -I- RUBES, CENTER FOR CONSUMER AF-

FAIRS

THE RELATIONkup or OVER-INDEBTEDNESS AND GAR-

NisHMENTs TO EmpLOYABrElry AmONG MILWAUKEE

WIN FAstougs

This
rojec

determine whether assistance

in debt preparrt tnoutWilt oaltd stabilize the work patterns of

WIN enrollees hy actually providing low-interwt,
long-term loans to those threatened with garnishment.

Specifically, it investigated the operational problems
involved in making loans to wriv enrollees, and the
effects of financial assistance on the droP-out rate
among WIN trainees;

thewho havewillin'worrhiessstoorfieesznopflogyarenishrshire WIN train ees
went prohlema; and job stability and absateeisn
among WIN-trained employees.

Preliminary findings: None of the 25 Persons who
received loans during the first phase of the study has

onal debts. While

missed a rePaYtnent date- Tlae pilot study did, however,
deznonsmaz that , Alees need individual financial

counseling if they are to avoid additi
employers' standards col:teeming overindebtedness and
the threat of gArnishMent continue to Present Problems

for WIN enrolle in accePting employment and retain-es
ing their jobs, other factors such as health mad trans-
portation constitute far more serious barriers to em-
ployment, the reseaxeher concluded.

Compledon is scheduled for september 1971.
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1.3.01 ABT ASSOCIATES, INC.
CAMBRIDGE, MASS.

CONTRACT 82-23-70-16

ASSESSMENT OF EXPERIMENTAL AND DEMONSTRATION
INTERSTATE PROGRAM FOR SOUTH TEXAS MIGRANT
WORKERS

The contractor is assessing the Texas Migrant Dem-
onstration Project (see 1.3.102) being conducted by
USTES and offilinted State agencies as a guide to
whether and how to develop and refine element of this
project for incorporation into rular employment
service operations.

Preliminary findings: The report, An Assessment of
the Experimental and Demonstration Interstate Pro-
graxn for South Texas Migrants (see 3.3.01), reflects
Abt's concern with questions of the feasibility and
effectiveness of the Texas Migrant Demonstration Pro-
ject as it operated primarily in nine Northern States.
It includes both State-by-State and cross-state analyses
of spial ;_-rogrammatic features, as well as descrip-
tions .of administrative procedures and the external
variables which have had an impact on the project.
The report concludes with a discussion of the rele-
vance of the E&D project as a response to the social and
economic problems of migrants and offers a series of
short-term snd long-range recommendations for future
government efforts, pP7-t... 'cularly by State employment
service agencies, to conduct more effective programs of
migrant services. A forthcoming volume will concen-
trate on the experiences of the project in Texas and
will follow up on project migrants who have returned
to Texas.

Contract period: March 23, 1970, through Septem-
ber 30, 1971.

12 Requests for informat!,n concerning these contract; should
be directed to the Maapower Adminisftation.

1.3.02 AMERICAN CORRECTIONAL ASSO-
CIATION

WASHINGTON, D.C.

CONTRACT 89-11-71-01

EXPERIMENTAL AND DEMONSTRATION PROGRAM DE-
SIGNED TO IMPROVE COMMUNICATION AND COORMNA-
TION BETWEEN PAROLING AUTHORITIES AND INMATE
TRAINING PROGRAMS CONDUCTST, UNDER SECTION 251
OF THE MANPOWER DEVELOPMENT AND TRAINING ACT

This project is to: (1) Identify and describe the
current status of communication and coordinaon be-
tween paroling authorities and training directors; (2)
identify and describe constraints which prevent more
effective communication and coordination; (3) desivi
a model program to overcome barriers to cooperation
and coordination and test the model in conjunction
with selected MDTA inmate training projects in at-
least five States; and (4) monitor the progress of the
demonstration projects and prepare reports for dissem-
ination to correctional administrators and paroling au-
thorities on a national basis.

Contract period: June 28, 1971, through December
31, 1972.

1.3.03 AMERICAN FRIENDS SERVICE COM-
MITTEE, INC-

NORTHERN CALIFORNIA
REGIONAL OFFICE

SAN FRANCISCO, CALIF.

GRAM' 92-05-70-11

NEW VOCATIONS FOR ALIENATED COLLEGE YOUTH

; The grantee is to explore new methods of developing
satisfying employment for "alienated" college youth

45
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...DEMONSTRATION PROJECT TO GUIDE IN-SCHOOL NYC

EratouxEs TO HIGHER EDUCATION AND CAREERS DI THE

HEALTH FIELD

and to report on the nature and manpower implica-
tions of what appears to be their dissatisfaction with

and reluctance to accept jobs normally available to
them.

The project will work with several hundred "alien-
ated" college trained young men and women individu-
ally and in groups, providing counseling and conduct-

ing seminars and workshops to help the participants

clarify their views toward employment and career
goals and attempting to develop and place them in
employment compatible with their desires.

Contract period: July 1, 1970, through June 30,
1972.

1.3.04 AMERICAN INSTITUTE OF AERO-
NAUTICS AND ASTRONAUTICS

NEW YORK, N.Y.

CONTRACT 82-36-71-01

EMPLOYMENT WORKSHOPS FOR UNEMPLOYED

SPACE ENGINEERS AND SCIENTISTS

AERO-

This pilot program will develop, conduct, and deter-

mine the usefulness of "employment workshops" to aid
laid-off aerospace professionals in seeking new employ-

ment.
The contractor is conducting a series of employment

workshops in 34 different cities which cover a variety
of employment matters relevant to seeking work in
professional fields including: (1) Introduction to

career planning and job finding; (2) preparing per-
sonal sales material; and (3) interviewing strategies
and techniques. The contractcr is worldng with State
employment services in each area where workshops .
conducted. About 12,500 unemployed aerospace engi-

neers and scientists are being approached by the pro-
oram.

Contract period: September 1, 1970, through De-
cember 31, 197L

1.3.05 AMERICAN SCHOLARSHIP ASSOCIA-
TION

NEW YORK, N.Y.

CONTRACT 42 0 003-34

The project is to continue to explore the potential
and value of providing in-school Neighborhood Youth
Corps enrollees with a special program of enrichment
services end work experience as a means of: (1) En-
hancing their work habits; (2) encouraging and moti-
vating them to stay in school and to continue to fur-
ther their education; (3) qualifying them for entrance
into community colleges; and (4) preparing them for
careers in the health field.

The contractor, in cooperation with NYS sponsors
and medical centers, is to provide struceured work
experience, special field trips, workshop discussions,
tutorial assistance for college entrance, al_d continued
counseling for in-school NYC enrollees. During tbe
summer of 1971, the contractor is to develop guide-
lines, manuals, technical aids, and other "how-to-do-it"
materials in preparation for undertaking a utilization
development phase of project activity--

Contract period: June 30, 1970, through September
24, 1971.

L3.06 AMERICAN TELEPHONE AND TELE-
GRAPH COMPANY

NEW YORK, N.Y.

CONTRACT 82-36-71-02

AN ANALYTIC STUDY OF THE EFFECTS or A HumAN

RESOURCE CENTER

A separate analytic staff is examinfitg the methods
and determining the effects of an effort by a large
business organization to design, apply, and evaluate
new approaches for development of manpower in a
facility designated as an experimental and demonstra-
tion area and will consider the feasibility of undertak-
ing similar efforts in other employer settings.

The contractor has established an analytk group to:
(1) Examine the activities of the Ilunian Resource
Center at the Webster District, Los Angeles operation
of Pacific Telephone and Telegraph Company, track its
procedures, the bases for and nature of changes it
seeks to develop, and the effects of programs or
changes it introduces; and (2) focus on organizational
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obstacles to change and efforts to eliminate or modify
them and the nature of change brought about in
worker performance, work force stability, management
attitude, and community relationships.

Contract period: September 14, 1970, through De-
cember 31, 1971.

1.3.07 AMERICAN VOCATIONAL ASSOCIA-
TION

WASHINGTON, D.C.

CONTRACT 82-11-71-37

Dontu) L RATHBUN

TRANSLATING MANPOWER RESEARCH AND Dr..V.t.LOP-
MENT FINDDiGS INTO ACTION IN VOCATIONAL EDUCA-
TION

TI:Os project seeks to stimulate teachers and adminis-
trators of vocational education into making more use
of the findings of manpower research and development
projects and to develop more effective methods and
techniques of communication with this audience. Each
issue of the American Vocational Journal during the
1971-72 school year will contain a new 16-page sec-
tion entitled "Manpower Research Visibility" in which
the findings of manpower research and development
projects and their implications for vocational educa-
tors will be presented. The 50,000 subscrilers to the
journal will be asked to comment on both the useful-
ness of the presentation and the use they make of the
material, and sipiificant responses from readers will
be included in the journaL Toward the end of the
school year, a users' survey will be conducted to pro-
vide a basis for assessing the impact of this means of
dissemination and for ascertAining the needs of dif-
ferent groups of readers for information on manpower
topics.

Completion is scheduled for June 30, 1972.

1.3.08 THE UNIVERSITY OF ARIZONA
TUCSON, ARIZ.

CONTRACT 82-04-71-27

LAWRENCE R. KLEIN, BUREAU or ECONOMIC AND Bun-
NESS RESEARCH

EXPANDING THE BENEFITS OF COMPLETED MANPOWER
RESEARCH PRODUCTS

This project is to explore methods for increasing the
utilization of the findings of research projects.
Through the use of multidisciplinary teams of gradu-
ate students, selected reports or groups of reports on
closeb related topics will be put into shape for use by
specific audiences.

The contractor is to prepare guidelines, for use by
the Manpower Administration, to assist researchers in
presenting their findings in the most effective way.

Contract period: June 1, 1971, through June 30,
1972.

1.3.09 BETH ISRAEL HOSPITAL COMMUN-
ITY SERVICE PROGRAM

BOSTON, MASS.

CONTRACT 82-23-70-02

DR. CAVIN LEEMAN

OB IMPROVEMENT SERVICE DEMONSTRATION PRO-
JECT

The Job Improvement Service (BS) Demonstration
Project is now in its third phase. It is continuing to
develop, implement, analyze, and document methods
and techniques of job adjustment, counseling, and in-
terdisciplinary consulng services to reduce job loss
among low-income workers.

The contractor is providing on-the-job counseling
and consulting services to low-income workers in par-
ticipating companies. It is collecting relevant data on
employees and analyzing the characteristics of workers
needing counseling and the results of such counseling
on job performance and job satisfaction.

Employees of three selected companies are partici-
pating. These persons are low-income employees who
have demonstrated the ability to locate jobs by their
own efforts but who show evidence of having their job
productivity impaired by emotional, behavioral, or
social difficulties. Special attention is given to workers
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for whom loss of jobs would lead to special hardship
for the workers and their families.

Contract period: August 1, 1969, through December

31, 1971.

1.3.10 BOISE CASCADE URBAN DEVELOP-
MENT CORPORATION

WASHINGTON, D.C.

CONTRACT 82-11-71-50

PILOT PROJECT TO ExP wax FEAsisurnr OF PREPAR-

ING DISADVANTAGED PERSONS FOR EMPLOYMENT IN LI-

CENSED REAL ESTATE SALES AND MANAGEMENT JOBS

This contractor will explore the feasibility of prepar-
ing and the potential of disadvantaged persons for
employment in licersed-commission jobs in real estate
sales and management.

A consortium of four real estate brokers will employ
disadvantaged persons who have never been prepared
to take a State examination for the real estate sales-
man's license. These workers will be trained by the
contractor in cooperation with the employer consor-
tium during an 8-month period; each trainee will re-
ceive orientation to the real estate industry, instruction
to prepare for the Maryland and D.C. real estate sales-
man exam, job-related education, personal develop-

ment training, special counseling, instruction in real
estate property management, and related on-the-job
training. At the end of the 8-month training period,
the program graduates are to be employed on a corn-
mission basis and followed up for 6 months.

Contract period: June 30, 1971, through August 31,
1972.

1.3.11 BRANDEIS UNIVERSITY
WALTHAM, MASS.

CONTRACT 82-25-71-36

DR. DENNIS A. D. .s-CK

IMPROVING THE RETENTION RATE OF INDENTURM AP-

PRENTICES IN THE APPRENTICESHIP OUTREACH PRO-

GR AMS

This project is investigating the apprenticeship

selection process and the perfcrmance of apprentices.

It is determining: (1) Both the needs of indentured
apprentices and the institutional arrangements that
currently exist which would facilitate the retention of
apprentices currently being placed by the Apprentice-
ship Outreach Programs (AOP's) ; and (2) the skills
related te productivity for two crafts and the means
whereby these skills can be assessed to facilitate possi-

ble advanced placement of individuals in the construc-

tion industry.
For purposes of assessing skills, focus will be placed

on efforts now being utilized in the Boston Plan for
employing minority construction workers. Assessment
of needed skills in the selected crafts will be based on
information from the apprenticeship instructors com-

bined with interviews with licensing officials, supervi-

sors, and craftsmen.
Contract period: June 15, 1971, through July 15,

1972.

1.3.12 BUREAU OF SOCIAL SCIENCE RE-
SEARCH, INC.

WASHINGTON, D.C.

CONTRACT 82-11-71-06

LAURE M. SHARP AND GENE PETERSON

STAFFING IN MANPOWER TRAINING PROGRAMS: A NA-

TIONAL INVENTORY

This national inventory of manpower programs is to
obt-iin information on the staff involved in the admin-
istration of local manpower projects. The first phase of
this project consists of a complete census of all man-
power programs administered by the Department of
Labor to determine the number and salaries of all
full-time and part-time employees of local manpower
projects, followed by a sampling of these manpower
projects to get more background information on the
functions, experience, and education of manpower em-
ployees.

Contract period: October 30, 1970, through D
her 30, 1971.
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1.3.13 BUREAU OF SOCIAL SCIENCE RE-
SEARCH, INC.

WASHINGTON, D.0

CONTRACT 82-11-71-45

DR- KENNETH J. LENIHAN

STUDY OF EFFECTS ON EX-PRISONERS OF FINANCIAL Am
AND EMPLOYMENT ASSISTANCE PROGRAMS DESIGNED
TO FACILITATE POST-RELEASE ADJUSTMENT

This project is testing the effects that experimental
income assistance programs, or employment assistance
programs or both, have in reducing recidivism rates of
released prisoners and in otherwise helping them ad-
just to a stable community life. It is: (1) Measuring
the impact of income and employment assistance on
reducing recidivism the first year after prisoners are
released and in contriluting toward gainful employ-
ment in the labor force; (2) identifying critical inci-
dents which help contribute to the overall adjustment
of ex-prisoners; and (3) measuring the net benefits
from the programs studied by comparing the financial
benefits occurring as a result of reduced recidivism
rates against expenditures that might have been re-
quired for correctional rurposes due to reincarcera-
tion.

A total of 500 prisoners will be selected from correc-
tional institutions in Baltimore and will be assigned
randomly to one of four groups, each consisting of 125
subjects as follows: (1) Subjects receiving both finan-
cial aid and employment assistznce; (2) subjects re-
ceiving financial aid only; (3) subjects receiving em-
ployment assistance only; and (4) a control group of
subjects who will not receive any services. Hard-drug
users will be excluded from participation in this pro-
ject, along with those having severe mental or physical
handicaps that could hamper effective participation in
the project. All subjects will be interviewed monthly
with respect to their encounters with the police, em-
ployment, and overall adjustment. Interview data will
be reviewed and analyzed and further supplemented by
indepth case studies of the experiences of eight men.
The final ieport will include recommendations for a
design of a model income assistance system to enable
ex-prisoners to cope with their immediate problems of
mting daily living needs upon release from prison,
suggestions for improving the employment services
currently made available by State and local employ-

ment services, and possibilities for a format for in-
creased use of other job-hunting resources in a com-
munity.

Contract period : June 27, 1971, through June 30,
1973.

1.3.14 CALIFORNIA STATE ASSEMBLY,
OFFICE OF RESEARCH

SACRAMENTO, CALIF.

CormucT 82-05-70-25

EXPERIMENTAL ANALYSIS OF CALIFORNIA'S JOB AGENT

SYSTEM

This project is assessing the impact and effectiveness
of California's new "job agents" (the unique personnel
resource and manpower function established by the
State's 1968 comprehensive manpower legislation) in
meeting the needs of disadvantaged persons who are
not job ready and require intensive services to develop
their employment potential and find jobs.

The analytical design was developed in the project's
initial 6 months after extensive examination of the
current work of about 140 job agents at eight of
California's Department of Human Resources Develop-
ment and multi-service centers; stiidy of the character-
istics of the ceuter and the types of work opportunities
available to them; review of manpower service deliv-
ery processes at these centers; and pilot testing of data
collection instruments and analytical procedures. Data
collection and analysis are underway. Project findings
will be translated into suggested desipis for more
effective manpower systems in California and other
States.

Contract period: June 22, 1970, through December
21, 1971

1.3.15 CALIFORNIA STATE PERSONNEL
BOARD

SACRAMENTO, CALIF.

CONTRACT 82-05-70-28

PROPOSAL FOR PUBLIC SERVICE CAREER PROGRAMS
AND CONCURRKNIT EXPERIMENTAL AND DEMONSTRA-

TION PROJECT

(
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The contractor is exploring the feasiliility of modi-
fying statewide personnel management practices and
employment systems of the California State govern-
ment as a means of creating new occupational pat-
terns, organizational structures, and .14rsonnel proc-
esses required to enhance entry-level employment and
job progression opportunities for disadvantaged
worker groups in California's State government. The
project is also assessing the potential for having per-
sonnel reforms that have been made by the California
State government adopted by city and county govern-
ments in California, as well as by State and local
governments outside of California.

The project is integrated with a Public Service
Careers (PSC) Program conducted by the California
State Personnel Board. The staff of the PSC Program
is systematically recording and documenting its opera-

tions and delineating the methodologies and strategies
used in developing each career ladder in each depart-
mental setting. Manuals, guides, and other material are
to be developed by a subcontractor, distributed, and
used in workshops a2d seminars to familiarize other
government agencies with ways to change personnel
procedures and occupational systems.

Contract period: June 22, 1970, through April 14,

1972.

1.3,16 UNIVERSITY OF CALIFORNIA, LOS
ANGELES
INSTITUTE OF INDUSTRIAL RE-
LATIONS

LOS ANGELES, CALIF.

GRANT 92-06-71-04

COMMUNITY SERVICE PAROLE INTERNSHIPS

This grant seeks to determine the feasthility of de-
veloping a demonstration project that wEl provide an
alternative to incarceration by placing prisoners in
community service positions. The grantee will attempt
to determine what types of community services might
best be done by parole interns, and also what types of
faaors in the correctional system, the community, or
the place of employment might operate to make a
parole internship project successful or unsuccessfuL

The principal investigator will collect and analyze
information supplied by prison and correctional

officials, penologists, counselors, local community
officials, local employers, prisoners, and others who
might be able to contrthute to an understanding of the
factors that could operate to make a success or a
failure of a demonstration project for parole interns.

The project will focus on prisoners in correctional
institutions in several Southwestern States and also on
the correctional systems operating in these States and
the onmininnities and employers that might best be able

to utilize parole interns.
Grant period: June 30, 1971, through December 31,

1971.

1.3.17 CAREER DEVELOPMENT INTERNA-
TIONAL, INC.

NEWTON, MASS.

CONTRACT 82-25-71-46

CHARLES D. ORTH

DEMONSTRATION PROJECT TO DESIGN, Dt.v bLOP AND

TEACH A MODEL HEALTH CARE CAREER PROGRAM FOR

l'EIE NEIGHBORHOOD YOUTH CORPS

The project is designed to explore the feasiliility and
value of developing a year-round, career-oriented, in-
school NYC proam as a means of assisting youth to
:ceinain in school and attain private nonsubsidized em-

ployment.
The contmior is to provide in-school NYC enrollees

with: (1) Yerr-round work experience and career ori-
entation in meaningful entry-level health-care occupa-
tions during their llth year of high school; (2) strong
career orientation to develop a positive self-concept
and motivation for staying in school; (3) opportunity
for moving from NYC stipends to paid employment in
the health-care field while still in school; and (4)
guidance in selecting school courses that reinforce or
supplernt their work experience and career orienta-
tion.

Contract period. June 30, 1971, through August 6,
1972.



1.3 WIDTA and EOA Development Contracts and Grants in Process 51

1.3.18 THE UNIVERSITY OF CHICAGO
CHICAGO, ILL

Cormtacr 82-17-71-40

DR. MYRON ROOMICIN, GRADUATE SCHOOL OF BUSINESS

IMPROVING APPRENTICESHIP ADMINISTRATIVE-FUND-
ING ARRANGEMENTS: EMPLOYER REACTIONS TO FOR-

EIGN PRACTICES

This research will: (1) Review methods of appren-
ticeship administration and funding based upon the
experiences of other nations; (2) select those methods
which appear suitable to the industrial environment of
the United States and which represent improvements
upon mdsting procedures; (3) assess the feasibility of
adopting these improvements in apprenticeship admin-
istrative and funding arrangements by measuring the
reactions of employers to potential changes; and (4)
recommend policy for the improvement of apprentice-
ship programs.

By relying upon existing published and unpublished
information and research, the methods of administer-
ing, coordinating, and financing .apprenticeship in Eu-
ropean nations (and Canada) will be reviewed. A mail
questionnaire will be developed to measure the reac-
tions and attitudes of employers towards implementing
select, desirable aspects of the reviewed foreign meth-
ods. The questionnaire will be sent to approximately
1,000 firms in the Chicago standard metropolitan sta-
tistical area, and intensive efforts will be made to
insure an adequate response rate. A final report will be
written which will review apprenticeship administra-
tion and financing in foreigi countries, report the
results of the employer survey, and enumerate specific
policy recommendadons for implementing desirable
changes in existing apprenticeship administrative and
funding arrangements.

Contract period: June 20, 1971, through September
30,1972.

1.3.19 COLORADO STATE UNIvERSITY
DENVER, COW.

CONTRACTS 82-06-69-11 AND 82-06-70-19

A MANPOWER LABORATORY: APPLIED PROBLEMS IN

MANPOWER DEVELOPMENT (PHASE I) ; A MANPOWER

LABORATORY: PLANNING FOR CHANGE THROUGH PRO-

GRAMS IN MANPOWER DEVELOPMENT (PHASE II)

This project is seeking to develop effective programs
to help the disadvantaged enter and stay in the world
of work. The field work is being done in Denver, a
city offering many kinds of employment and inhabited
primarily by three ethnic groups: Anglos, Mexican
Americans, and Negroes, a sizable proportion of the
last two groups being disadvantaged. Phase I of the
project was concerned principally with pilot studies on
the employer and the disadvantaged, behavior and eco-
nomic disadvantages, and coaching as a method of
support (see 3.3.14).

During phase II the laboratory has been conducting
studies to: (1) Determine the essential components of
support so that they can be taught to and used by
others; (2) find out the characteristics of persons most
likely to benefit from systems of support; and (3)
determine the aspects of work environment that are
most important to job retention. The contractor is
giving support services to disadvantaged people living
in the Denver area. An equal number of those so
classified are members of a control group. Data are
being collected on all experimental and control sub-
jects. Phase II will include a final report summarizing
the findings from the study and manuals on coaching,
supervising coaches, and training for effective behav-
ior in the interview situation.

Preliminary findings: Seminars were held with Den-
ver employers to discuss the disadvantaged worker,
supportive work environments, and problems that em-
ployers have with disadvantaged workers.

In its study The Employer and ti;:e Disadvantaged,
the laboratory also conducted interviews concerning
disadvantaged employees with Denver employers rep-
resentative of local industries and businesses. About 85
percent of those interviewed hired the disadvantaged
mostly to fill unskilled and semiskilled jobs. Half of
the employers interviewed saw the disadvantaged as
having very high turnover rates; however, less than
one-fifth of these employers gave poor job perform-
ance as the reason. The reasons were about equally
divided between unacceptable behavior of employees
(such as absenteeism, !lick of motivation, or alcohol-
ism) and the undesirability of the types of jobs in
which the disadvantaged were placed. In general, the
'laboratory found that employers have little under-
canding of the disadvantaged. *As an individual, the
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employer feels that he should hire the disadvantaged,
but as a businessman he sees them hurting his profits.
Employers cooperation can probably be best gained by
offering some service to employers, such as conducting

studies to provide information that w ould help employ-

ers to improve the work performance of their disad-

vantaged employees.
Keeping a job is the norm of vocational behavior in

our society, and there is no evidence that this is only a

middle-class standard. But while losing or quitting a
job advances no one's status, it is a way of avoiding
the disagreeable aspects of a job especially when that

job is poor paying and dull. Which disadvantaged
people are most lficely to become vocational deviants?
It was hypothesized that a person's Incehliood for voca-

tional deviance would be determined by his place in
the opportunity structure as measured by amount of
education; ethnicity; availability of transportation;
his chances for deviant behavior; the pressure of
social controls; and certain factors in his personality,
such as feeling of alienation or ability to delay gratifi-
cation. Results of a pilot studyBehavior and the
Economically Disadvantagedof Concentrated Em-

ployment Program participants supported all the hy-
potheses except that concerning the relationship be-
tween social controls and hIceliliood of vocational devi-

ance. The results were tentative but suggest that fur-ther.study may produce good measuremmit techniques

to indicate wAtich people among those considered dis-

advantaged will need post-placement support to help
them retain jobs.

The supportive technique that was studied most
thoroughly during phase I was coaching, resulting in
the publication Coaching as a Method of Support. The
laboratory hired and trained its own staff of coaches.
From this experience it is determining what are the
characteristics of a good coach and what training
coaches should be given to improve their effectiveness.

During this phase three models of coaching were stud-

ied. None proved effective. It was found that the coach
is not acceptable to the client unless he has something
tangilile to offer. Therefore, a coach needs some lever-

age (such as a chance to help the client get a job or an
opportunity to provide the client with a service) to
make himself a relevant figure in the eyes of the client
Only then can effective coaching take place.

Contract period: October 1, 1969, through Septem-
ber 15, 1971.
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1.3.20 COLUMBIA UNIVERSITY
NEW YORK, N.Y.

GRANT 92-34-70-16

VALERIE JORRIS, SCHOOL OF SOCIAL Woloc

AN ASSESSMENT or THE RECIPROCAL CormuarrioN

OF SOCIAL WORK EXPERTISE AND MANPOWER PRO-

GRAMM/NG

This grant will explore and delineate the ways in
which academic social work expertise and manpower
program operations can contribute to and supplement
each other's role, function, and goals.

The grantee is operating a laboratory for commu-

nity programing SOU& will serve as the field place-

ment office (3 days per week) for six to eight graduate

students. The laboratory would facilitate the assign-
ment of graduate social work students in State and city

manpower agencies, in demonstration programs with

manpower components, and on special assignments to
the Manpower Administration. At the conclusion of
the project, special monographs are to be produced to
enable project findings to be utilized nationwide by
social work schools and manpower agencies.

Grant period: June 30, 1970, through June 30,
1972.

1.3.21 COUNCIL ON SOCIAL WORK EDUCA-

TION
NEW YORK, N.Y.

GRANT 92-34-70-13

TRAININc MATERLUS ON MANPOWER ISSUES: To EN-

HANCE THE MANPOWER COMPETENCE or PROFESSIONAL

SOCIM. WORKERS

This is exploring the feasilility of having faculty
members in schools of social, work help master's de-
gree candidates deepen their lasowledge of manpower
problems and increase their skill in working with man-
power program personnel in restoring dependent un-
employed persons to productive and useful work.

The p-antee is researching and reviewing literature
in social work and manpower subjects to develop a
framework for a manpower source book.; interviewing
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personnel in social and manpower agencies to identify
issues and problems: and surveying schools of social
work to ascertain N. hat is being taught and in what
courses and to obtain copies of training materials now
in use. The grantee is to meet with representatives of
the participating graduate schools and of selected un-
dergraduate programs to obtain help in identifying
materials for the source book.

Grant period: June 29, 197C, to Decembez 31, 1971.

1.3.22 DEVELOPMENT SYSTEMS CORPO-
RATION

CHICAGO, ILL

CONTILiCT 82-17-71-48

DEVELOPMENT AND IMPLEMENTATION OF A PER-
FORMANCE BASED, INDIVIDUALIZED INSTRUCTIONAL SYS-

TEM FOR TECHNICAL AND APPRENTICE TRAINING

This project will attempt to de=onstratethrough
the application of modern instructional technology
that a performance based, individualized, self-paced
apprentice training system can produce competent,
well-rounded tradesmen more efficiently (at less cost
and in rh oder time) than is possagle with conventional
approach= ;.0 apprentice and technical training.

The program is also attempting to show that appren-
tice training can be made available to a broader popu-
lation of applicants through the use of a system that
utilizes rather than ipiores individual differences in
learning ability and that requires a level of verbal skill
that is appropriate to the level needed to perform the
journeyman's job.

The project is to produce a model apprentice train-
ing system which will at least partially implement the
recommendations of the Purdue apprenticeship studies
(see 3.1.76). The new system should have implications
for the broader fielas of tech:I-Heal training and voca-
tional education.

To achieve these obiectives, the new apprentice
training s..! stem will consist of self-paced, task-achieve-
ment oriemed materials covering part of the tasks nor-
mally taught duriLg an apprentice's first year of train-
ing. Both the shop and related instructional materials
are to be carefully integrated and based on the same
task analysis.

The new system will be tested using two experimen-
tal groups in two cooperating companies, and their
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results will be compared to those of a control group
using conventional apprentice training materials.

The training efficiency of the new sygem will be
thoroughly evaluated through statistical analyses of
training time required and achievement levels attained
as a function of type of training received and scores
on apprentice entrance exams. Acceptability of the new
system will be evaluated through interview and ques-
tionnaire information collected from trainees, journey-
men, instructors, and company administrators.

Contract period: July 1, 1971, throuei July 1, 1973.

1.3.23 DISTRICT OF COLUMBIA DEPART-
MENT OF CORRECTIONS

WASHINGTON, D.C.

CoNTRAcr 89-11-71-02

DR- STUART N. ADAMS, ASSOCIATE DIRECTOR FOR
PLANNING AND RESEARCH

A DEMONSTRAnON VOCATIONAL AND EDUCATIONAL
PROGRAM FOR STTORT TERM INMATES AT THE DIS-
TRICT OF COLUm WOMLN'S DETENTION CLNTER

This project will ascertain whether recidivism of
short-tezni female offenders can be reduced through
vocational and educational rehabilitation by expansion
of educational opportuniv, removal of barriers in
training and hiring, and creation of new vocational
channels. The experimental design measures two treat-
ments. The initial one includes a brief client assess-
ment and 30 days of client therapy, basic education,
vocational and motivational training, and counseling.
The second treatment consists of an opportunity for
the more promising offenders (1) to attend college full
time while tutoring part time, or (2) receive full-time
on-the-job training in social service agencies leading to
permanent employment.

The project is in two phases. Phase I includes staff
selection, planning, and refining the desigi together
with initial operation of the experimental treatment for
offenders, development of data collection, and analysis
of data. Phase II includes continued data collection,
followup of clients, and comprehensive analyses.

Phase I period: June 28, 1971, .throuei June 28,
1972.
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1.3.24 EDUCATION AND TRAINING ASSO-
CIATES

NEW HAVEN, CONN.

GRANT 42-0-004-7; CONTRACT 42-1-005-09

A DEMONSTRATION PROJECT FOR IN-SCHOOL NEIGH-

BORHOOD YOUTH CORPS ENROLLEES EMPLOYED LN Ac-

TION-RESEARCH

This project is exploring the feaaility and value of
increasing the relevance of school to Neighborhood
Youth Corps enrollees by providing work in their own

communities on research studies and is determining
whether school systems can respond to students en-
gaged in this activity with appropriate school work

and guidance.
The project works with New Haven and Boston

school systems. The enrollees fill regular NYC slots
allotted to the school systems and are paid out of NYC

funds. The project also provides direction to the teach-

ers working with the students in this activity.
Project period: June 30, 1970, through June 30,

1972.

1.3.25 EDUCATIONAL COMPUTER CORPO-
RATION

PAOLI, PA.

CONTRACTS 82-40-67-56 AND 82-32-70-06

ACCELERATED TRAINLNG OF UNEMPLOYED AND UNDER-

EMPLOYED THROUGH SPECIALIZED PROGRAM INSTRUC-

TION 4ND THE SMART MILD:ER

This project is determining the usefubess of a spe-
cialized training technique, using a work simulation
device for persons of low reading achievement who
could not normally enter nor learn from a tratlitional
skill-training program.

The contractor is recruiting, testing, assessing, and
selecting participants for vocational training in three
areasauto mechanics, appliance service, and heating
mechanicsfor training, counseling, job development,

and placement The contractor uses the SMART
trainer (a work-!...mulation device), controlled lahora-
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tory exercises, programed instruction, and specialized
instructional materials to test the use of the trainer as
a diagnostic tool for predicting job success.

Preliminary findings:. Final Report, The SNAP/
SMART Project (see 3.3.18) discusses the earlier
project which trained disadvantaged persons in four

high-skill technical occupaeons (appliance repair, auto

mechanics, dontes6c heating, and electronics) and pro-
vided guidance and job placement on graduation. The
major project finding was that persons of low verbal
conceptual skills could profit from a training program
utilizing programed instruction combined with a simu-

lated malfunctions trainer, resulting in higher paying
jobs thau they traditionally would have to accept

Other findings were: (1) Dropout rates for the
trainees were lower than normal because of the train-

ing machine's appeal; (2) their average initial hourly
wage was 10 cents an hour more than the average
manufacturing wage in the area; (3) 91 percent were
still working a year and a half later, with a 16-percent
increase in average hourly wage; and (4) motivation
was especially high among vainees because y ob-
tained immediate satisfaction from their observed
success (because of the sophistication of the SMART
trainer). The report contains trainee case studies, de-
scriptions of the SMART simulator in action, a sample
chapter of the specially developed programed intruc-
tion text, and followup comments of employers.

Contract period: September 1, 1969, through De-
cember 31, 1971.

1.3.26 EVALUATION TECHNOLOGY COR-
PORATION

CAMAIULLO, CALIF.

CONTRACTS 42-9-003-05 AND 42-0-001-05

NYC GOES TO A COMMUNITY COLLEGE, AND EXPAND-

LNG THE MODEL TO IN-SCHOOL COMPONENTS OF THE

NYC PROGRAM

In the suzumm. of 1969, 12 community colleges in
California cooperated with local Neighborhood Yimth

Corps sponsors to operate work-and-study programs.
In 1970 the program model was extended to five cities
in five States. Youth were recruited from high school
juniors and seniors who needed some economic sup-
port and some fresh incentive to continued study and
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effort. The colleges admitted the enrollees to regular
and special college credit classes, provided tutoring
and instructional support for students needing extra
help, provided educational and vocational counseling,
and supervised the work of each enrollee. The students
passed the college courses with satisfactory grades.

By combining a college environment, college courses
for credit, work for pay, and counseling, the great
majority of enrollees developed new career plans and
new levels of self-confidence.

In 1971 special presentations are being made to
NYC sponsors and local community colleges so that
they may learn about overall design and daily opera-
tions and procedures of the model program.

Preliminary findinp: The project has produced two

reports so farNYC Goes to a Community College,
1970 (see 3.3.22) and Summer NYC Goes to a Com-

munity Colkge, 1971 (see 3.3.23).
Contract period: April 1, 1970, through December

31, 1971.

1.3.27 EVALUATION TECHNOLOGY COR-
POR ALTION

CAMARILLO. CAUF.

CONTRACT 42-06-71-01

DEMONSTRATION PROJECT TO EXPANTI THE NYC GOES

To A COMMUNITY COLLEGE MODEL TO THE NYC-2
(OUT-OF-SCHOOL) PROGRAM

The project is exploring the fessiloility of extending
the "NYC Goes to a Community College" model to the
out-of-school Neighborhood Youth Corps component
as a means of enhancing educational-vocational bene-
fits for enrollees.

The contractor will try out three WC-2 models
involving coordination of services between NYC and
community colleges. Model I is a plan for helping
individual NYC-2 enrollees obtain hamediate entry
and make full use of community college counseling and
courses in preparing for careers. Model II is a plan for
using a vestibule in-group experience on campus be-
fore NYC-2 enrollees are assimilated in regular com-
munity callege programs. Model III is a plan for
adapting a total. Gommunity colle program to fit the
career preparation needs of NYC-2 enrollees.

Comm:miry colleges in Chimign, St. Louis, Phoenix,
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Cleveland, and in a rural Colorado location, in cooper-
ation with local NYC sponsors, are using the models to
conduct work-experience and community college study
projects for out-of-school NYC enrollees.

Contract period: November 1, 1970, to October 31,
1971.

1.3.28 GREATER HORIZONS, INC.
NEW YORK, PLY.

CONTRACT 82-34-69-30

To CREATE GREATER OPPORTUNTTIES IN THE TRUCKING
INDUSTRY FOR MINORITY EsTimPRENEURS AND WORK-

ERS

This project is testing the feasiliffity of organizing
minority group, independent truckers into trucking
leagues and eventually corporations. Through these
corporations, programs are being developed to orient
truckers to the industry and its opportunities; provide
for economic cooperation among members; upgrade
the skills of members and thereby increase their em-
ployability; and develop job opportunities for minor-
ity group members.

The contractor is malting efforts to organize minor-
ity group trucldng owner/operators into an independ-
ent truckers league; organize and develop group pur-
chasing plans of insmance and supplies; develop sys-
tems for the utilization of members in moving produce
from cooperative farms to urban markets; provide
technical assistance and managerial trainirg to entre-
preneurs and persons desiring to enter the trucking
industry as entrepreneurs; develop plans for improve-
ment of staff capability; and develop a dues structure.

Contract period: February 15, 1969, throuei August
31, 1971.

1.3.29 GREENLEIGH ASSOCIATES, INC.
NEW YORK, N.Y.

Cormacr 82-36-71-43

STUDY OF OPERATING PROBLEMS AND ISSUES FOR IM-
PROVEMENT OF EMPLOYER SERVICES IN THE STATE

EMPLOYMMT SERVICE
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The project is designed to examine thoroughly the

nature and causes of decreased job placements by the
employment service in several related States, to at-
tempt to determine the most likely corrective modifica-
tions to current operations for increasing the quantity
and quality of job listings, and to make appropriate
recommendations for necessary changes in organiza-

tional and operating procedures and techniques to
effect these changes, with the particular States involved

in the study and elsewhere.
The contractor is to conduct an indepth investiga-

tion in three urban areas and one rural area in each of
two States. At the end of the third month, the contrac-
tor is to conduct a conference with selected Depart-
ment of Labor staff to review and comment on prelimi-
nary finiings and future plans. During the last month,
the contractor is to conduct another conference with
DOL staff to review and comment on the project's
proposed final report and recommendations.

Contract period: June 30, 1971, through June 30,

1972.

1.3.30 HARVARD UNIVERSITY
CAMBRIDGE, MASS.

GRANT 92-25-71-05

DR. I. IRA GOLDENBERG

EMPLOYMENT AND ADDICTION: PERSPECTIVES ON Ex-

ISTING BUSINESS AND TREATMENT PRACTICES

This grant will assess and analyze existing business
practices concerning drug use by employees and re-
lated employer relationships with manpower and drug
addiction control agencies, as a means of developing

potential models for coordinated employer-manpower
development-drug rehabilitation activities aimed at
enhancing employment stability of drag users and ex-
addicts.

The grantee is to establish working relationships
with several drug rehabilitation programs in the Bos-

ton area and collect and analyze information and data

on the vocational backgrounds of clients in these pro-
grams, manpower services provided, and other areas
related to employment of such persons. The grantee
will solicit several employers to collect data and infor-
mation on their policies, attitudes and experiences con-

cerning the hiring and retention of addicts and ex-ad-

dicts and relationships with addiction control treat-
ment agencies.

Grant period: July 1, 1971, through March 1, 1972.

1.3.31 HOUSEHOLD TECHNICIANS OF
WESTERN PENNSYLVANIA, INC.

PITTSBURGH, PA.

CONTRACT 82-40-70-20

HOUSEHOLD TECHNICIANS OF WESTERN PENNSYLVANIA,

INC.

This project is assessing whether a new community-

based private corporation can improve and expand
household employment opportunities and determining

the operating and cost considerations in having such
an organization serve as the employer and provide
stable employment at good wages to household work-

ers. This is a spin-off of one of eight pilot projects

which form a national pilot program under the guid-

ance and supervision of the National Committee on
Household Employment.

The project will: (1) Seek to develop a largely

self-sustained private household service corporation;
(2) attempt to develop the market for a wide variety

of household-related services and structure career op-
portunities and ladders to enable women in the house-
hold employment field enter these related occupations;
(3) train a minimum of 150 women through a largely
on-the-job training approach mid develop a model
self-sustained training program, combining OJT with 1

day a week in the center; (4) develop and promote the

acceptance of an organized association of household
workers, and (5) sponsor and promote employer edu-
cation through a course with a local university, as part
of a larger public relations effort to upgrade the status

of household employment.
Contract period: May 18, 1970, through October 17,

1971.

1.3.32 THE HUDSON GUILD
NEW YORK, N.Y.

CONTRACT 42-1-003-36
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LINK ADVERTISING AGENCIFS WITH THE NEIGHBOR-

HOOD YOUTH CORPS IN-SCHOOL PROGRAM

This project is to test the feasibility of involving the
advertising industry, on a volunteer basis, with an
in-school NYC program.

The contractor is surveying advertising agencies to
determine how much support can be generated for
such a program. An effort will be made to establish
advertising agency work stations for NYC enrollees

and to set up a summer workshop for enrollees inter-

ested in advertising.
Contract period: April 1, 1971, through September

15, 1971.

1.3.33 HUMAN INTERACTION RESEARCH
INSTITUTE

LOS ANGELES, CALIF.

CONTRACT 82-05-70-14

HELPING EMPLOYERS MAKE USE OF WHAT HAS BEEN

LEARNED ABOUT SUSTALNED PRODUCTIVE EMPLOY-

MENT OF THE DISADVANTAGED

The contractor is seeking to determine how busi-
nessmen, social scientists, and others can work to re-
trieve information on methods shown to be effective
for hiring, training, and retaining the disadvantaged
and how groups of volunteer businessmen and others
can work to encourage the wide adoption of such
methods throughout the business community and else-

where.
The contractor will conduct site visits, interviews, a

literature search, and a conference to gather inforzna-

tion on, and produce usable descriptions of, effective

company programs and methods. Second phase activ-
ity will test a rrgional technical assistance task force,
composed of volunteer businessmen and others, to en-
courage employers to use effective techniques.

Contract period: March 1, 1970, through August
31, 1972.

1.3.34 HUMANIC DESIGNS CORPORATION
MANHASSET, N.Y.
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CONTRACT 82-34-70-04
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MOBILITY MODELS ANT UPGRADING PROGRAMS IN THE

INDUSTRIAL SETTING

This project will test differing methods of introduc-

ing and implementing programs for upgrading under-
employed workers in industry through: (1) Experi-
mentation with short-term, high-impact training pro-
grams; (2) technical guidance to organizations in
methods of systematically providing for the mobility
of low-skill workers; (3) working in conjunction with

a government agency directed toward achieving racial
and ethnic parity among groups represented in organi-
zations' internal labor market, such parity to reflect the

racial and ethnic composition of the organizations'
external labor market; (4) technical guidance to a
trade associationThe National Restaurant Associa-

tionin developing and implementing worker mobility
programs within three segments of the association's
industrial base; and (5) analyzing the findings de-
rived from such experimental and demonstration pro-
grams.

In the earlier phase of the contract, the contractor
helped to develop a manpower laboratory within the
American Telephone and Telegraph Company and de-
signed program objectives and research instruments
for this manpower lab. The contractor also provided
technical support for Project Upgrade, a program of
the Model Cities manpower and economic development
effort in Columbus, Ohio, to train staff in marketing
and design of upgrading programs.

The contractor conducted an analytic study of the
long-term impact of High Intensity Training (HIT), a
technique developed and managed during a previous

contract period. Technical support was provided for
design, implementation, and analysis of Advanced
High Intensity Training, a process marketed by Skill

Upgrading in Cleveland.
The contractor built on earlier activities as systems

manager for a three-city upgrading project for the
desip., marketing, and management of worker mobil-
ity programs.

In the current phase of the contract work, the con-
tractor is engaged in data collection and analysis
within three operating situationsThe National Res-
taurant Association (see 1.3.65), Union Carbide Cor-
poration, and the Equal Employment Opportunity
Commissionin order to: (I) Describe employers'
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present mobility policies and practices; (2) develop
strategies for obtaining organizations' agreement to
experiment with upward mobility programs; and (3)
design, implement, and evaluate employee mobility

processes within the organization.
Preliminary findings: In the field of worker mobil-

ity, the study has found the following: (1) Where
skills shortages are not affecting organizations' produc-

tivity (as in the current economic slowdown), employ-

ers are not generally receptive to employee mobility

programs: (2) the costs of turnover are insufficient
inducement for employers to initiate upward mobility

programs; (3) the concept of "human capital invest-
ment" has not been widely accepted by employers; (4)
outside intervention, from an agency such as the Equal
Employment Opportunity Commission, can act as a
catalyst and induce employers to initiate upward mo-
bility processes; (5) implementation of ffigh Intensity
Training (during an earlier phase of funding by the
Department of Labor) resulted in in-house training
capabilities remaining in 25 percent of the employing
organizations where HIT had been initiated; (6) HIT
produced for the enrolled workers the agreed-upon

wage increases following training but did not generally

result in further upward mobility for them.

The Handbook for Upgrading Low-Skill Workers

(see 3.3.33) is a series of guidelines for design and
implementation of an in-plant worker upgrading pro-

gram. Drawing upon the contractor's experience

gained over 5 years in the planning and management

of upgrading programs for underemployed workers in

over 250 organizations, the handbook enumerates and
describes the procedures to be followed in designing
and implementing an in-plant upgrading program.

The major sections of the handbook are: (1) An
Intzoduction to the In-Plant Upgrading Concept and
the Handbook; (2) Guidelines for Program Planning
and Development; (3) Guidelines for Program Opera-

tions; and (4) Guidelines for Program Evaluation.

The handbook outlines organizational needs, analy-

sis procedures, and a job task and requirements analy-

sis methodology appropriate for determining training
curriculum needs. Recommendations for structuring
curricula, both format and content, are contained in
the Guidelines for Program Operations.

An appendix on Marketing In-Plant Upgrading Pro-

grams presents guidelines for introducing such pro-
grams into an organization. A second appendix con-
tains a series of forms recommended for use in job
task and requirements analysis.
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Upward Mobility for the Unde remployed Worker

(Issues and Problems Series/Manpower and Mobil-

ity) see 3.3.34reports on the proceedings of two

seminars on the theme of Upward Mobility Processes

for Unemployed Workers. It presents substantial ex-

cerpts from the seminar discussions and an introduc-
tory summary of the discussion highlights. The semi-

nars sponsored by Humanic Designs Corporation in-
cluded international labor union leaders on one occa-
sion and corporate managers on another.

Another report Follow-up Analytic Study of a
Three-City Upgrading Program (see 33.35) is an
account of the contractor's analytic study of the long-

range impact upon trained workers and their employ-
ing organizations of the High Intensity Training pro-

grams conducted in Baltimore, Cleveland, and Newark
during 1968-69. HIT graduates received the wage in-
creases agreed upon at the inception of the training
effort. However, the initial increase was not sufficient

to place them on a par with workers in similar indus-
tries in their cities.

Contract period: September 1, 1969, through August

31, 1972.

1.3-35 ILLINOIS BUREAU OF EMPLOY-
MENT SECURITY

CHICAGO, IIL.

GRANT 92-15-69-22; CONTRACT 82-15-70-22

HUMAN SERVICES MANPOWER CAREER CENTER

This project is to explore the potential and value of
a human services manpower career center operated by
a State employment service to: (1) Provide a clearing-
house for all uoups working in various sectors of

human services manpower development; (2) identify
the key agencies for developing and implementing

common guidelines, job definitions, salary standards,
and strategies; (3) provide machinery for collabora-
tive planning, research, program implementation, and
evaluation; and (4) strengthen employment service
capability for job analysis, job development, counsel-
ing, and placement of human service manpower.

The center has engaged the commitment and active
participation of representative community groups in
the planning and implementation of its operations. It
is also involved in sponsoring or collaborating in a
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continuing sequence of workshops, seminars, and other
training activities designed to help participants explore

common problems and come to appropriate solutions.
Preliminary findings: The project so far has pro-

duced a report Human Services Manpower Career Cen-
terthe First Year, December 1970 (see 3.3.36).

Project period: July 1, 1969, through June 30,

1972.

1.336 INDIANA UNWERSITY FOUNDATION
BLOOMINGTON, IND.

CONTRACT 82-18-71-24

DR. ERNST W. STROMSDORFER, DEPARTMENT OF Eco-

NOMICS

ECONOMIC AND INSTI I u LIONAL ASPECTS OF THE COOP-

ERATIVE VOCAnONAL EDUCATIONAL PROGRAM IN DAY-

TON, OHIO

This project will make an institutional and economic
analysis of an exemplary cooperative vocational educa-
tion program in Dayton, Ohio. With reference to this
program, answers are to be sought to the following
specific issues: (1) To what degree does the program
facilitate the transition from school to work? (2) To
what degree does the program increase the effective-
ness of scholastic performance? (3) To what degree
can the program be generalized across the larger stu-
dent body and, especially, disadvantaged groups?

Contract period: May 15, 1971, through November
15, 1972.

1.3.37 INDIANA UNIVERSITY FOUNDATION
BLOOMINGTON, IND.

CONTRACT 82-18-71-29

DR. ERNST W. STROMSDORFER, DEPARTMENT OF Eco-

NOMICS

ECONOMIC ASPECTS OF THE WORK EXPERIENCE AND

CAREER EXPLORATION PROGRAM

This project is measuring the impact of the Work
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Experience and Career Exploration Program
(WECEP) on the scholastic performance and school
adjustment of 14- and 15-year-old high school students

who may be dropout-prone, disadvantaged, or handi-

capped. With reference to the objectives of the
WECEP program which is designed to serve dropout-
prone youth and is intended to make education more
relevant to disoriented youth and increase their incen-
tive to learn academic skills, a number of questions
including the following will be considered: (1) To
what extent does enrollment in WECEP reduce the
dropout rate and increase the attendance rate? (2) Is
there a positive relationship between length of enroll-
ment in WECEP and a reduction in the probability of
dropping out and increase in attendance; if so, of
what magnitude? (3) Is there a positive relation be-
tween amount of earnings gained in the WECEP pro-
gram and a reduction ir. the probability of dropping
out and increased attendance; if so, of what
magnitude? (4) What is the relationship between en-
rollment in WECEP and scholastic performance, and
do hours worked per week affect this relationship? (5)
What is the relationship between enrollment in
WECEP and improvement in the labor market and
scholastic attitudes and values?

Contract period: June 1, 1971, through December 1,
1972.

1.3.38 INSTITUTE OF PUBLIC ADMINIS-
TRATION

NEW YORK, N.Y.

CONTRACT 82-34-69-44

TRAINING INCENTIVE PAYMENTS PROGRAM (TIPP)

This project is exploring the feasibility of using
incentive payments to private employers for upgrading
low-income employees in a largely self-administered
program.

This study was preceded by a pilot activity to deter-

mine employer reaction and necessary administrative
practices. The project makes an incentive payment to a
company if, on a scheduled basis, the company raises
the earnings of the employee. The presumption is that
the company will provide training and supportive serv-
ices for the employee to move up the income scale. The
incentive payment to it is in recognition of the costs in
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undertaking such training and services. The project is
gathering data from participating firms on the extent,

nature, and effects of upgrading occurring under the

program.
Contract period: June 16, 1969, through October 16,

1974.

1.3.39 INSTITUTE OF PUBLIC ADMINIS-
TRATION

NEW YORK, N.Y., and

BUREAU OF LABOR STATISTICS
US. DEPARTMENT OF LABOR
WASHINGTON, D.C.

CoNTRAcTs 82-11-71-11 AND 82-36-71-17

ELWOOD TAUB, INSTITUTE OF PUBLIC ADMINISTRA-

TION; EARL LEWIS, BUREAU OF LABOR STATISTICS

STATE SALARY COMPARABILITY STUDY

The State salary comparability project is developing

an information base on private industry salaries neces-

sary to establish fair and equitable salaries for State
employees. The project includes five occupational wage
surveys by the Bureau of Labor Statistics patterned on
the national Professional, Administrative, Technical,
and Clerical (PATC) survey used for Federal compar-
ability pay purposes, with the results of the BLS sur-

veys made available to State officials.

To complement the BIS portion of the State salary
comparability project, the Institute of Public Adminis-
tration (IPA) will chronicle the project, including an
analysis of pre-existing salary situations and adjust-

ment procedures and the utilization of data developed
by this project. The specific objectives of IPA's efforts

are to: (1) Provide a chronicle of events, describing
the results of meetings between Federal and State
officials regarding the project; (2) assess the events
and factors bearing upon the utilization of the surveys
by the State officials and the State legislatures; and
(3) indicate the steps to be considered by the Man-

power Administration for future studies of a shnilnr
nature.

Cooperative working relationships have been initi-
ated with the US. Civil Service Commission which has
control responsibility for Federal coordination of these

types of projects under the Intergovernmental Person-
nel Act.

Completion is scheduled for February 1973.

1.3.40 JEWISH EMPLOYMENT AND VOCA-
TIONAL SERVICES, INC.

PHILADELPHIA, PA.

CONTRACT 82-40-69-36

DEVELOPMENT ASSISTANCE INSUL u ur. FOR WORK-

SAMPLE PROGRAMS

The objective of this project was to build upon the
knowledge already developed, in the first phase of
project operation, covering: (1) The feasiliflity and
methods of assisting manpower agencies (primarily
State employment services) around the country in es-
tablishing work-sample progams as a part of orienta-
tion-testing-counseling-referral components of man-
power programs (such as WIN or CEP) ; (2) the
value and effectiveness of the work-sample program as
a tool in improving traditional counseling and place-
ment services to disadvantaged applicants; and (3)
procedures for conducting the work-sample program as
an integral part of manpower progam operations and
as a sophisticated diapostic tooL

This phase of the program enabled full development
assistance to State ES and CEP staffs in more than 35
cities operating local work-sample programs. The pro-
gram is now funded through USTES, and assistance is
being provided to additional WIN, CEP, and local
employment service programs.

Preliminary findings: The project has produced a
report on phase IWork-Samples: Signposts on the
Road to Occupational Choke (see 3.3.41).

A complete final report of phase II (March 16,
1970, to March 15, 1971) is in preparation and will be
available by August 1, 1971.

1.3.41 JOB CORPS HEALTH UNIT
U.S. DEPARTMENT OF LABOR
WASHINGTON, D.C.

CONTRACT 82-11-71-14

MANPOWER DEMONSTRATION PROJECT FOR CONTROL

AND PREVENTION OF DRUG MISUSE
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This projett will explore the feasibility of and po-
tential for operating model drug prevention and treat-
ment programs at three residential manpower centers.

Each center is to develop a program containing the
following common components: (1) Drug identifica-

tion mechanism; (2) in-center drug misuse control
program; (3) drug educationstaff training; (4)
community linkages (for example, utilization of com-
munity drug facilities and resources) ; and (5) evalua-

tion.
The project is to establish and maintain in-center

drug misuse control programs, incorporating a variety
of educational and counseling efforts, at three Job
Corps centers with enrollees who have been identified

as drug users.
Contract period: March 15, 1971, through March

14, 1972.

1.3.42 JOB CORPS HEALTH UNIT
U.S. DEPARTMENT OF LABOR
WASHLNGTON, D.0

CONTRACT 82-11-71-15

SURVEY OF KNOWLEDGF., A1 11 uDES A1VD PATTERNS OF

USE OF DRUGS BY JOB CORPS ENROLLEES

This project is seeking to: (1) Gain information
concerning the knowledge, attitudes,Nnd patterns of
drug use by Job Corps enrollee groups of differing
socioeconomic, geographic, environmental, and cul-

tural origins; and (2) ascertain the extent to which

Job Corps center staffs and enrollees have similar
knowledge, attitudes, and perceptions concerning drug

use.
The contractor will design, develop, administer, and

analyze the results of a comprehensive questionnaire
aimed at gathering Corpsmen and staff attitudes to-
ward and perceptions of drug use from approximately
13,000 Corpsmen and center staff at 16 selected Job

Corps centers.
Contract period: March 15, 1971, through March

14s 1972.

L3.43 THE JOHNS HOPKINS UNIVERSITY
SCHOOL OF MEDICINE

BALTIMORE, MD.
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GRANT 92-22-69-24

RODNEY REILLY, JOHN F. KENNEDY INSTITUTE

DEVELOPMENT OF GUIDES FOR A NEW MODEL NEW

CAREERS PROGRAM

This grant is exploring the potential and value of
developing guides for a new model "New Careers"
program in the health field.

A program analyst is supervising the development,
coordination, and assessment of a unique New Careers
program in the health field for disadvantaged persons
and is preparing the guides and other "how-to-do-it"
materials (such as trainers' manual, trainees' manual,
and program handbook) which can be used to dupli-
cate the model.

Grant period: July 14, 1969, through August 25,

1971.

1.3.44 KANSAS STATE UNIVERSITY
MANHATTAN, KAN.

CONTRACT 82-18-68-31

Da. Iticuatan MORSE, DEPARTMENT OF FAMILY Eco-

NOMICS

HOMEMAKER SERVICE DEMONSTRATION TRAINING

PROJECT

This project is part of a larger eight-project pro-

gram, initiated by the National Committee on House-
hold Employinent, to determine the feasibility of dif-

ferent approaches to restructure household employment

occupations to make them more attractive and reward-

ing for both the worker and the employer. The project

is being continued for an additional 1.3 months to
allow time for Kansas State University to hold a Mid-

west regional conference to discuss the project findings

and methods for providing homemaker services. An
assessment of the eight projects has been made by M.
K. Trimble Associates, Inc. (See 2.334.)

The project explored the feasibility of developing

necessary skills, personal qualitias, and desire of
household workers to assume full or partial responsi-
bility of managing a home or to assibt an individual or
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family in periods of stress or crisis. The project pro-
vided training, counseling, and assistance in finding
jobs for the more than 100 graduates of the program.
Many graduates found jobs with State agencies and

private employers.
The project has had success in training homemakers

and in giving the occupation status and dignity. It has
demonstrated that families in conununities can benefit

from having traired homemakers available in times of
need and that provision of their senices is not yet the
responsibility of any Kansas agency.

Preliminary findings: Two reports have been pro-
duced under this projectHomemaker Service Dem-
onstration Training Project: Final Report (see 3.3.46)

and Homemaker/Home Health Aide Services Confer-

ence Fa 12otc-up Report (see 3.3.47).
Contract period: January 15, 1968, through August

31, 1971.

1.3.45 LEO KRAMER, INC.
WASHINGTON, D.C.

CONTRACT 82-11-71-32

A FEASMI2TY STUDY FOR DEVELOPMENT OF SUPPORT

SERVICES FOR HF.ALTH-IMPAIRED COAL M/NERS

The Federal Coal Mine Health and Safety Act of
1.969 (sec. 203) provides for the mine operator to take

the responsibility for reassigning miners afflicted with

pneumoconiosis in mine environments to less hazard-

ous worksites. The project involves a study of the
operational experience of this provision in the act,
finding out what has actually happened to miners noti-

fied of their impairment. In addition, the contractor is

to develop a model program utilizing the best mine

operator, community, State, and Federal services
which could be mobilized to assist the miner who
chooses to exercise his option and change his job in

the mine complex.
The contractor is also to develop services that re-

spond to those options which the miner himself might

take into considerationfor example, leaving the min-

ing industry entirelyeven though these are not
spelled out in the legislation.

Contract period: June 9, 1971, through March 9,
1972.
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1.3.46 MANPOWER SCIENCE SERVICES,
INC.

ANN ARBOR, MICH.

CONTRACT 82-24-70-23

UTILIZATION AND DmvsioN OF GROUP COUNSELING

TECHNIQUES

The contractor is experimenting with a strategy for
diffusion and utilization of knowledge about group
counpeling and for helping practitioners apply this

knowledge effectively.
The contractor is: (1.) Gathexing what has been

learned by social scientists about group counseling
techniques and developing operating generalization3

from this knowledge; (2) developing, in an agency
setting, the application of these generalizations and
preparing guidelines and a set of training materials for

agency staffs; (3) experimenting with the diffusion

and uftlization of these guidelines and training materi-

als by several other agencies who will consuit with
each other and with project staff for maximum inter-
change of ideas and experiences; (4) conducting con-

ferences with agency staffs who might use these tech-

niques and materials; (5) producing guidelines for
State employment service administrators on procedures

they should consider establiAing to obtain utilization
of innovations; and (6) reporting what has been
learned about the utilization of innovations.

Contract period: July 1, 1970, through June 30,

1972.

1.3.47 THE MATCH INSTITUTION
WASHINGTON, D.C.

CoNTRA -r 22-11-71-16

CHARLES C. Knif

EMPLOYMENT ASPECTS OF GOVERNMENT PROGRAMS

TO AID MINORM BUSINESS Flaws

The study analyzes the employment effects of se-
lected Federal Governmea programs to aid minority
business firms. This involves a survey of the minority
population receiving loans from the Small Business
Administration, loan guarantees, and grants, as well as
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assistance in obtaining government contracts and a
study of the socioeconomic effects of minority enter-
prise programs in selected communities.

Completion is scheduled for June 1972.

1.3.48 OFFICE OF THE MAYOR
CLEVELAND, OHIO

CONTRACT 82-37-70-32

ADVANCED limit IN-rmsar TRAINING

This project will determine whether and how certain
techniques, developed in earlier High Intensity Train-
ing (HIT) projects to stimulate and aid brief training
for one-step upgrading, can be elaborated and refined
to have employers train and upgrade their own lower
wage employees to fill substantially higher paid skMed
or supervisory positions for which shortages of trained
employees usually exist.

The project: (1) Works with employers to develop

and provide training for employees so that, after 100
to 300 hours of training, they will be advanced to
skilled or supervisory jobs providing pay increases of

30 percent or more; (2) develops on the staff of each
participating employer training-counseling and related
capability to help the employer carry forward and
further upgrade training programs of this type; (3)

uses outside training resources to complement its own
in-plant training; and (4) undertakes an analysis of
the effectiveness of the program so that others inter-
ested in the program may understand its problems and

potentiaL
Contract period: June 30, 1970, through October

31, 1971.

1.3.49 THE MENTEC CORPORATION
LOS ANGELES, CALIF.

CONTRACTS 82-05-69-46 ANTo 82-05-70-05

OPERATION PATHFINDER

This project is to: (1) Develop, apply, and test the
effectiveness of methods to improve employer skills in

dealing with, and at the same time effect desirable
changes in the behavior of, disadvantaged employees
through "social reinforcement" techniques and pre-jol,
behavioral training, particularly in the NAB/JOBS

system of hiring, training, and providing supportive
services; (2) determine whether juvenile parolees can
be developed to function effectively as counselor aids

for industry; and (3) collect data and measure
whether the methods descrilied above increase job re-
tention and income and reduce recidivism rates of

parolees.
The contractor will continue to develop, particularly

within the NAB/JOBS structure, jobs and training for
male and female juvenile parolees, ex-offenders, and
other hard-core disadvantaged youth. The contractor is

training supervisors in methods of encouraging and
reinforcing desirable behavior of enrollees. The con-
tractor is also collecting data for one experimental and
three control groups to measure job retention, income,
and recidivism rates.

Contract periods: June 15, 1969, through September

15, 1969 (development), and September 1, 1969,
through February 29, 1972.

L3.50 MICHIGAN EMPLOYMENT SECU-

RITY COMMISSION
DETROIT, MICH.

CONTRACT 82-26-71-41

TESTING OF VARIOUS METHODOLOGIES FOR INCREASING

JOB LISTLNGS

This project will: (1) Explore, in Grand Rapids,
various means of bringing about an increase in the
quantity and quality of the job orders listed at local
employment service offices in order to render better
service to jObseekers and employers; and (2) develop
guidelines and materials for use in employment service

offices in Michigan and elsewhere based on those pro-
cedures proven useful in this project.

Ergonomics, Inc. (which did preparatory work for
this project under a short-term contract now expired)
is subcontracted to assi..4 the contractor in establishing
the useful practices as part of State and local employ-

ment service operations.
Contract period: June 30, 1971, through December

31, 1972.
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1.3.51 MICHIGAN STATE UNIVERSITY
EAST LANSING, MICH.

Cos-rnAcr 82-26-71-44

DR DALE E. HATHAWAY, DEPARTMENT OF AGRICUle

TURAL Eco.vomtcs

RURAL MANPOWER Pouor RESEARCH Guam

This i,roject is to provide the Department of Labor
with research and consultation directed toward the
formulation of policies and programs to improve rural

manpower services. A related objective is to bring
ongoing and future research more closely into the
policy area by increasing the interaction between re-
search designers and policy and program planners
through seminars and conferences.

Research topics are to be selected from among the
following: (1) Labor market information needs and
alternative methods of meeting them for operation of
rural manpower programs and for policy formulation;

(2t an index of rurality and of program needs as a
basis for desiping differential programs and deter-
mining funding.priorities for rural counties; (3) strat-
egies for improving existing programs and for devel-
oping new programs for rural workers, such as Opera-
tion Hitchhike; (4) models for delivery of manpower

services in areas of low-population density and for
speci.d groupssuch as migratory farmworkers or
low-income farm operators faced with displacement;

(5) coordination and improvement of the quality of
data systems related to rural labor market information,
rural labor force, occupations, and outlook; and (6)
in-service training programs designed for re-orienta-

tion of rural manpower personnel.
The contractor is to plan and conduct seminars and

conferences aimed at improving the application of re-

search findings to current and forthcoming policy is-

sues. Two conferences are to be heldone on rural
labor market information and one on improving the

delivery of rural manpower services. Two seminars are

to be held also, on topics to be selected in consultation
with the Department of Labor.

The contractor is to abstract and integrate research
findings, his own as well as others, and prepare policy
papers for use by the Rural Manpower Service of the
Department of Labor and other interested individuals

and organizations.
The project also provides for consultation service to
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the Department of Labor by the contractor to assist it
in carrying out its mission in the area of rural man-
power service.

Contract period: July 1, 1971, through September 1,

197Z

1.3.52 UNIVERSITY OF MICHIGAN, OFFICE
OF RESEARal ADMINISTRATION

ANN ARBOR, MICH.

CONTRACT 82-24-69-47

DR. JESSE Goanox mm Da. Louts A. FERN" INSTI-
TUTE OF LABOR AM) INDUSTRIAL RELATIONS AND

SCHOOL OF SOCIAL WORK

PROGRAM FOR LNFORMATION ON MANPOWER SERVICES

Resources of the University of Wichigan/Wayne

State University Institute of Labor and Industrial Re-
lations and the University of Iffichigan School of
Social Work have been drawn together under this con-

tract to operate a "manpower laboratory" that will

explore ways to: (1) Bridge gaps between scientific

knowledge and ongoing practices in manpower pro-
grams; and (2) work out systems for manpower agen-

cies and private employers to utilize innovative man-

power development strategies and techniques, so that

disadvantaged persons can be better identified and

served.
The laboratory retrieves information from ongoing

programs and from social science research, analyzes it,

presents it in forms useful to manpower agencies and
employers, and works with agencies to help them de-

velop self-retrieval capabilities that lay the basis for
self-assessment and improvement

Reports in preparation include a coaching manual,

an analysis of the coaching experience of three man-
power service agencies, and a study of agency-com-
pany relationships in manpower prom= for the
hard-to-employ. The current focus is on how agencies

work with disadvantaged job applicants, on how agen-

cies relate to employers and to agencies which provide
supportive services, and on the development of self-as-

sessment capabilities in manpower agencies.

Contract period: July 1, 1969, through December

31, 1971.
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city hospitals and private medical centers to restruc-
ture the le^al delivery systems for health iervices while
opening up new career opportunities in the health field

to c.:sadvantaged adults. Two new entry-level jobs in
several *nuniripal hoapitals have been created (social

health technician and psychiatric health technician),
and the project has also developed a training model
for preparing disadvantaged adults for employment at
these jobs.

The purpose of the current work, begun in 1969. it
to: (1) Conduct training for and institutionalize these
and additional new occupations in the health field;
(2) develop upgrading avenues for the new health

technicians in these occupations at the institutions
where they are employed and at local colleges: and

(3) test the transferability of methods used in the
health programs to other industry sectors.

The current work is separated into two components
the New Health Occupations Program (NHOP) and
the Gateway Project. The NHOP is in its third phase
and will assess the impact of the programs' various
efforts to train and place disadvantaged adults in new
health occupations, including blood bank technician.

(MO is paying staff and administrative costs for this
component and the Manpower Administration is pay-
ing most of the training allowance costs.) The Gate-
way Project, which explores the potential for influenc-
ing and guiding employer and union policies affecting
the development and use of manpower particularly in
skill shortage industries, is desimied to: (1) Combine
immediate entry-level job placement for adult men in
mechanical services industries (currently electric type-
writer repair and industrial sewing machine repair)
with after-hours skill training (without stipends) for
higher level jobs in the same industries: and (2) elicit
employer support and sponsorship for a program
which provides skill training, geared to those employ-

ers' needs, for male and female drug addicts involved

in a recognized drug withdrawal program.

1.3.53 MISSISSIPPI SYSTEMATIC TRAIN-
ING AND REDEVELOPMENT
(STAR) PROJECIr

JACKSON. MISS.

CONTRACTS 87-26-66-09 AND 82-26-70-12

LABOR Momunt PROJECT

This project ik developing model mobility assistance
operational gtidelines, while in actual operation for
underdeveloped rural areas and for CEP-serviced rural
areas.

The contractor is operating labor mobility projects

in Mississippi, Arkansas, and Tennessee for 300 rural,
unempioyed, or underemployed workers, linking spe-
cific labor-surplus areas with growth centers. It inte-
grates its mobility assistance system with the Arkansas

rural CEP.
Preliminary fiiidings: The earlier project found that

stable relocations could not be achieved without coun-

seling, often with the whole family, and that pre-move

services can increase the "success" rate considerably.

The project experimented with three different staffing
patterns and found that a &silk staff, aNe to move
from recruitment in the labor-surplus area to counsel-

ing and job development in the labor-shortage area, is

a most effective allocation of personnel. The project
has also learned that family stability is a crucial factor

in unsuccessful relocations, and the contractor is devel-

oping ways of assessing this quality before long-dis-
tance moves are undertaken (see 3.3.62).

Contract periods: June 27, 1966, through February
28, 1970, and March 1, 1970, through September 30,
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1.3.54 MOBILIZATION FOR Y017111, INC.
NEW YORK, N.Y.

CONTRACTS 82-34-66-25 AND 82-34-69-18

NEW OCCUPATIONS DEmoNSTRATION PROJECT

This project was originally jointly funded by the
Department of Labor and the Office of Economic Op-

portunity in 1966. about a year before the enactment
of the New Careers Amendments to the Economic Op-
portunity Act. Project staff have been working with

Preliminary findings: The NHOP staff designed a
trainee selection procedure judged to enhance trainees'

success in the program. Questionnaires, group testing
sessions, group discussions, and individual interviews
were part of the selection process. according to Nem
Health Occupations Program: Selection Prccedure and
Screening Instruments (see 3.3.67). It was found that
enrollees must achie..e a sixth-grade literacy level on
the tests if they are to have a good chance of complet-

ing a 40-week health technician training program.
Other NHOP findings are reported in Establishing a
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New Career: The Social Health Technician (see

3.3.66). Some of them are: (1) With the exception of
short-term courses for nurses' aides, there are few

cases of systematic in-service preparation of staff for
promotion or on-the-job training of new professional
personnel; (2) new health technicians may find their
opportunities for advancement severely limited without
high schcal diplomas because there axe as yet no em-
ployment and promotion criteria based upon actual
skills and knowledge required to perform health serv-
ice work; and (3) operational and advisory commit-

tees are an important aid in solving the problems and
achieving the goals of new careers training programs.

The Gateway Project staff found that the male enrol-
lees expressed themselves better when gathered to-
gether near the machines they were to learn about than
in round-table group discussions, used successfully
with the women in the NHOP.

Gateway enrollees generally preferred training in
electric typewriter repair to sewing machine repair,
with more of the Puerto Rican than black enrollees

interested ..r1 the latter. Project staff speculated that
men attached status to "business machine" (type-
writer) repair work.

Completion is scheduled for September 1971.

1.3.55 MOBILIZATION FOR YOUTH, INC.
NEW YORK, N.Y.

CONTRACTS 82-34-69-21 AND 82-36-71-67

EXPERIMENTAL MANPOWER LABORATORY TO TEST IN-

NOVATIVE MANPOWER DEVELOPMENT STRATEGIES FOR

DISADVANTAGED PERSONS

This experimental manpower laboratory is exploring

the feasibility and value of various innovative pro-
grammatic strategies for meeting the manpower devel-

opment needs of disadvantaged persons, particularly
youth. The contractor is designing and systematically
assessing the relative effectiveness of: (1) New man-
power tools and program models for enhancing em-
ployer involvement and effectiveness in hiring, train-
ing, and upgrading hard-to-employ workers; (2) new
techniques to meet special problems of job training
and work-experience manpower programs; and (3)
new methods and guides on employment practices to
enable more effective job retention, mobility, and per-

formance for the disadvantaged. Laboratory staff have
the capability for designing and operating local man-
power programs and for applying research methods in
analyzing such programs. The Mobilization for Youth,
Inc. (MFY) laboratory is an action-research setting in
a low-income community (the lower east side of New
York City) and is geared to develop, run, and measure
the effectiveness of new manpower techniques.

The contractor will: (1) Design, conduct, and assess
experimental and demonstration projects which are
planned, through systematic and empirically measured
practices, to explore the significance of alternative
methods of dealing with manpower problems of disad-
vantaged persons; and (2) present the projects' find-
ings in such a form that they can be utilized by the
Department of Labor, industry, and other manpower
training programs.

Preliminary findings:
1. Comprehensive Report on MFY Laboratory Ac-

tivities in 1970 (see 3.3.68), in two volumes, includes
descriptions of each major laboratory effort, with de-
tails on both successful and unsucceseful studies and
experiment& In addition, it identifies developmental

work to be undertaken in 1971 on 1970 accomplish-

ments that warrant further work.

The report also provides full details on why MFY
found that se:eral new ideas were riot feasible for
further development, including: (1) Providing re-
cently detoxified narcotfc addicts with a concurrent
prograz of work training and residential "halfway"
house drag treatment support; (2) utilization of pri-
vate employmsnt agencies for effectively placing hard-

core disadvantaged persons; and (3) expanding em-
ployment opportunities for AFDC welfare mothers via
the "workpair" concept (two mothers each work part
time to cover one full-time job and take care of each
other's children).

2. MFY has published the following four mono-
graphs related to "FnIfilling the Potential of NYC-2"
(see 3.3.69): (1) Integrating Remedial Education Into
Neighborhood Youth Corps Training Programs; (2)
Criteria for the Selection and Training of Neighbor-
hood Youth Corps Work Supervisors; (3) New Direc-
tions in the Vocational Counseling of Neighborhood
Youth Corps Trainees; and (4) The Utilizaeon of
Industrial Advisory Committees to Increase Employ-
ment Opportunities.

These four monographs are the first in a series to be

expanded in 1971 and are guides for the use of design-
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ers and operators of NYC-2 (out-of-school) programs

at the local level.
3. Industrial Guidelines For Undertaking a Hard-

Core Employment Program: An Analytic Case Study of

the Experiences of An Urban Industrial Organization

(see 3.3.70) concluded that previous studies concerned

with the "incorporation" of the disadvantaged into

private industry were too global and not grounded

enough in depth analyses of the experiences of compa-

nies that have undertaken such training-employment

programs. MFY conducted this "nonparticipant-ob-

server" analytic case study of a New York City in-

dustrial organization's experiences with a JOBS Pro-

gram MA-5 contract from planning for the program,

prior to contract, through completion of the program.

4. The handbook, The Work Sample: Reality-Based

Assessment of Vocational Poteraial (see 3.3.72), sup-

plements technical assistance materiais being used by

the Philadelphia Jewish Employment and Vocational

Service (JEVS) in installing a work-sample program

in regular manpower operations around the country

(35 cities to date). JEVS technical assistance materials

will be expanded with this handbook, which is now

being incorporated into the JEVS technical materials

package. This publication offers guides for developing

work samples, establishing a vocational evaluation

unit, and training vocational evaluators.

5. MFY, like other agencies around the country

administering manpower programs, has found that

paper-and-pencil and other tests commonly used as

vocational screening devi,:es have built-in biases that

severely limit the performance of undereducated and

culturally different individuals. The disadvantaged

generally lack experience in taking tests and exposure

to the middle-class culture these tests reflect.

The publication, Problems of the Disadvantaged in

Test-Taking (see 3.3.71), outlines MFY's experience in

finding ways to prepare hard-to-employ individuals to

take employment and other tests. It includes ap-

proaches for overcoming the applicant's test muddy

and poor test motivation, qualifications for test exam-

iners, and relevance of tests to job work. Details are

provided on MFY's procedure for pretesting orienta-

tion, including practice test-taking and remedial tutor-

ing.
6. The development of a self-administered, pro-

gramed course of studyMaximizing Your Training

Efficiencyfor work supervisors and other training

instructors was inspired by the following problems:

(1) Many work supervisors who are delegated the task
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of providing skill training to newly-hired disadvan-

taged persons do not know how to function as train-

ers; (2) most special instructions for work supervisors

concerning how to conduct training-employment pro-

grams for the disadvantaged merely present broad

guidelines which the work supervisor himself must

translate into practical actions; and (3) work supervi-

sors are typically delegated the task of instructing new

employees in the technical skills of their jobs, but lack

of job-required behavior skills (such as punctuality or

acceptance of authority) is usually the primary cause

of employer dissatisfaction with the newly-hired disad-

vantaged person.
This training manual (a self-study staff training cur-

riculum) is designed to instruct work superviso7s and

other trainers in the "how to's" necessary for them to

better present their skill training programs to disad-

vantaged persons and how they can at the same time

train such persons in job-required behavioral skills.

The manual serves as a programed instruction course

aimed at teaching work supervisors and other trainers

how to apply contingency management reinforcement

learning principles and procedures as a means of en-

hancing both social job skills (job-required behavior)

and technical job skills (such as productivity) among

new disadvantaged workers. This training manual is

uot yet a final product and, therefore, is not available

for distribution. It is currently being refined and read-

ied for formal testing through an experimental and

control group design in public agency and private

industry settings.
7. As a means of overcoming the inadequacies of

traditional counseling methods in programs for the

disadvantaged, MFY has developed a unique curricu-

lum to be used by counselors so that they function as

trainers in reinedying specific "skill deficits." The

Pre-Planned Behavior Modification Training Program

includes staff training materials, enrollee lesson plans,

and related evaluation procedures. It is aimed at show-

ing that disadvantaged persons can be taught job-re-

quired skills by counselors through a structured-sys-

tematic, pre-planned curriculum just as technical job

trade skills are taught.
This training manual serves two purposes. First, it

teaches staff how to use the system. Secondly, it is a

series of lesson plans and related materials and proce-

dures to be used by counselors in training disadvan-

taged persons in job-required behavioral skills com-

monly known 25 "good attitudes and work habits."

Overall, the materials represent a specialized behavior
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modificadon training program which seeks to extend
manpower programing a major step beyond its current
activities of role models, informal orientation, and
crisis counseling.

This tool for counselors has not yet been formally
evaluated. It is currently being readied for such assess-

ment through empirical research.
Contract period: December 16, 1968, through De-

cember 15, 1971.

1.3.56 ROBERT R. NATHAN ASSOCIATES,
INC.

WASHINGTON, D.C.

CONTRACT 82-11-71-42

PROJECT TO ASSIST CIVILIAN HOSPITALS IN HIRING AND

RETAINING MILITARY-TRAINED MEDICAL PERSONNEL

This project seeks to determine the problems faced

by a large hospital in recruiting, placing, and retaining

veterans who have had military medical training and

experience and to devise and test methods to overcome

these problems.
The contractor will: (1) In the first three months,

design and develop a demonstration project to work
with the Cook County, Ill., hospital in hiring and
placing former servicemen who have had some health
training; (2) recruit, test, select, and place veterans in

the hospital in subsequent months; (3) develop a sys-
tem of supportive personnel policies and career mobil-

ity; (4) conduct a literature search and prepare an
experimental analysis of the data collected; and (5)
establish an allied health manpower advisory panel,
composed of six nationally renowned experts in the
field of allied health manpower, to review and guide

the project's progress.
This project grew out of the research findings of an

earlier study: Transferability of Military-Trained Med-
ical Personnel to the Civilian Sector. (See 3.1.40.)

Contract period: June 21, 1971, through June 21,

1972.

1.3.57 NATIONAL CAPITAL AREA CHILD
DAY CARE ASSOCIATION, INC.

WASHINGTON, D.C.

CONTRACT 82-09-70-07

EMPLOYER SPONSORED CHILD DAY CARE CENTER

DEMONSTRATION PROJECT FOR CHILDREN OF DEPART-

MENT OF LABOR EMPLOYEES

This project is exploring the feasibility and value of
establishing an employer sponsored child day-care
center, including: (1) The usefulness of employer
sponsored child day care as an aid in recruiting pro-
spective employees from inner-city poverty areas; (2)

the effects of employer sponsored child day-care on
employee stabilization; and (3) the impact of the pro-
ject on public and private employers in the Ws ching.

ton, D.C., area.
The contractor will continue and expand the opera-

tion of the present day-care center for children of new
employees of the Department of Labor who could not
work if low-cost child day care was not available and
of current DOL employees who have inadequate day-

care arrangements. The center's program fosters intel-
lectual, social, emotional, and physical development of
the children and an independent evaluation assesses
the impact of these efforts (see 2.3.32).

Contract period: October 1, 1969, through August
31, 1971.

1.3.58 NATIONAL CIVIL SERVICE LEAGUE
WASHINGTON, DC

CONTPACT 82-09-70-24

PROMOTING PUBLIC AGENCY EMPLOYMENT OF DISAD-

VANTAGED PERSONS

The contractor is to produce guidelines and a model

plan that could be used or adapted by any city, county,

or State public agency to enable it to rapidly hire
large numbers of unemployed disadvantaged persons
with few clrillq should funds become available.

The contractor is worldng with two agencies to de-
velop specific plans for work to be done and types of
persons to be hired, identify considerations involved,

and devise ways of taking them into account in the
plans.

Contract period: June 15, 1970, through December

14, 197L
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1.3.59 NATIONAL COMMISSION ON RE-
SOURCES FOR YOUTH, INC.

NEW YORK, N.Y.

GRANT 42-0-005-34

EXPZRIMENTAL OPERATIONS RESEARCH ON A MONITOR-.

INC-ASSESSMENT SYSTEM FOR YOUTH-TUTORING-

YOUTH E&D MODEL FOR IN-SCHOOL NYC PROGRAMS

This grant is exploring the use and value of operat-

ing a monitoring-assessment system for youth-tutor-
ing-youth in-school Neighborhood Youth Corps pro-
jects. A program of experimental operations research
will be conducted with experimental and control
groups to determine the impact of these projects on
both NYC enrollees and the youngsters they tutor.

The p-antee tested a monitoring-assessment system
during die summer of 1970, and the system was to be
operational during the 1970-71 school year in con-
junction with the in-school NYC programlin at least
three cities.

The grantee had earlier demonsuated the usefulness
of tutoring assignments to NYC enrollees (see 3.3.77).
Low achievers were found to make significant learning--

gains when suitably trained and put to work as tutors,
and the younger low achievers they tutored were found

also to have made significant gains. The grantee subse-

quently provided technical assistance to NYC sponsors
installing the youth-tutoring-youth program and pro-
vided curricula and supervisory manuals.

Grant period: June 30, 1970, to October 1, 1971.

1.3.60 NATIONAL COMMISSION ON RE-
SOURCES FOR YOUTH, INC.

NEW YORK, N.Y.

GRANT 42-1-004-36

DAY CARE-NYC Young HELPER PROGRAM

This project is to explore the fettaility of integrat-
ing in-school Neighborhood Youth Corps enrollees into
the staffs of day-care centers. This new work-experi-
ence model will: (1) Facilitate development of effec-
tive work habits; (2) provide exposure to a number of
career opportunities, including those in the field of

child care; and (3) better prepare the participating
youth for parental responsibilities.

The grantee is to establish special work stations for
in-school NYC enrollees at four established day-care
centers which provide after-school care for school-age
children in kindergarten through the sixth grade. The
enrollees are to serve its "youth helpers" and will

receive close supervision.
Grant period: June 30, 1971, to June 30, 1972.

1.3.61 NATIONAL COMMITTEE FOR
CAREERS IN MEDICAL TECHNOL-
OGY

BETHESDA, MD.

CONTRACT 82-22-70-35

DEVELOPMENT OF PROFICIENCY EXAMINATIONS IN THE

MEDICAL LABORATORY FIELD

The contractor is seeking to develop proficiency ex-

aminations as a means of fostering placement and
promodon of competent medical laboratory workers

who lack formal credentials.
The contractor has set up an advisory committee,

composed of persons broadly representative of the
medical technology field, to guide development of the
proficiency tests, which are being constructed through
subcontract with the Educational Testing Service, of
Princeton, NJ. During the last half of the contract
year, the tests are to be validated on technicians cur-
rently working in clinical laboratories. In addition, the
contractor, under the auspices of its national office and
through its network of chapter members, will promote
and publicize the usefulness of these exams (along
with equivalency exams concurrently being developed
by Public Health Service) among employers in the
medical laboratory field and other allied health areas.

Tne advisory committee is made up of pathologists,
medical technologists, military laboratory educators
and directors, and Department of Labor specialists.
Cooperating agencies and programs for implementa-
tion include: Project Transition, Operation MEDIHC,
Project REMED, State and local employment services
and public health departments, and chapters of the
American Society of Clinical Patholosts. (See

3.3.78.)
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Grant period: June 30, 1970, through September 30,
1971.

1.3.62 NATIONAL COMMITTEE ON EM-
PLOYMENT OF YOUTH

NEW YORK, N.Y.

CONTRACT 82-34-70-29

DEMONSTRATION TO DEVELOP ALTERNATIVE QUALIFI-

CATIONS AND CREDENTIALS FOR UPGRADING PARAPRO-
FESSIONALS

With the assistance of human service agmacies, em-
ployers, educational institutions, appropriate unions,
and professional societies, this project is developing
and testing a series of new credentials and promotional
standards for paraprofessionals in the human service
employment field for upward movement to better jobs.
Recommendations to employers will be developed on
how to determine who is qualified for promotion and
what support and assistance the employee will need to
handle the higher level job. This is a followup study of
findings from a previous project whose report was
issued as MDTA Experimental and Demonstration
Findings No. 8 (see 3.3.81).

Contract period: July 1, 1970, through September
30, 1971.

1.3.63 NATIONAL LEAGUE OF CTI1ES
CONFERENCE OF MAYORS, INC.

WASHINGTON, D.0

CONTRACT 82-11-71-22

PILOT PROGRAM FOR UNEMPLOYED ENGINEERS AND
SCIENTISTS

This project will determine: (1) Whether the pro-
fessional manpower needs of State and local govern-
ments can be met effectively in part by unemployed
scientists and engineers; (2) whether a brief orienta-
tion and/or financial assistance for on-the-job develop-
ment is necessary and adequate to help the transfer of
such personnel; (3) whether a central organization of
representatives of State and local governments can de-
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velop an interarea network in cooperation with State
ES agencies and professional associations for selection,
develupment, and placement of staff for such govern-
ments.

The contractor is to work with State and local gov-
ernments to identify jobs; recruit and select 400 to
600 unemployed aerospace or defense engineers and
scientists from 10 areas of high engineer-scientist un-
employment rates; arrange with two universities for a
4-week program of orientation in State, county, or city
governments for up to 400 of the participants; place
participants in jobs after selection or after orientation,
depending on their need for orientation; provide pay-
ment to government employers to cover post-hiring
development expense; and conduct an assessment and
followup analysis to determine the extent to which the
project met its objectives.

This is a joint project with the Department of Hous-
ing and Urban Development. Both DOL and HUD are
providing the funds through separate but similar con-
tracts.

Contract period: May 1, 1971, through April 30,
1972.

13.64 NATIONAL PLANNING ASSOCIATION
WASHINGTON, D.C.

CONTRACT 82-11-71-08

SYSTEM FOR COLLECTING ADVANCE INFORMATION ON
CHARACTER AND EXTENT OF EMPLOYMENT GENERATED
BY NEW GOVERNMENT CONTRACTS

The contractor is determining the feasThility of de-
veloping an advance warning system that will provide
information about the local impact of Federal procure-
ment contracts which can facilitate efforts by the Fed-
eral Government and private groups to expand unem-
ployment, upgrading, and training options for unem-
ployed or underemployed persons.

Concentrating on two major defense contracts, perti-
nent information required in an early warning system
is being sought from variety of sources including
government and private employers. The experience
with these contracts will constitute a basis for indicat-
ing the information which is available and the infor-
mation which is needed to provide an advance warning
system on a regular basis.
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Contract period: November 30, 1970, through Sep-
tember 30, 1971.

1.3.65 NATIONAL RESTAURANT ASSOCIA-
TION

CHICAGO, ILL

CONTRACT 82-17-71-49

DEVELOPMENT OF MOBILITY MODELS AND UPGRADING
PROGRAMS FOR THE FOOD SERVICE INDUSTRY

This project builds on a recent research study by the
School of Hotel Administration, Cornell University,
carried out with the cooperation of the National Res-
taurant Association (see 3.2.05). Its objectives are to:
(1) Develop, install, and measure the impact of new
upward mobility systems for nonmanagement workers
(such as kitchen staff, waitresses, and busboys) in
three major segments of the food service industry (in-
stitutional feeding, hotel food service, and commercial
restaurants) ; and (2) determine whether and how a
trade association can effectively provide guidance in
job structuring and upgrade training to employers in
the industry.

The contractor will rely on three universitiesCor-
nell, Denver, and Michigan Stateto analyze the tech-
niques used, including an assessment of the strengths
and weaknesses of each. The project will also utilize
technical assistance from the Humanic Designs Corp.,
provided under a separate contract (see 1.3.34).

Contract period: Aprn 15, 1971, through October
15, 1972.

1.3.66 NATIONAL SCIENCE FOUNDATION
WASHINGTON, D.C.

CONTRACT 82-11-71-28

STUDY OF THE EMPLOYMENT SITUATION OF SCIEN-
TISTS AND ENGINEERS

Because of the critical employment situation affect-
ing the scientific and engineering community, accurate
information is being sought relative to the employment
and unemployment experiences of individuals in these

occupations. The Department of Defense and the Na-
tional Science Foundation are participating in a study
of the employment and unemploymea experience of
scientists listed on the NSF National Register and a
sample of 100,000 engineers affiliated with the Engi-
neers Joint Council. Information is being collected on
the educational and professional background, fields of
specialization, fields of employment, and other charac-
teristics as needed to provide insights into the size and
character of the unemployment problems of these
groups as a basis for developing corrective action.

Contract period: May 14, 1971, through December
31, 1971.

1.3.67 THE NATIONAL URBAN LEAGUE
WASHINGTON, D.C.

CONTRACT 82-36-71-35

NEW TECHNIQUES IN Com Arm% DISCRIMINATION IN
WHITE-COLLAR OCCUPATIONS

This is a demonstration effort to promote the suc.
cessful placement of blacks and Mexican Americans
living in the Houston area through persuasion and
advocacy at corporate executive levels. The project is
not merely a placement and special outreach program
but is specifically designed to demonstrate and test a
technique for surmounting discrimination, calling for
a well-documented report on the efficacy of the tech-
nique and how it might be used elsewhere.

A highly skilled project staff will: (1) Seek out the
policymaking and implementing levels of Houston's
industrial and commercial employers and document to
them the salable skills of blacks and Mexican Ameri-
cans in Houston; (2) present to these top management
levels a sound rationale for establishing immediate
employment opportunities for Houston's minority resi-
dents, both men and women; (3) let the minority
community know of this project so that an ample
number of applicants can respond to the local employ-
ment opportunities generated by it; and (4) identify
and keep track of the values of the various procedures
and approaches to high-level company management in
order to maintain and increase day-to-day successes in
placements, as well as aid in the expansion of this
model to other areas.
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The project stems from F. Ray Marshall's study,
N-rro Employment in the South (see 1.1.17).

Contract period: June 21, 1971, through September
20, 1972.

1.3.68 NEW CAREERS SYSTEMS INSTI-
TUTE, INC.

NEW BRUNSWICK, NJ.

CONTRACT 82-34-69-41

DEVELOPMENT OF UPGRADE MODELS IN PRIVATE IN-
DUSTRY

This project, now in its second phase, is developing
new methods of adapting jobs and job progression
systems in industry to facilitate the promotion of em-
ployees whose opportunities for upward mobility
would otherwise be limited.

New Careers Systems Institute, Inc. (NCSI) is
working with two large companies, each different from
the other and from the company worked with in the
first phase regarding type of production and occupa-
tional structure. Following negotiations with each com-
pany regarding job ugprading positions, the employ-
er's in-kind contributions, and employee wage in-
creases, the contractor is analyzing existing job struc-
tures and developing a job progression plan leading
from entry-level to advanced positions. Job redesin is
included, if necessary. NCSI prepares training curricu-
lums and selects a mix of present employees and new
hires for training according to the company's seniori-
ty-bidding procedures. NCSI trains company personnel
as trainers or conducts the full-time upgrade ftaining
itself.

In this phase, NCSI is training company staff so
that the firm can continue to administer an internal
mobility system based upon the new information and
methods generated by the project. Through special
data collections, NCSI will identify, analyze, assess,
and document important project occurrences and find-
ings, in order to prepare various technical manuals
and guidelines to meet employers' informational needs
rarding concepts and methods in the development,
installation, and maintenance of internal upgrading
systems.

During the initial phase of contract work NCSI de-
signed and installed an upgrading program in a small
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company which manufactures plastic print materials.
NCSI did job-task analysis and developed a diagonal/
vertical career ladder system tied to on-the-job slalls
training, off-the-job basic education (including courses
for the general education diploma), and other suppor-
tive services.

Contract period: May 12, 1969, through January 31,
1972.

1.3.69 NEW JERSEY DEPARTMENT OF
LABOR AND INDUSTRY

TRENTON, NJ-

CONTRACT 82-32-69-33

EDUCATIONAL ADVANCEMENT AND MANPOWER DEVEL-
OPMENT OF WAGE EARNERS IN NEW JERSEY

Through the cooperative efforts of industrial man-
agement and labor unions in Middlesex County, NJ.,
the New Jersey Department of Labor and Industry,
with assistance from the Labor Education Center of
Rutgers University, New Brunswick, N.J., is exploring
ways of advising and encour4ng wage earners to
make use of available educational and training re-
sources to advance into higher skilled and better pay-
ing jobs.

Under a suhcontract, Rutgers University orsates an
educational and motivational counseling program to
advise and persuade workers to utilize existing educa-
tional agencies and resources for upward mobility and
educational development

Workers in 20 employing establishments are to be
enrolled in a broad range of existing adult education
programs and counseled for advancement Approxi-
mately 20 members of the participating trade unions
work part time with the New Jersey Department of
Labor and Industry and Rutgers University personnel
to recruit, counsel, and follow up the enrollees.

Contract period: July 1, 1969, through June 30,
197L

1.3.70 THE CITY UNIVERSITY OF NEW
YORK

NEW YORK, N.Y.

CONTRACT 42-9-007-34
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DEMONSTRATION PROJECT TO LINK THE NEIGHBOR-
HOOD YOUTH CORPS TO COLLEGE ENTRANCE

The contractor is exploring the feasibility of provid-
ing out-of-school Neighborhood Youth Corps enrollees
with a program of special enrichment services as a
means of qualifying them for college entrance and
linking NYC to the public college system of a major
city.

The contractor is working cooperatively with the
New York City Human Resources Administration's
Manpower and Career Development Agency (HRA
MCDA) in the continuing recruitment and selection of
NYC enrollees and selected trainees of HRAMCDA
Regional Opportunity Centers for the project Enrol-
lees and trainees are grouped on the basis of reading
ability and receive remedial education, individual tu-
toring, and personal counseling to supplement their
job station assiRments az.d prepdre them for college
admission with guaranteed stipends, tutoring, and
oilier support. The contractor is also undertaking a
utilization development effort to show other manpower
programs how the project works and provide assist-
ance in its duplication (see 3.3.89)-

Contract period: March 24, 1969, thronei January
31, 1972.

1.3.71 RESEARCH FOUNDATION,
THE CITY UNIVERSITY OF
NEW YORK

NEW YORK, N.Y.

CONTRACT 82-34-69-34

HEALTH SERVICE MOBILITY STUDY

This project, funded jointly by the Office of Eco-
nomic Opportunity, Department of Health, Educa.qon,
and Welfare, and the Department of Labor, will deter-
mine methods of facilitating both the horizontal and
vertical job mobility of health service workers. The
project involves: (1) Perfecting a methodology of job
analysis that will lend itself to job desibcrn, curriculum
design, performance appraisal, and selection of career
pathways; and (2) assisting in the application of the
techniques perfected in a health service center. The
contractor has desiRed and is testing a method to
measure the dimensions of skills and lmowledges re-

quired on various health service jobs. The contractor
will implement the method of job analysis developed
in one health service setting.

Preliminary findings: Changes in New York's mu-
nicipal hospitals to permit more efficient use of health
manpower were proposed by Eleanor G. Gilpatrick and
Paul K. Corliss in The Occupational Structure of New
York City Hospitals (see 3.3.90). Another report re-
capitulates the work done on this project through June
1970. It tells the background of the project, details the
research progress, and explains the task-analysis
method. It also outlines the work planned for the dura-
tion of the project. (See 3.3.91.)

Contract period: March 1, 1969, throuei December
31, 1971.

L3.72 NEW YORK STATE DEPARTMENT
OF LABOR, DWISION OF EM-
PLOYMENT

ALBANY, N.Y.

CorrntAcT 82-34-69-45

PROJECT SPRUCE (SPECIAL PROGR iM OF REHABLLI-

TATION FOR UNEMPLOYMENT COMPENSATION EXHAUS-

TEES)

The New York State Department of Labor, throtgh
the Buffalo employment office, is seeking to develop
new techniques for: (1) Early identification of unem-
ployment insurance (UT) recipients who are likely to
remain on UI rolls until exhaustion of benefits; (2)
determining what types of individualized, rehabilita-
tive services (such as counseling, testing, training, or
relocation) will best help develop reemployment for
those UI recipients; and (3) determining whether ex-
tra-payment incentives will motivate them to stick with
their rehabilitation plan. This project will serve to test
and revise, if necessary, proposed Federal legislation
to have the unemployment insurance system function
as a reemployment-development system as well as a
payment agency.

The project works with experimental and control
p-oups of UI claimants who reach their 13th week of
unemployment benefits and do not have definite pros-
pects of employment.

Contract period: July 1, 1969, throne] September
30, 1971.
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1.3.73 NORTH CAROLINA MANPOWER
DEVELOPMENT CORPORATION

CHAPEL HILL, N.C.

CONTRACT 82-35-70-01

A DEMONSTRATION OF MANPOWER DEVELOPMENT

CENTERS IN NORTH CA ROLINA COMMUNITIES

The contractor will: (1) Test the feasibility of basic
education and work preparation centers leading di-
rectly to entry-level employment as a step to establish-
ing a statewide network of such centers; (2) deter-
mine if local support can be generated to maintain a
State-initiated system of centers; and (3) devise means
for assuring a common working base for the public
employment service and the community college system

in operating basic manpower development centers lead-
ing to employment, skills instruction or OJT training.

Contract p-fiod: July 15, 1969, through December

31, 197L

1.3.74 NORTH CAROLINA MANPOWER
DEVELOPMENT CORPORATION

CHAPEL HILL, N.C.

CONTRACT 82--37-71-04

LABOR MOBILITY PROJECT

This project conducts mobility assistlnce in high
unemployment rural counties for moves to selec.:ed

labor-shortage areas in North Carolina, but with more
focus on enrollees in specific manpower progranw than

on general recruitment. The project staff wfil aid the
Manpower fr-dministration in developing a manual to
guide the anticipated future mobility assistance serv-

ices of the Labor Department. The contractor is to
provide preparatory training and technical assistance

to other organizations which may be given responsilil-
ity for providing mobility services. (See 3.3.95 for
earlier work by this contractor.)

Contract period: October 1, 1970, through Septem-

ber 30, 1971.

1.3.75 NORTH CAROLINA MANPOWER
DEVELOPMENT CORPORATION

CHAPEL HILL, N.C.

CorrrucT 82-37-71-47

MULTI-PROJECT DEMONSTRATION OF MANPOWER DE-

VELOPMENT

This project will assist in the development of and
assess the means by which a State acquires further
capability for the planning and delivery of manpower
services. It will: (1) Examine the problems and proc-
esses of a State in developing methods of managing
increasingly decentralized and decategorized man-
power programs; (2) determine the scope and charac-
ter of meaningful public service employment opportun-

ities; (3) develop and analyze the procedures under
which pre-employment preparation is conducted so as
to enhance employability of disadvantaged persons,
assure employer participation, and increase institu-
tional responsiveness in conducting such miployment
preparation; and (4) provide assessment and analysis

on manpower matters as requested.
Contract period: June 30, 1971, through June 30,

1972.

1.3.76 NORTHEASTERN UNWERSITY
BOSTON, MASS.

CONTRACT 82-25-71-21

DR. MORRIS A. HOROWITZ, DEPARTMENT OF ECONOM.

ICS

THE Rozi 07 REIATED INSTRUCT/ON I APPRENTICE-

SHIP PROGRAMS

This study is investigating the contrilution of re-
lated classroom instruction in apprenticeship and will
make recommendations for the improvement of such
instruction. It will research the effects of classroom
instruction on the preparation of craftsmen in the
trades under study.

The researcher is to assess both the positive and
negative aspects of related instruction in three vades
in the Boston area. The actual content of related
struction programs will be examined to auess their
relevance and to 44.--inixte whether the related instruc-
tion is timed to coincide with job tasks currently as-
si,ped to apprentices. Other factors such as breadth of
competency, development of independent judgment,
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and the potential for occupational mobility are to be
investigated along with effects of training on the drop-
out rate and the length of total time required for
training.

Completion is scheduled for April 1973.

1.3.77 NORTHEASTERN UNIVERSITY
BOSTON, MASS.

CONTRACT 82-25-71-39

Da. Motuus A. HoRowrrz aNn Da. IRwriq L HERRN-
STADT, DEPARTMENT OF ECONOMICS

TRANsrnori FROM SCHOOL TO WORK: THE CONTRIBU-

TION OF COOPERATIVE EDUCATION PROGRAMS AT THE

SECONDARY SCHOOT LEVEL

This is a rtudy of: (1) The degree to which students
from cooperative vocational education programs may
be better prepared than other youth for finding a first
full-time job and may obtain better quality in the work
they do find; and (2) the extent to which the working
experience of graduates of cooperative vocational pro-
grarmi differs from that of other students. Secondary
objectives include a determination of whether coopera-
tive education is more Moly to prevent students fraro
leaving school prematurely and an identification of the
method in which cooperating firms are "sold" on par-
ticipating in cooperative education programs.

Information is to be obtained from the students of
tbe class of 1966 and the class of 1972. For the dais
of 1966, the basic information is to be obtained through
a mail questionnaire (and telephone followups) for
graduates of cooperative vocational programs over a
12-month period after graduation. Control groups of
students are also to be interviewed and various statisti-
cal comparisons are to be made with the test group.
Information about the administration and the effec-
tiveness of cooperative education will be obtained from
teachers, school administrators, and employers through
interviews.

Contract period: June 24, 1971, through September
23, 1972.

1.3.78 NORTHERN MICHIGAN UNIVERSITY
MARQUETTE, MICH.

77

CONTRACT 82-24-70-13

NOWIIIERN MICHIGAN UNIVERSITY'S LABOR MOM=
PROJECT

The contractor is developing guidelines as to when
and how labor mobility assigance can be used to com-
plementor as an alternative toother manpower
programs. The project is developing and providing
relocation assistance in Michigan and Wisconsin for
unemployed and underemployed workers including
trainees from CEP, WIN, and MDTA programs, in
cooperation with the Wisconsin and the Michigan em-
ployment service systems.

Contract period: March 1, 1970, through September
30, 1971.

1.3.79 NORTHWESTERN UNIVERSITY
EVANSTON, ILL

GRANT 92-17-71-02

DR. SAMUEL I. DOCTORS, GRADrATE SCHOOL OF MAN-
ACEMENT

ENHANCEMENT OF WORKER MOBILITY AND JOB OPPOR-
TUNITY

The grantee is conducting an intensive analysis of at
least two companies which have planned upward mo-
bilit, systems. If possilile, one will be a company in-
troducing new internal mobility practices. The analysis
is to be designed to examine the way the mobility
systems function, why they were designed as they
were, reasons for !imitations on their operations, and
other factors that tte- analysts believe are relevant to
the end objective of gaining understanding of the bar-
riers to broad internal mobility programs.

The grantee is to use the findings as the basis for
seminars for the companies with which it works, other
selected companies, and selected academic personnel to
develop a final paper on: (1) Conclusions which ap-
pear to have some applicability to certain types of
companies; and (2) specifications for types of new
efforts that the companies in the seminar might be
willing to introduce to test specific new approaches.

Grant perio . October 15,1970, through August
14, 1971.
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1.3.80 OICCHARLOTTE BUREAU TRAIN-
ING PROGRAMS, INC.

CHARLOTTE, N.C.

CONTRACT 42-8-004-35

IMPROVEMENT OF EMPLOYER SELECTION METHODS FOR
Jon HIRE

This project is to explore the fearaliaity and assess
the value of worksampie methods as a "second chance
hire" approach to identifying disadvantaged job appli-
cants who can perform satisfactorily in a job for
which they fail to meet standard selection tests and
other screening procedures for hiring. The contractor
will compare the job performances of: (1) Disadvan-
taged persons hired by employers beause they pass
standard employment selection tests and other screen-
ing procedures; and (2) disadvantaged persons who
fail to meet such selection criteria but are hired by the
same employers on the basis of satisfactory perform-
ance of work-sample tasks.

Contract period: Apr3 1, 1971, through September
15, 1971.

1.3.81 OFFICE OF ECONOMIC
OPPORTUNITY

WASHINGTON, D.C.

CONTRACT 82-11-71-13

MODEL UaRAN INDIAN CENTERS

Multi-agency support is administered by the Office
of Economic Opportunity to test a compreher.sive ap-
proach, through four model urban Indian cente:s, to
meeting the special problems of Indians living in
urban areas. The pilot centers are to try to meet
human service nxds and to develop approaches and
techniques to serve as prototypes for other such cen-
ters. The pilot centers are to be located in Wmneapolis,
Minn.; Los Angeles, Calif.; Fairbanks, Alasica; and
Gallup, N.M. A central project staff is to provide tech-
nical assistance and information exchange for the cen-
ters and review the project activities for the Intera-
gency Project Review Board, consisting of representa-
tive Indian people and of the funding agencies (De-
partment of Labor, Department of Housing and Urban

Development. Office of Education and Social and Re-
habilitation Service of the Department of Health, Edu-
cation, and Welfare, and the Office of Economic Op-
portunity ).

Contract period: March 18, 1971, through March
18, 1972.

1.3.82 OFFICE OF MANAGEMENT
AND BUDGET

WASHINGTON, D.C.

CONTRACT 82-11-71-30

DANIEL LEVINE, CHM*, DEmOCHAPHIC SURVEYS Divi-
sion, BUREAU OF THE CENIZES

SURvEY OF EMPLOYEES AFFECTED BY REDUCTIONS LV
NA.SA Cosrrnscrs

This is z study of the rzte and nature of =absorp-
tion of displaced space workers, especially scientists
and engineers, in new fields in order to gain further
insights into the problems of other displaced aerospace
personnel.

Study data, which included many cieedions related
to the emplri-nrent and re-employment experiences of
the laid-off workers, were partly collected in an already
completed study conducted by Battelle Memorial Insti-
tute for the National Aeronautics and Space Adminis-
tration of space workers laid off between June 1968
and September 1970. This particular manpower dimen-
sion will include extensive followup of nonrespondents
as well as coding, tabulation and analysis of the occu-
pational and industry employment and re-employment
data collected in the original study bat never analyzed
in depth. Analyses will focus primarily on the nature
and extent of unemployment and underemployment,
occupational and geographic mobility, and possilde
barriers or frictions involved in obtaining employment
and their impact on manpower policy.

Contract period: June 1, 1971, through October 31,
197L

1.3.83 THE UNIVERSITY OF
PENNSYLVANIA

PHILADELPHIA, PA.
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CONTRACT 82-42-71-26

Da. HERBERT NORTHRUP AND DR. RICHARD L. ROWAN,

INVUSTRIAL RESEARCH UNIT

A STUDY OF THE EFFECTIVENESS OF PLANS FOR IN-
CREASED MINORITY EMPLOYMENT r% THE CONSTRUC-

TION INDUSTRY

This study is to be a detailed analysis of dfirmative
action plans for increasing minority employment in
the construction industry and their effectiveness in two
citiesIndianapolis. Ind., and Washington, D.C.
A main purpose is to develop the methodology and
techniques for examining the impact of these plans.
Information to be developed includes such areas as an
assessment of jobs won for minorities through the
plans, the sources of the new black hires, the impact of
the new hires upon the construction industry and upon
the local conununity itself. and criteria for the meas-
urement of success.

Completion is scheduled for August 1972.

1.3.84 PEOPLE TO PEOPLE COMMITTEE
FOR THE HANDICAPPED

WASHINGTON, D.C.

CoxraAcr 82-11-71-23

PROJLCT VOLUNTEER-POWER

This project is to test whether, how, and to what
extent the voluntary power of women's organizations
can be engaged fruitfully to supplement established
methods of meeting the employment and independent
living needs of the handicapped.

Operating in three citim, the contractor will asses
each city's needs for services (of the type volunteers
might capaNy perform) to enhance employment op-
portunities for the handicapped, develop local plans of
action, and enlist the assistance of local womeed vol-
untary organizations in carrying out the plans.

Contract period: June 7, 1971, through June 6,
1972.

1.3.85 PUERTO RICAN FORUM, INC.
NEW YORK, N.Y.

CONTRACTS 82-34-68-04 Atm 8244-69-28

BOLT-BASIC OCCUPATIONAL LANGUAGE TRALNENG

77

This project has developed and tested a program of
occupational language training for Spanish-speaking
workers, stressing idiomatic expressions of particular
occupaticns. Training is provided in mobile class-
rooms and a fixed laboratory facility. The project has
determined the length of exposure to occupational lan-
guage training achieving best results, the amount of
job-related Fremft that can be absorbed in specific
release-time limits, and the effects of BOLT training in
terms of actual job upgrading. Job-related Spanish is
being taught to English-speaking supervisors in a small
pilot effort.

The contractor is recruiting and selecting trainees
from participating employers; developing varied occu-
pational language curricula, materials, and teaching
methods tailored to meet the needs for upgrading
workers in specific occupations; providing job place-
ment, development, and followup; and conducting
analyses of the program inputs to test the contention
that participation in BOLT training programs contra.-
utes to success in job training and employment
through significant improvements in English languar
capability.

Preliminary findings: In a document titled Bask
Occupational Language Training (B.O.L.T.) Septem-
ber 1, 1967-Ianuary 31, 1969 (see 3.3.116), the pro-
ject reports that: (1) Language immovement has in
fact occurred; (21 job retention and --pgrading was
enhanced; (3) the assumption that older men resist
training is unwcrranted; (4) people with diverse back-
grounds showed improvement in a "relatively short"
training period; and (5) language instruction was
most effective when it was job related.

Contract periods: September 1, 1967, through Janu-
ary 31, 1969, and February I., 1969, through July 22,
197L

1.3.86 REHABILITATION RESEARCH
FOUNDATION

ELMORE, ALA.

CONTRACT 82-01-69-06

EXPERIMENTAL MANPOWER LABORATORY FOR CORREC-

TIONS
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Located in the Draper Correctional Center, a prison

outside of Montgomery, Ala., the laboratory staff con-

sists mainly of persons who originally conducted the
"Draper Project," whose 3 years of work in an experi-

mental and demonstration prisoner training project is

summarized in MDTA Experimental and Demonstra-

tion Findings No. 6 (see 3.3.120).
The laboratory is building on the knowledge gained

from the Draper Project, conducting experimental
studies to measure the impact of given types of pro-
graming and clarifying further problems that impede
the attainment of the rehabilitation goal in the MDTA

prisoner training program. The laboratory develops
and tests new program intervention strategies which

appear effective in increasing an MDTA trainee-prison-
er's capability of meeting the demands of a new and
responsible "free world" role. It has conducted a num-

ber of studies, among which are those determining:
The employment barriers that face ex-offenders in var-

ious industries; the usefulness of labor mobility and
bonding assistance upon release; and the perceptions

of prisoners, correctional officers, MDTA instructors,
and employment service personnel towards MDTA

prisoner training programs conducted in the Draper
Correctional Center.

The laboratory instituted an ecological experiment

in corrections, using the token economy approach as

an additioncl reinforcer of desirable social traits for

MDTA trainees. Coupled to this is a correctional
officer training project, using behavior modification
techniaues, to equip the officers to become "change
agents" in the rehabilitation process. The laboratory
has also been acting as a central resource unit for the
experimental and demonstration bonding program in
the various prisoner training projects throughout the

country.
The project starts its third phase of operations in

September 1971, continuing the token economy and
correctional officer projects, as well as ongoing longi-

tudinal followup studies. Three new studies in the area

of behavioral changesinvatigating essential behav-

ioral skills needed for post-release employment, a finer

definition of recidivism, and the prison contra-culture

are being initiated. The laboratory has instituted a
Center for Studies in Community Corrections, from
which the followup team will work and additional in-
tervention techniques will be tried.

The principal findings of the laboratory have been

reported in numerous documents, monographs, re-
ports, and ardcles in professional journals, as well as

in various conferences and meetings around the coun-

try. Its primary dissemination effort is the bimonthly
newsletter, "Pacesetter," published since March 1970.

This four-page publication is distributed to over 2,400
people in the corrections and rehabilitation field

(mostly in manpower programs) and includes summa-

ries of its own work and of other Manpower Adminis-
tration efforts and some work in the corrections field
in general. A companion piece, "Intervene," is pub-
lished bimonthly primarily as a house organ for the
Draper Center correctional staff and prisoners, in an
attempt to involve the prisoners with the prison and
MDTA training staff.

A full listing of all the publications of the labora-
tory is included in the phase II report. Interim re-
ports on activities and accomplishments of the labora-
tory are contained in The Experimental Manpower
Laboratory for Corrections, Phase 1 and The Experi-
mental Manpower Laboratory for Corrections, Phase

Contract period: September 1, 1968, through Febru-

ary 28, 1973.

1.3.87 ROCHESTER JOBS, INC.
ROCHESTER, N.Y.

CONTRACT 82-34-70-33

OPERATION YOUNG ADULTS

This contract is developing and conducting initial
trial operations of several types of industry-school,
work-education programs to enable a more effective
transition from school to work by potential and actual
dropouts. The programs are seeking to encourage con-
tinuation in schooling, which is made more relevant to
the interests and abilities of dropout-prone youth
through industry-provided opportunities for work ex.
perience and pay, gearing academic activities to work
interests, use of nontraditional staff and educational
settings, and special counseling.

The project is working with potential and actual
school dropouts in three separate components involv-
ing work experience, academic instruction designed to
complement the work experience, and special counsel-
ing. The components are differentiated primarily by
age grouping and the type of work experience in-
volved: (1) The In-School Simulated Industry Pro-
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grata, with work experience in a simulated industrial
setting Provided for students aged 14 and 15 in a
separate facility established for this purpose; (2) the
Industrial Work-Study Program, in which students
aged 16 to 20 receive paid work experience in indus-
try, while they may attend classes at the separate facil-
ity or in regular home schools; and (3) the Housing
Renovation Program, in which students receive skills
and academic instruction in a special training center
provided by local industry and are gaining paid work
experience in the rehabilitation of dilapidated homes.

Rochester Jobs, Inc., is the prime cont.actor provid-
ing overall administration and direct operation of
rnany af the work-related aspects of the project. The
Rochester City School District is providing, under a
subcontract, most of the academic and skills instruc-
tion and counseling.

Contract period: July 1, 1970, through August 31,
1971-

1.3.88 RUTGERS UNIVERSITY GRADUATE
SCHOOL OF SOCIAL WORK

NEW BRUNSWICK, N.J.

GRANT 92-34-70-14

INA SULLIVAN, SCHOOL OF SOCIAL WORK

SHORT TERM TRAINING PROGRAM FOR WIN AND PUB-
tic WELFARE PERSONNEL

This project is exploring the feasThility of using
social work knowledge to develop a short-term pro-
grain and related curriculum materials for training
program staffs of public welfare and manpower (WIN
Program) agencies, as a means of enhancing their
knowledge of each agency's role and function and
their skills for dealing effectively with problems of
welfare clients and other disadvantaged applicants.

The grantee is training program staff of local man-
power and welfare agencies, as well as agency supervi-
sors of these staff. The training is conducted in work-
shops; the initial full-week, 5-day training is followed
tv a month later with a 3-day retraining workshop to
reinforce the knowledge, attitudes, and behaviors to be
gained through the training program.

Grant period: June 22, 1970, through December 31,
1971.

1.3.89 ST. LOUIS UNIVERSITY
CENTER FOR URBAN PROGRAMS

ST. LOUIS, MO.

CONTRACT 82-29-71-34

DR. GEORGE WENDLE, CENTER FOR URBAN PROGRAMS

OPERATIONS RESEARCH PROJECT TO MONITORANALYZE

1971-72 DEMONSTRATION OF VOCATIONAL EXPLORA-

TION IN THE PRIVATE SECTOR (VEPS) FOR IN-SCHOOL

NYC ENROLLEES

This project is to monitor and analyze the develop-
ment and operation in seven cities of a new year-round
in-school Neighborhood Youth Corps program (Voca-
tional Exploration in the Private SectorVEPS), as a
means of helping to develop guidelines and other
knowledge required to facilitate and make more effec-
tive future expanded implementation of VEPS.

Contract period: June 14, 1971, through July 30,
1972.

1.3.90 E. F. SHELLEY AND COMPANY, INC.
NEW YORK, N.Y.

CONTRACT 82-36-71-49

UnLIZATION PROJECT TO ASSIST THE OHIO BUREAU OF

EMPLOYMENT SERVICES (OBES) IN AN UPGRADING
PROGRAM

This project is: (1) Developing and demonstrating
the usefulness of providing assistance to the OBES in
the development of its proposed upgrading program,
and (2) documenting this utilization effort by produc-
ing reports, manuals, guidelines, and other materials
which could be used in developing other employment
service programs.

Contract period: June 30, 1971, through September
30, 1972.

1.3.91 SOCIAL DEVELOPMENT
CORPORATION

WASHINGTON, D.C.
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CONTRACT 82-11-71-25

FARM JOB LADDER PROJECT

This project will: (1) Explore the potential for de-
veloping alternate model systems for job structuring
and related training and upgrading on large farms
undergoing change in mechanization levels; and (2)
explore the feasibility of involving farm operators in
the testing and development of new methods for im-
proving farm manpower management With the coop-
eration of an advisory committee of agricultural econ-
omists, practicing farmers, and farm organization lead-
ers, the contractor is analyzing the manpower manage-
ment systems of four or five large California farms
and designing practical job progression models, indi-
cating related training and upgrading sequences.

Contract period: May 15, 1971, through January 15.
1972.

1.3.92 STOUT STATE UNIVERSITY
MENOMONIE, WIS.

CONTRACT 92-53-70-12

DR. DENNIS DLINN, DEPARTMENT OF REHABILITATION

AND MANPOWER SERVICES

NEW DEVELOPMMNTS TO ENHANCE PROPER UTILIZA-
TION OF THE WORK SAMPLE PROGRAM

This grant is exploring the feasibility of developing
new technical aids for use (by the Philadelpbia Jewish
Employment and Vocational Service (JEVS) or others
approved by the Labor Departxnent) in training staffs
responsible for operating work-sample programs, as a
means of enhancing the possibility of proper and effec-
tive nationwide utilization of the work $ample program
as a new component of manpower programs.

The grantee will develop and disseminate informa-
tional releases and special topic papers and will work
cooperatively with the Philadelphia JEVS to develop a
series of audio-visual materials and related staff train-
ing guides for use in training work-sample program
operators in administrating and performing the work
samples; observing and scoring work-sample perform-
ance; and preparing work-sample performance reports.

Contract period: June 1, 1971, through May 31,
1972.
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1.3.93 TALENT ASSISTANCE PROGRAM,
INC.

CHICAGO, ILL.

C ONTRACT 82-15-70-15

THE TALENT ASSISTANCE PROGRAM

This project is developing a volunteer system to aid
minority group entrepreneurs by organizing an agency
to make use of this unpaid talent and provide manage..
rial assistance to small businessmen or would-be busi-
nessmen. The agency will also help to arrange financial
advice and assistance provided by private lending in-
stitutions or governmental agencies, such as the Small
Business Administration and the Economic Develop-
ment Ad m inistration.

The project is assessing the impact on minority
group employment of the enhancement of business op-
portunities for minority group entrepreneurs.

The contractor receives small businessmen; attempts
to make effective referrals from the agency's volun-
teers, selecting persons with relevant backgrounds;
and tries to aid the businessmen in negodating the
paths that lead toward managerial advice and mone-
tary support

Contract period: March 2, 1970, through August 31,
197L

1.3.94 TECHNICAL EDUCATION
RESEARCH CENTER, INC.

CAMBRIDGE, MASS.

CONTRACT 82-25-71-10

MODEL PROGRAM TO INSTRUCT MANPOWER TRAINING

PERSONNEL IN SELECTION AND APPLICATION OF REME-

DIAL INSTRUCTION MATERIALS TO MEET INDIVIDUAL
TRAINEE NEEDS

The contractor is seeking to establish a program that
will assist teaching personnel in manpower training
courses to select and administer remedial education
materials to meet specific needs of individuals receiv-
ing manpower training. Its ultimate objective is to
effect the best use of such materials in manpower
training programs to provide both remedial education
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and skill training according to individual enrollee
needs.

The contractor is to: (1) Develop and use pro-
uamed materials to train administrators, counselors,
teachers, and teacher aides to provide basic remedial
education tailored to individual needs of enrollees in
manpower training programs; (2) provide followup
onsite technical assistance to the trained staffs as they
fit the individual-oriented basic education procedures
into their program structures; (3) assess the onsite
impact of the new techniques implemented by the
trained staffs; and (4) using a specific occupational
cluster, develop prototype materials for integrating
basic education and skill training curriculums so that
a total individual-oriented manpower training program
could evolve.

Contract period: January 4, 1971, through June 29,
1972.

1.3.95 UNIVERSITY OF TENNESSEE
KNOXVILLE, TENN.

GRANT 92-47-71-03

DR. T. CHARLES HELVEY, SPACE INS-al Uit,

SHORT COURSE TO RE-ORIENT ENGINEERS TO THE FIELD

OF ENVIRONMENTAL CONTROL ENGINEERING

This project tested a new type of orientation io
ameliorate the transition of professional engineers
from one engineering skill to another.

The grantee: (1) Selected 50 engineers, unemployed
as a result of layoffs in the aerospace industry, to take
a 1-week course in "Engineering Aspects of Environ-
mental Control"; and (2) followed up trainees and
collected data about their educational prouess or em-
ployment status in the new field.

Completion is scheduled for July 15, 1971.

1.3.96 TEE UNIVERSITY OF TEXAS, AUS-
TIN

AUSTIN, TEX.

CONTRACT 82-48-71-18

DR. F. RAY MARSHALL, DEPARTMENT OF ECONOMICS

A COMPARISON OF PERSONS WHO HAVE ACHIEVED
JOURNEYMAN STATUS THROUGH APPRENTICESHIP AND

OTHER MEANS

This pilot study is examining the process by which
workers gain entry into building trades unions and
achieve journeyman status, with emphasis on those
who do not serve apprenticeships. Variations in the
process, and reasons for the variations, are being ana-
lyzed by city, craft, and union to develop recommenda-
tions which can help establish a process which recog-
nizes the legitimate interests of all partiesunions, thz
public, minority groups, and employers.

In Atlanta and New York, employers, union leaders,
union members, civil rights leaders, educators, and
other knowledgeable persons are to be interviewed on
such subjects as the admission and certification proc-
ess, the history of current procedures, the role of the
international unions in determining the procedures,
and changes in the process occasioned by market fluc-
tuations. A sample of journeymen and workers on
permits for each selected craft in each city will be
interviewed to learn how they gained admission to the
union and became journeymen.

Completion of the pilot study is scheduled for Janu-
ary 1972. If results warrant, a larger study will then
be conducted.

1.3.97 THE UNIVERSITY OF TEXAS, AUS-
TIN

AUSTIN, TEX

CONTRACT 82 48 71-38

DR. F. RAY MARSHALL, DEPARTMENT OF ECONOMICS

A PILOT PROJECT TO OVERCOME BARRIERS TO EM-
PLOYMENT OF MINORITY WOMEN IN WHITE COLLAR

Joss

This is a combination demonstration-research effort
to enhance the opportunities for approximately 100
minority women to penetrate growth occupations in
while-collar occupations in Atlanta, Ga., in which
their employment so far has been minimal. The proj-
ect is designed to test the efficacy of a combined out-
reach and employer-persuasion approach in surmount-
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ing employment discrimination toward minority group
women.

The demonstration project is to operate on three
dimensions: (1) Selection of subjects from the local
community; (2) occupational preparation and refur-
bishment; and (3) job placement with local industry.
The research component will design the supportive
service package (including tutoring, motivation, and
job placement), chronicle the experience of the sub-
jects, and evaluate the experience and success of the
demonstration effort component.

Contract period: June 21, 1971, throuet September
20, 1972.

1.3.98 U.S. ATOMIC ENERGY COMIVIISSION
WASHINGTON, D.C.

CoNTRAcTs 82-45-66-100 AND 82-45-69-09

TRAINMG AND TECHNOLOGY

Training and Technology (TAT) is administered by
the Atomic Energy Commission under a subcontract to
the Oak Ridge Associated Univusities (ORAU) and
the Nuclear Division of Union Carbide Corporation at
Oak Ridge, Tenn. Designed to train unemployed and
underemployed residents of Appalachia in high-paid
shortage skills with the cooperation of the AEC, a
major industrial employer, universities, organized
labor, and employment service agencies, the project
demonst-ated that disadvantaged persons could be
trained and placed in high-paid jobs. The training
component is now operating without R&D funds, and
the contractor now conducts research and development
activities aimed at a wider spread of the government
contractor training approach; at analysis of the ongo-
ing training program which serves AEC, the Appa-
lachian Regional Commission, Concentrated Employ-
ment Programs in Nashville and Chattanooga, and the
Work Incentive Program; and at developing tie-ins
with other human resources programs in the Appa-
lachian area.

Recently, principal emphasis has been on getting
other AEC contractors to develop comparalle training
programs and exploring the relevance of the TAT ex-
perience to increased hiring and training of minority

and other disadvantaged workers by government con-
tractors.

Preliminary findings: The project has produced a
number of publications including:

L Training and Technology, the final report of
phase 1 of the demonstration manpower development
project (see 3.3.96).

2. Technical Training for the Disadvantaged (Pro-
ceedings of a Workshop), conducted by TAT and the
U.S. Department of Labor in cooperation with the
National Alliance of Businessmen (see 3.3.96).

3. TAT Satellite Training Project with the National
Accelerator Laboratory, a January 1970 report on an
experiment in training disadvantaged urban black peo-
ple for advanced technological work (see 3.3.98).

4. The Development of Human Potential, a May
1970 report on the transition from an experimental to
a regular MDTA training program and on modifica-
tions made in training curricuhim, supportive services,
testing, followup, evaluation, and experimemtal studies
(see 3.3.97).

5. Training and Technology, the 1970 annual report
(see 3.3.99).

Completion is scheduled for December 31, 197L

1.3.99 U.S. CIVIL SERVICE COMMISSION
WASHINGTON, D.C.

CONTRACT 82-09-70-34

DEVELOP JOB RESTRUCTURING TO FACILITATE UPWARD

MOBILITY

The U.S. Civii Service Commission is working with
several Federal agencies to restructure jobs in selected
occupationnl fields and make necessary and related
changes in training, selection, and other manpower
practices in order to: (1) Enable employees in lower
grades to progress to higher grades not customarily
filled by promotion from the lower levels; and (2)
provide guidelines for the Federal Civil. Service gener-
ally as to the feasibility, desirability, and methods of
facilitating such upward mobility.

The contractor has selected three Federal agency
installations at which jobs are to be restructured to
establish "bridge" jobs to span the gap between mini-
mally skilled and skilled occupational ladders. Criteria
are being developed for selection of employees for
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advancement to the "bridge" jobs, training needs are
being determined, and training programs being devel-

oped to prepare selectees for the "bridge" and higher

level positions.
Contract period: August 1, 1970, through January

31, 1972.

1.3.100 UNITED STATES RESEARCH AND
DEVELOPMENT CORP.

ANTIOCH, CALIF.

C ONTRACT 82-34-68-37

INDUSTRIAL MANPOWER CENTER; EMPLOYER INVOLVE-

MENT IN EMPLOYABILITY PREPARATION AND PLACE-

MENT OF DISADVANTAGED PERSONS

This project is seeking to determine whether and

how broad industrial-business support can be obtained
for the ready placement of disadvantaged (largely mi-
nority group) individuals who complete a basic educa-
tion, work motivation training program. The project
seeks to build a model of job preparation training and
post-placement support at moderate cost for persons
who would take entry-level jobs and be provided skills

training (OJT) by employers.
In 1968, the contractor began a training center

closely fie,1 to industry and provided training to more
than 300 participants. The interim findings of this
project are included in a report entitled Industrial
Manpower Center, the First Year (see 33.145).

Early conclusions on the operation of such a facility
include: (1) Large-scale employer commitments
do not result in a substantially similar number of
jobs when trainees are job ready, and there is no
effective substitute for the individualized "selling" of
each job candidaxe despite top level assurances of
wholehearted assistance; (2) the range of service nec-
essary to maintain participants in mining is great,
especially in an "urban fringe" area, and must be
provided by the training facility if it is to be offered at
all; (3) the attainment of creditability for a new insti-

tution in the local community, upon which effective-

ness depends, requires a willingness to take on asso-
ciated community service functions of which local peo-
ple have need but which are not funded under the
contnct; and (4) a facility serving an essentially
black and Chicano trainee group can play a positive
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role in intergroup relations in a generally white Anglo
locality.

The center is in its second year and the findings of
the total project will appear in a report now in proc-
eSS.

Completion is scheduled in December 1971.

1.3.101 UNITED STATES RESEARCH AND
DEVELOPMENT CORP.

NEW YORK, N.Y.

CONTRACT 82-34-70-31

JoB ADVANCEMENT TRAINING PROGRAM: TRAINING
THE WORKER DURING PERIODS OF LAYOFF

This project seeks to determine whether and how
constructive use can be made of cyclical and/or sea-
sonal layoff time through training which leads to in-
creased performazr and employability of workers and
the general improvement of work force capability. The
project will also ascertain whether it is practical to
build a system for such training which would have
general community acceptance and become an ongoing
institution with employer, employee, and labor union
support.

The contractor is to provide training, support, place-
ment, and followup services as needed to recently laid-
off unglrilled and semi-skilled workers and to attempt
to develop an industrial-business-labor network in
which the use of layoff time for training becomes a
community norm.

Contract period: July 1, 1970, through June 30,
1972.

1.3.102 US. TRAINING AND EMPLOYMENT
SERVICE

U.S. DEPARTMENT OF LABOR
WASHINGTON, D.C.

CONTRACT 82-46-69-22

TEXAS MIGRANT DEMONSTRATION PROJECT

This project will: (1) Determine the feasibility of
an interstate, multi-agency network of manpower and
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related services in overcoming the problems faced by

migrant workers and their families based in South
Texas; and (2) develop specific exp=ience within the

State employment service's Rural Manpower Service as

a means of increasing their capability to help solve the
employability problems of migrant workers and their

families. (See also 1.3.01.)
The project is operated by ES agencies in Texas and

nine Northern States, with the guidance of the Rural
Manpower Service. During the first 2 years, the pro-
ject explored new manpower service techniques and
suggested ways in which the ES and other government

agencies might coordinate their resources and activi-

ties to help satisfy the unmet needs of migrant workers

and their families.
Recognizing that emphasis would have to be placed

on individualized year-round service to migrants, par-
ticularly those who cross State lines, the project con-

centrated its attention on instituting procedures for the

development and use of bilingual outreach interview-

ers; the coordinating of manpower-related supportive
services available through other public and private
agencies at Federal, State, and local levels; and the use

of grants and a revolving loan fund for migmts.
During the project's third and final year, demonstra-

tion funds are being used only to support those project

activities which, because of statutory or other limita-

tions, a State would otherwise be prohibited from con-

tinuing. This "transition" phase will permit participat-
ing States to complete the planning, financing, and
administering of manpower services to migrants.

Contract period: January 1, 1969, through February

29, 1972.

13.103 THE URBAN INSTITUTE
WASHINGTON, D.C.

CONTRACT 82-09-68-44

DR. CHARLES C. HOLT, DR. C. DmicAN MAcRAE, DR.

STUART 0. SCHWErIZER, AND DR. RALPH E. SMITH

I. ABOR MARKETS, INTLATION AND MANPOWER PRO-

GRAMS

The objective of this research is to gain a better
understanding of the functioning of labor markets and

the impacts of manpower programs on inflation and

unemployment

The research is organized in four sets of tasks: (1)
Construction of a broad analytic framework for relat-

ing inflation, unemployment, upgrading, and man-
power programs. (2) Specific theoretical and empirical
studies that are needed before attempting to deal with
the labor market as a whole. These include the compo-

sition and duration of unemployment, cyclical fluctua-

tions of labor productivity, the dynamics of labor turn-

over, the relationship between vacancies and mem-
ployment, the influence of the regional composition of
unemployment on aggregate wage change, amd wage
change processes. (3) Building and estimating a model
of the national labor market that attempts to take into
account the major employer-employee relationships
and to incorporate the parameters that can be influ-

enced by policy actions. The following variables are
included: Quits, layoffs, job changes, retirements, new
hires, entry into and exit from the labor market, va-
cancies, overtime, production, inventories, order back-
log, productivity, and union and non-union wage lev-

els. (4) Exploratory analyses of several policy issues
utilizing the work above: Impact of manpower pro-
p-ams on unemployment, inflation, and upgrading; in-
teraction between manpower programs and the level of
aggrate demand; and implications for program eval-
uation and pimping.

Preliminary findings: This project, which is a con-
tinuation of earlier research supported by the Man-
power Administration, has involved several published
papers and reports, as indicated below. A summary
report will be available in 1972.

1. An empirical study of the long-run relationship
between inflation and unemployment in the United
States indicates that full employment and price stabil-

ity cannot be obtained simultaneously in the American
economy. However, time lags obscure the underlying
relationship and allow temporary exceptions to the
above proposition. The PhiLps curve is derived basi-
cally from a vacancy-unemployment relationship, the
wage response relationship, and wage-price interac-
tions which depend pardally on expectations. (See
3.3.146, where these particular papers are identified by
Urban Institute numbers 350-27 and 350-28.)

2. A study of the vacancy and unemployment data
supports the anticipated theoretical relationship based
on turnover and job search. Evidence is found that an
upward structural shift in the relationship between the
help-wanted rate and the unemployment rate occurred
in the late 1950's. However, there is no evidence that
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labor market frictions and imbalances worsened in the
early or middle 1960's. (See 3.3.146, 350-23.)

3. The vacancy-unemployment and wage response
model (presented in 3.1.146, 350-27) was fitted with
encouraging results to data from the United States,
United Kingdom, and Japan. The derived Phillips
curves for the United States and the United Kingdom
are similar, with the former being somewhat less fa-
vorable than the latter. The Phillips curve for Japan,
however, is more steeply sloped than either of the
other two and lies below them for all but extremely
low rates of unemployment. (See 3.3.146, 350-24.)

4. The black male unemployment rate is more than
twice that of white men not because of any large
diffemaces in speed of placement but rather because
blacks quit or lose their jobs at roughly twice the rate
of whites. Decreases in aggregate demand and hence in
job vacancies can markedly change both black and
white male unemployment rates but will have little
effect on the ratio of black to white male unemploy-
ment rates. (See 3.3.146, 350-26.)

5. The decentralization of progr=is in a functional
area in which there is a substantial national interest
such as manpower development, if it is to be effective,
should be accompanied by: (1) The development of
consistent subnational program reporting, output defi-
nitions, and output measures; and (2) the utilization
of such output measures and evaluation in planning,
plan assessment, and decisions relating to the alloca-
tion of Federal funds. (See 3.3.146, 350-31.)

6. In order to reduce both inflation and unemploy-
ment through structural changes in the labor market
the following must be done: (1) Speed up placements;
(2) reduce turnover; and (3) lower barriers that seg-
ment the labor market Broad policy recommendations
for achieving these objectives are presented in 3.3.146,
350-27.

7. A sequel paper to the last item above attempts to
sharpen the targets and relate specific program recom-
mendations to them. The following areas are consid-
ered: Employment service, youth unemployment, skill
shortages, geographic mobility, market segmentation,
and experimentation. (See 3.3.146, 350-28.)

1.3.104 UNIVERSITY OF UTAH
SALT LAKE CITY, UTAH

Corfu Act. 82-49-71-20

GARTH L MANGUM, HUMAN RESOURCES INSTITUTE

STATE AND LOCAL MANPOWER PLANNING
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This project was to sponsor a nationwide conference
on State and local manpower planning designed to:
(1) Identify the critical issues of State and local man-
power policies; (2) apply the general principles of the
planning process to manpower problems; (3) explore
the lessons to be learned from the States and cities
with the longest experience in manpower; (4) com-
pare the new organizational structures which are
emerging for State and local manpower planning and
administration; (5) work out the steps ui a State or
community manpower plan; and (6) establish the
basis for a continuing informal dialogue among a
group confronted with a common set of problems and
interests.

The conference was held in Salt Lake aty, on Apri)
28-30, 1971, with participants including special asc-A-
ants to governors and mayors for manpower affairs,
employment service officials, CAMPS chairmen, CAP
directors, Federal officials, and academic manpower ex-
perts. By bringing together these planner/administra-
tors in a practical "how-to-do-it" session, it is expected
that they learned from each .other and from Federal
and academic experts with more extensive back-
grounds and were thereby assisted in carrying out
their local manpower planning activities.

Completion is scheduled for July 1971.

1.3.105 VERA INSTITUTE OF JUSTICE
NEW YORK, N.Y.

CoNTRAcr 82-36-71-09

SUPPORTED EMPLOYMENT PROJECT

The contractor is determining the effectiveness and
costs of a program of creating supported employment
for chronic alcoholics and addicts.

The project will: (1) Develop and operate an enter-
prise, under the auspices of a nonprofit agency, to
provide employment at regular wages for chronic alco-
holics and addicts; (2) determine the extent to which
such an activity can, after its developmental stage,
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generate income for its continuation and the extent to
which it would require continuing support; (3) deter-
mine the degree to which various participants can
perform in low-stress employment situations and/or
progress to competitive employment; and (4) analyze
the operational practicalities of such an enterprise to
develop guides for possible expansion of this type of
job creation. Participants are chronic alcoholics and
drug addicts who have been unable to maintain regu-
lar employment in the community.

Contract period: January 1, 1971, through Decem-
ber 31, 1971.

1.3.106 STATE OF VERMONT DEPART-
MENT OF EMPLOYMENT SECU-
RITY

MONTPELIER, VT.

CorrritAcr 82-48-70-30

SPECIAL WORK PROJECTS FOR THE UNEMPLOYED AND
UPGRADING FOR THE WORKING POOR

This project is exploring the feaslility and value of
alternative approaches and procedures for conducting
special work projects (such as "public service employ-
ment") for thP unemployed and upgrading training
for the working poor. It will help develop guidelines
and other knowledge required to facilitate and malce
more effective national implementatIon and rapid ex-
pansion of such manpower training aimed at enhanc-
ing the employability of heads (and other members)
of low-income families (particularly those who meet
the eligiiility requirements of the proposed welfare
reform legislation).

The contractor is establishing special work project
slots with nonprofit employers and upgrading training
opportunities with private sector employers and is re-
cruiting project enrollees from among WIN and other
applicants at the five district employment service
offices in Vermont Supportive services (such as child
day care, health aid, rehabilitation assistance, or social
services) are provided to project enrollees by Ver-
mont's Human Resources Agency and State Office of
Economic Opportunity.

Contract period: June 30, 1970, through June 30,
1972.

1.3.107 VOCATIONAL GUIDANCE SERVICE
HOUSTON, TEX.

CorrritAcr 82-46-68-42

PLActroxrr Are VOCATIONAL GUIDANCE PROGRAM
FOR HIGH SCHOOL Youra

This program: (1) Prepares 10th-, 11th-, and 12th-
grade youth to make a posidve transition from high
school to suitable employment or post-high school
training; and (2) demonstrates the need for more
professional job placement assistance within the school
setting.

Using the group process, the contractor: (1) Ex-
poses the students to national and local job market
information and manpower trends; (2) teaches the
students techniques for seeking employment and for
career planning; and (3) establishes job development
and placement activities for graduating students.

The project has developed curricular materials and
specially designed group techniques to carry out its
effort.

This program will also provide for the transition of
training responsthilities from the core staff of the con-
tractor to local and State educational and other gov-
ernmental institutions. Training is now being con-
ducted to prepare the contractor's staff for their new
roles as field consultants. An accredited course is 02.,-
being developed in conjunction with the University of
Houston for school guidance counselors to cover: (1)
Group dynamicstheory and practice; (2) curriculum
development tailored to the local need; (3) utilization
of manpower and related resources; and (4) post-high
school planning. The course is to be tested in the field.

The program has also developed ties between the
school and the activities of the. local community, busi-
ness, and industry.

PreliminAry findings: Two reports have been issued
since the prop.am beganA fob Placement and
Group Vocational Guidance Program for Cultaray
Deprived High School Youth, Phase I (see 3.3.151)
and Career Guidance Through Groups, . . . Phase II
(see 3.3.152).

Contract period: June 28, 1968, through July 31,
1971.

1.3.108 WASHINGTON STATE EMPLOY-
MENT SERVICE
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VOCATIONAL RESOURCE CENTER
OLYMPIA, WASH.

CoNTRAcr 82,51-70-09

VOCATIONAL RESOURCE CENTER

This demonstration effort examines the potential for
and the capability of a public employment system to
administer a voca6onal resource center using commu-
nity resources and providing coordination among var-
ious organizations and groups to insure continued em-
ployment to recovering alcohclics after MDTA train-
ing.

The project has established a relationship between
the Washington State Employment Service (WSES)
and the Cedar Hills Alcoholism Treatment Center to
provide a full range of services for the "revolving
door" chronic alcoholic. It also has tied in various
other community groups and agencies in developing a
comprehensive rehabilitation program for alcoholics
after detoxification, and methods have been devised to
measure program success as well as alcoholics' patterns
of recidivism or partial regression.

Contract period: October 15, 1969, through Decem-
ber 1, 197L

1.3.109 WASHINGTON (D.C.) URBAN
LEAGUE, INC.

WASHINGTON, D.C.

CONTRACT 82-09-68-30

PROJECT SURGE (SEavicEs UNITED FOR RESPONSIBLE
AND GAINFUL EMPLOYMENT)

The project is to assess the feasilility of a coopera-
tive organization to train and employ household work-
ers for homeowners and apartment dwellers. This is
one of eight projects initiated by the National Commit-
tee on Household Employment and assessed by M. K.
Trimble Associates, Inc. (see 2.3.54).

The program's objectives are to determine: (1)
Whether and how new attitudes and methods might be
developed to make household employment a more at-
tractive and rewarding occupation; (2) whether and
how new types of organizations might improve and
expand household service opportunities from the
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standpoint of both potential workers and employers;
and (3) the extent to which such organizations may
require continuing financial support: and to yield use-
ful guides as to the feasilAlity, desirability, costs, and
design of a large-scale national program.

The project is training low-income minority group
men and women to provide household services and
special heavy cleaning services to homeowners and
apartment dwellers on a contract basis, with a plan to
move from Government support to a self-support coop-
erative basis. The project makes use of extensive vol-
unteer aid from four prominent women's organizations
(National Council of Negro Women, National Council
of Catholic Women, National Council of Jewish
Women, and United Church Women). Day-care and
other services for household workers are coordinated
with the project under funding from other sources.

Preliminary findings: See 3.3.155.
Contract period: March 15, 1968, through Septem-

ber 15, 1971.

1.3.110 WATTS LABOR COMMUNITY
ACTION COMMITTEE

LOS ANGELES, CALIF.

Cosrrut.crs 42-9-004-05 AND 42-0-002-05

Commumrr ant CORPS

The Community Elite Corps (CEC) is designed to
help build a comprehensive youth development and
work-experience program nm by a local community
organization and to help develop a model Neighbor-
hood Youth Corps (NYC) program for in-school
youth focused ou :Alf and community pride and devel-
opment.

The CEC is a program for in-school 16- to 18-year-
old men who were previously ineligible to participate
in manpowei activities of the Watts Labor Community
Action Conunittee (WLCAC). CEC is related to the
WLCAC prouams (financed by regular NYC funds)
for both in-school 14- to 15-year-olds and out-of-school
youth aged 16 to 21. Therefore, the CEC is central to
the total desiDni of comprehensive youth development
activities at WLCAC for all Watts youth regardless of
their school status.

The CEC enrolls in-school youth aged 16 to 18 in
activities taking place when enrollees are not directly
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under jurisdiction of the Los Angeles public schools
(after school, on weekends, and during school recess).
It is a well-rounded program of vocational exploration,
education remediation, work experience, leadership de-
velopment. cultural enrichment, and recreation, all of
which are provided to youth through the framework of
a community service and development program, malt-
ing self-help and group pride a central theme for youth
development.

This concept has been implemented by highly visalle
services and improvements in the Watts area of Los
Angeles including building recreational facilities, pro-
viding assistance to senior citizens, leading and supez-
vising younger youth, maintaining community facili-
ties (for example. neighborhood beautification), and
participating in the operation of community owned
businesses (such as a gas station, supermarket, and
credit union).

Preliminary findings: The project has assisted
youngsters to stay in school and has developed and
completed an unusual array and amount of significant
community service work. It has also stimulated leader-
ship development, group pride, and a sense of achieve-
ment as evidenced by youth participation each week
(including weekends) well beyond the number of paid
hours of work. Review of the project by the Manpower
Administration has led to the development of plans for
its transition to regular in-scbool NYC financing by
December 31, 1971.

The second and final phase of the project includes
utilization development activities to dissamtinate the
project model to other NYC program operators around
the country. Therefore, the project is to develop the
necessary guidelines, manuals, technical aides, and
other "how-to-do-it" materials needed by NYC spon-
sors to duplicate the program.

Contract period: December 1, 1968, through Decem-
ber 31, 1971.

1.3.1 1 1 WATTS LABOR COMMUNITY
ACTION COMMITTEE

LOS ANGELES, CALIF-

CONTRACTS 42-9-005-05 AND 42-06-71-02

CAMP SAUGUS RESIDEIMAL Jos CENTER

This project is saploring the feasilility and value of
a near-city residential work-experience and skill-train-

ing program and center which is linked to an in-city
community based comprehensive youth development
program. The enrollees return home on weekends after
their 5-day. round the clock stay at the center. A
central focus of this residential youth program is that
it is work-oriented with wages paid for work and with
practices relevant to dealing with workers.

In cooperation with the California Department of
Human Resources Development and other community
agencies, enrollees (primrrily 16- to 21-year-old school
dropouts, both men and women) are recruited from
Watts and other low-income communities in the Los
Angeles area. At a facility located 40 miles from the
borne area of the enrollees a comprehensive program
of work activities is integrated into and coordinated
with classroom vocational training conducted by com-
munity work-crew chiefs and Los Angeles school sys-
tem instructors. Enrollee work activities, including on-
the-job training, are conducted both at the residential
center and at facilities of varioes public and nonprofit
private employers and agencies and are geared to faml-
itating job placement.

Camp Saugus' vocational training courses and re-
lated work have been in dr areas of automoble me-
chanics, commercial cooking, office occupations, li-
censed vocational nurse, carpentry, and horticulture.
Several new training courses in the health field, includ-
ing training for dental assistant, will begin in August
1971.

Camp Saugus is an intsmal part of a complex of
manpower-community-economic development programs
run by the Watts Labor Community Action Cmiznittee
(WLCAC). In addition to daily work at the camp,
enrollees in their final phase of training are able to
gain related on-the-job work experience at WLCAC
nonprofit community businessesa restaurant, auto
service stations, supermarkets, a credit union, and a
construction and landscaping company. Through this
work, enrollees participate in the ec mnic-physical-so-
cial betterment of the Watts community.

WLCAC business enterprises have already provided
permanent jobs (averaging $130 per week) to gradu-
ates of the Saugus program. The paramedical training
prop-am is preparing future staff for the Martin Lu-
ther King, Jr. Hospital soon to open in Watts. Also,
WLCAC is now planning several other community
owned businesses to serve as permanent job placement
resources for Saugus graduates.

Camp Saugus is an important partnership between a
community action manl.,,wer sponsor and the educa-
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tion establishment to help develop the human resources
needed for the economic renewal a Watts.

Contract period: January 2, :196, through January
31, 1972.

1.3.112 STATE OF WISCONSIN, DEPART-
MENT OF INDUSTRY, LABOR
AND HUMAN REIATIONS

MADISON, WIS.

GRANT 92-53--70-17

WOMEN IN WISCONSIN APPRENTICESHIPS

This project is developing methods of influencing
employers and unions to accept .women into appren-
ticeship programs as well as creating new programs
designed especially for female employees. The grantee
is working closely with the University of Wiscimsin in
developing an educational program designed to en-
courage women to seek apprenticeship opportunities
throughout the State. The grimtee and the university
have produced a film designed to influence employers
and stimulate them to open up and expand apprentice-
able occupations for women.

Contzact period: June 30, 1970, through June 29,
1972.

1.3.113 THE UNIVERSITY OF WISCONSIN
MADISON, WIS.

CONTRACT 82-55-71-31

Da. GERAID G. SOMERS, DEPARTMENT or ECONOMICS

THE FEASIBILITY OF ESTABLISHDIG A DEMONSTRAXION

CENTER FOR APPRENTICESHIP ANT) OTHER INDUSTRIAL
Timm=

This project is to investigate the feasilility of estab-
lishing an experimental-demonstration-research "cen-
ter" for apprenticeship and other industrial training.

Since establishment of such a center requires the full
cooperation of officials associated with apprenticeship
training, extensive inquiries are to be made among

employers, union officials, vocational educators, and
State, Federal and local government personnel to deter-
mine the feasibility of the establishment of such a
center.

Contract period: June 15, 1971, through August 31,
1972.

1.3.114 WOMEN'S SERVICE CLUB
BOSTON, MASS.

CONTRACT 82-23-68,27

HOMEMAICER TRAINING PROJECT

The contractor is assessing the feasilility of using
an established women's organization with residential
facilities as a source for upgrading household employ-
ment training. This is one of eight projects initiated by
the National Committee on Household Employment
and assessed by M. K. Trimble Associates, Inc. (see
2.3.54). The program's objectives are to determine:
(1) Whether and how new attitudes and methods
might be developed to make household employment a
more attractive and rewarding occupation; - (2)
whether and how new types of orga 'nizations night
improve and expand household service opportunities
from the standpoint of both potential workers and
employers; (3) the extent to which such organizations
may require continuing financial support; and to yield
useful guides to the feasThility, desirability, costs, and
design of any large-scale national program.

Contract period: March 15, 1968, through Septem-
ber 13, 197L

1.3.115 WORK TRAINING PROGRAM, INC.
SANTA BARBARA, CALIF.

GRANT 92-06-71-01

READING DISORDERS E. RELATioN iro POVERTY AND
CRIME

This grant: (1) Has examined the subsequent expe-
rience of adults and youth with reading disorders who
received iraining in an E&D project conducted over 3
years ago (see 3.3.159); and (2) has compiled infor-
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mation available in the files of the grantee and com-
pared it with current data to develop further insights
on the identification of reading disorders as a possible
major contribution to the difficulties of the chronically
unemployed.

Completion is scheduled for November 1971.

materials to guide employers, agencies, and community
organizations to better understand and use new tech-
niques and improve the application of established
methods.

Contract period: February 1, 1970, through March
10, 1972.

1.3.116 ME YMCA OF METROPOLITAN 1.3.117 YOUM ORGANIZATIONS UNITED
CHICAGO WASHINGTON, D.C.

CHICAGO, ILL.

CONTRACT 82-15-70-11

ME YMCA MANpowER Pao.rEcT

The contractor is: (1) Determining whether and
how the job retention of disadvantaged workers, use of
employability plans, and opportunities for job progres-
sion among lower level employees can be increased by
the services of an onsite job counselor assisted by
specially trained support staff; (2) exploring whether
and how employer workshops and seminars of man-
agement personnel can develop useful information on
why manpower utilization problems occur, and ways
of preventing or overcoming them, and can lead to
preparation of descriptive materials with particular
credibility among employers.

The contractor is conducting employer -"Torkshops
and a series of employer seminars and ....oking coop-
eratively with employers and lower level employees to
develop and assess techniques which various kinds of
employers could use to prevent and overcome problems
that reduce the effective utilization of varied types of
disadvantaged workers. The project will also produce
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CONTRACT 82-11-71-33

YOUTH ORGANIZATIONS UNITED LEADERSHIP INSTITUTE

The Department of Labor and the Department of
Health, Education, and Welfare jointly fund, with ad-
ministration by HEW's Office of Youth Development
and Dalinquency Prevention, a leadership institute for
Youth Organizations United, a national association of
youth groups engaged in a variety of self-help and
community imp uvement projects. The leadership insti-
tute is to be operated by Training and Development
Systems, over a 12-month period providing both class-
room training and field experience. Trainees are to
come from different geographical and ethnic groups,
selected on the basis of demonstrated leadership, and
the institute will focus on increasing their organiza-
tional capabilities, developing program operation
skills, and increa5ing their effectiveness in aiding in-
digenous community organizations to deal with delin-
quency, addiction, job counseling, and placement prob.
lems.

Contract period: August 1, 1971, through July 31,
1972.



1.4 PROJECTS IN PROCESS ON JUNE 30, 1971Manpower Research
Institutional Grants Under the MDTA "

This section describes the activities during fiscal year 1971 at the 19 colleges and universities receiving man-
power research institutional grants. Seven of these grants (to Atlanta University, Iowa State University, the Uni-
versity of Maine, Norfolk State College, North Carolina State University, Oklahoma State University, and Temple
University) were awarded in 1966, and will expire in the first half of fiscal year 1972. The other 12 grants were
funded in August 1970 for a 4-year period, so that the first year's grant activities were largely developmental.

It is not anticipated that the institutional grant program will be open to new applicants until 1973.

1.4.01 ATLANTA UNIVERSITY
ATLANTA, GA.

GRArrr 31-13-71-0514

DR. ROBERT C. VOWELS, DEAN, SCHOOL OF BusiavEss
ADMINISTRATION, AND INSTITUTIONAL REPRESENTA-

TIVE, CENTER FOR MANPOWER STUDIES

During fiscal 1971 the Center for Manpower Studies
published a collection of three discussion papers pre-
pared in conjunction with its lecture series on the
income gap between blacks and whites. (See 3.4.07.)
The first paper examines the consta icy of this income
gap, despite marked improvement in black men's edu-
cational auainment relative to that of whites, and con-
siders other determinants of relative earnings for these
racial groups. The second paper analyzes the impact
on nonwhites' relative earnings of changes in labor
market discrimination from 1910 to 1966. The final
paper discusses causes and manifestations of income
disparities, prowams for lieir elimination, and public
policy commiiment to the goal of income parity among
the racial grOups.

Also published during the fifth year of grant sup-
port was an article, "Racial Integration in Southern

" Requests for information concerning these institutional
grants should be directed to the appropriate staff at each
school.

" Formerly grants 91-11-66-60, 91-11-67-31, 91-11-68-63,

and 91-11-70-04.

Management Positions" (see 3.4.06), which found Ne-
groes achieving siviificant management positions in
Atlanta. However, such integration was not widespread
and was more likely to occur in manufacturing and
trade than in finance or construction.

1.4.02 BRANDEIS UNIVERSITY
WALTHAM, MASS.

GRANT 31-23-70-01

DR. WYATT C. JONES, PROFESSOR, FLORENCE HELLER
GRADUATE SCHOOL FOR ADVANCED STUDIES IN SOCIAL
WELFARE, AND DIRECTOR, CENTER FOR MANPOWER RE-
SEARCH AND DEVELOPMENT

To administer the new institutional grant, the Center
for Manpower Research and Development was estab-
lished within the Heller Graduate School. As part of
the School's doctoral program in health and welfare, it
introduced in the 1971-72 academic year a concentra-
tion in manpower studies, consisting of four post-mas-
ter's degree courses: Labor economics and manpower
planning, social and psychological aspects of the em-
ployment relationship, urban education and manpower
policy, and manpower problems of the disadvantaged.
During the 1970-71 school year, 12 manpower-related
courses and seminars were given by the Heller Gradu-

91



92 1.4 Institutional Grants in Process

ate School and the departments of economics and soci-

ology.
Grant-supported research in the first year was lim-

ited to the dissertation studies of two doctoral candi-
dates receiving grant-based financial assistance. One
was developing a system for delivery of manpower
services under the Family Assistance Plan, and the
other was examining the process of problem definition
and resolution in organizations dealing with social wel-
fare and manpower training. Center faculty members
and doctoral candidates were working on nine other
manpower research projects funded by other sources.
Included were three dissertation grants (1.5.04, 1.5.05,
and 2.4.07) and one research contract (21.02).

1.4.03 UNIVERSITY OF CALIFORNIA,
LOS ANGELES

LOS ANGELES, CALIF-

GRANT 31-05-70-07

DR. BENJAMIN AARON, DIRECTOR, IN 11111)1L OF IN-
DUSTRIAL RELATIONS, AND PROGRAM DIRECTOR, MAN-

POWER RESEARCH CENTER

The Manpower Research Center was established in
August 1970 within the Institute of Industrial Rela-
tions, as a joint endeavor of the Institute, the Graduate
School of Business Administration, and the Depart-
ment of Economics.

Research projects in diverse areas were pursued in
conjunction with the Center. Funds were being pro-
vided for a survey and analysis of the labor market
experiences, perceptions, and goals of low-income
Chicano and black youth in the Watts and East Los
Angeles areas. Center personnel were coordinating an
analysis of the impact that the Transportation Oppor-
tunity Program (see 2.3.52) has had on the local
trucking industry, companies within it, and selected
employees. In addition, a grant-supported research as-
sistant was working on a study sponsored by the Na-
tional Bureau of Economic Research, Inc., regarding
the effects of education on fertility.

Although UCLA has no degree program as such in
the manpower field, a series of courses on manpower
are offered and Ph.D. candidates may concentrate on
the fields of labor economics (in the Department of
Economics) or industrial relations, manpower and hu-
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man resources (in the Graduate School of Business
Administration).

To establish an information network among man-
power specialists in Californiaamong faculty and
graduate students at numerous colleges and universi-
ties, researchers in private iniinstry, and manpower
program administrators, Center personnel created a
Manpower Research Forum for monthly presentations
of manpower research results and discussions of re-
search applications. The Area Workshop in Manpower
and Human Capital was also established for discussion
of more technical papers.

1.4.04 CORNELL UNIVERSITY
ITHACA, N-Y-

GRANT 31-34-70--02

DR. ROBERT ARONSON, PROFESSOR, SCHOOL OF IN-

DUSTRIAL AND LABOR RELATIONS, AND PROGRAM DIREC-

TOR, INSTITUTIONAL GRANT

Research is focused on examining the occupational
and personnel requirements of publicly supported
manpower and related social programs in order to
develop curricula for educating program specialists.
The primary activity in the first grant year was an
interview series at 24 local, re,03nal, and national
manpower organizations, both public and private.
eter background research activities included drafting
a bibliography on manpower supply and demand in
Federal programs in a variety of fields and ccnsider-
ing research needs on the organization, staffing, and
delivery of manper services by the public employ-
ment service.

Ongoing research studies examine: (1) The process
of achieving coordination between the community, the
sponsoring agency, and the project contractor in the
development of a manpower training program and the
impact of this process on these organizations; (2)
recruitment and mobility, as they influence manpower
wastage and labor turnover, in selected public school
ristems: (3) the relationship between ability and earn-
ings for 53,000 1960 high school graduates not attend-
ing college and the influence of the labor market on
this relationship; (4) the effect of length of service,
other work experience, and education on earnings for
a sample of blue- and white-collar occupations; (5)
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the occupational structure of a major Canadian firm
and the interoccupational mobility of about 5,000 of
its nonoffice employees; and (6) the hypothesis that
the physics profession manipulates the supply of new
physicists, primarily through graduate schools' enroll-
ment and support policies.

During the 1970-71 academic year, enrollment in
the 21 manpower-related courses offered at the gradu-
ate and undergraduate levels in the School of In-
dustrial and Labor Relations exceeded 500 students.
Within the School, 45 graduate students were pursuing
as major or minor subjects ,either manpower studies or
labor economics anei income security.

1.4.05 IOWA STATE UNIVERSITY
SCIENCE AM TECHNOLOi;Y

AMES, IOWA

GRANT 31-19-71-0416

OF

DR. EDWARD B. JAM:IBM:MICAS, PROFESSOR OF Eco-
NOMICS, AND DIRECTOR, INDUSTRIAL REIATIONS CEN-
TER

In its fifth year of grant support, the Industrial
Relations Center expanded its manpower education
programs by adding a graduate course in comparative
manpower and doubling enrollments in the new bache-
lor's degree program in industrial relations.

Ongoing research projects included an examination
of career choice among medical interns going into
orthopedics, a manpower forecasting study of occupa-
tional employment trends at the regional level, devel-
opment of a model to predict future farm employment
for small geographic areas, a study of the interaction
between personality and the level of performance, a
long-range examination of the demand for and supply
of arbitrators, a study of the uses o.1 cost-benefit analy-
sis as an evaluation tool, consideration of occupaeonal
upgrading and community participation in the Des
Moines Model Cities Program, a followtr, of 1960 data
on 450 aged persons in Iowa, and a study of problems
of the Spanish-surnamed and migrant populations in
Iowa.

Publications completed during fiscal year 1971 and
supported by grant funds include the following: (1)

'Formerly grants 91-17-66-61, 91-17-67-32, 91-17-68-64,
and 91-17-69-58.

93

fob Vacancies in Iowa Manufacturing Establishments,
the eighth in a series of surveys of the nature and
extent of manufacturing job vacancies. (See 3.4.18.)
(2) A statement on older Americans in rural areas
before the US. Senate Special Committee on Aging
which discusses the work and health situations of older
persons in rural Iowa and offers recommendations to
improve services for these persons. (See 3.4.32.)

1.4.06 UNIVERSITY OF MAINE
ORONO, MAINE

GRANT 31-23-71-0116

DR. A. M. HUQ, PROFESSOR OF ECONOMICS, AND
DIRECTOR, MANPOWER RESEARCH PROJECT

During their fifth year of grant support, the inter-
disciplinary team of faculty and students conducted
research on a variety of manpower problems, u6trally
from the perspective of the State of Maine. Reports
were being drafted on two studies of powerlessness:
(1) A literature review which failtr.; to support the
hypothesis that minority individuale feelings of pow-
erlessness to affect their environment lead to economic
tuiderachievement; and (2) an experiment which dem-
onstrated that subjects' competitive striving toward
success and final outcomes were entirely a function of
the power assigned to them by the experimenter.

Reports completed during the 1970-71 academic
year included the following: (1) A survey of the edu-
cational and occupational aspirations of 1,900 graduat-
ing high school students in Maine (see 3.4.39). (2)
Surveys of the occupational choices, carter plans, and
orientations toward work of 1,400 post-high school
vocational students and 600 nursing students in Maine
(see 3.4.45 and 3.4.46). (3) A master's thesis examin-
mg the relationship between belief in the American
ethos of success and several social indicators amrtg
post-high school vocational students in Maine. (See
3.4.38.) Fmdings of this thesis were: (a) High accept-
ance of certain dimensions of the success ethos, partic-
ularly that success is a mailer of hard work; (b) more
frequent endorsement of the ethos among students who
perceive themselves in lower social class status nd

" Formerly gr. nts 91-21-66-63, 91-21-67-34, 91-21-68-56,
and 91-21-69-60.
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whose fathers have lower occupational status; and (c)
little correlation of the ethos with students' religious
preference, place of residence, parents' income, or
fathers' education. (4) An exploration of potential em-
ployment and income benefits likely to accrue from
development of a modern oil refinery on Maine's coast
(see 3.4.40). From this study the researchers found
the likely benefits for Maine residents to be rather
limited and testified accordingly at State public hear-
ings. (5) A study (in cooperation with the National
Marine Fisheries Service) of the social and economic
impact in three Maine communities of limited entry
into the lobster industry. (6) An investigation (funded
by the Maine State Department of Education), by
means of a case study of machinists, of the feasibility
of an investment approach (as opposed to a manpower
needs approach) to vocational education planning in
Maine. The researchers found the investment approach
usable and discussed modifications necessary to make
it a practical policy tool.

During the 1970-71 academic year, the University's
two-semester interdisciplinary manpower research sem-
inar focused cn State manpower problems, such as
employment opportunities from oil refinery develop-
ment, a study referred to above.

1.4.07 MEMPHIS STATE UNIVERSITY
MEMPHIS, TENN. in cooperation with

THE UNIVERSITY OF MISSISSIPPI
UNIVERSITY, MISS.

GRANT 31-45-70-03

DR. WILLIAM R. SCHRIVER, ASSOCIATE PROFESSOR OF
MANAGEMEIVT, MEMPHIS STATE UNIVERSITY, AND
DLRECTOR, CENTER FOR MANPOWER STUDIES; DR.
BRIAN RUNGELING, ASSISTANT PROFESSOR OF ECONOM-
ICS, UNIVERSITY OF MISSISSIPPI, AND CO-DIRECTOR,
CENTER FOR MANPOWER STUDIES

The Center for Manpower Studies was established at
the inception of thi* institutional grant program as a
consortium between Memphis State University and the
University of Mississippi. The Center focuses on the
manpower problems of the mid-South region, which
consists of rural and urban counties in western ken-

tucky, western Tennessee, eastern Arkansas, and Mis-
sissippi.

Research projects by the Center inckde: (1) Two
projection studiesone to estimate employment de-
mand for Tennessee's nonagricultural industries by
occupation and determine the resulting needs for train-
ing in the Tennessee Area Vocational-Technical School
system, and the other to develop computer methodol-
ogy to predict the amount of labor available, by level
of skillin small labor areas. (2) Two migration stud-
ies to examine the patterns of migration and popula-
tion redistribution among 50 State economic areas in
the East South-Central Subregion of the United States
from 1880 to 1960 and to analyze the flow of labor
by race and income groupingsamong metropolitan
areas in the mid-South from 1960 to 1965. (3) Three
labor force studies of employees displaced by the clos-
ing of a major manufacturing plant in Memphis; the
factors influencing persons in rural Coahoma County,
Miss., to be unemployed or to not participate in the
labor force; and unemployment and underemployment
in a black low-income area of Memphis.

Two Center-supported stales were completed dur-
ing fiscal year 1971. Mississippi's Population
(1960-70): A Provisional Analysis examines the pat-
tern of population change and urbanization within the
State. (See 3.4.47.) The 1970 Population Data Book
for Tennessee Counties presents a basic demographic
profile of all counties based on the first count sum-
mary tape of the 1970 cen5us. (See 3.4.48.)

Center staff have developed for introduction in the
1971-72 academic year a manpower specialty within
the master's degree programs in economics, sociology,
political science, psychology, management, and educa-
tional administration. The specialty requires comple-
tion of three new manpower courses (on the historical
development of manpower theory, labor force partici-
pation, and manpower research methodology), a man-
power-related thesis topic, and a 6-week internship in
a emnpower agency.

1.4.08 UNIVERSITY OF MISSOURI
COLUMBIA

COLUMBIA, MO.

GRANT 31-27-70-08

Da. E. E. LIEBHAFSKY, PROFESSOR OF ECONOMICS AND
DIRECTOR OF THE MANPOWER PROGRAM
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At the inception of the institutional grant, an Inter-
disciplinary Graduate Program in Manpower was es-
tablished within the Department of Economics with
ties to the Departments of Sociology and Psychology
and the Business and Public Administration Research
Center.

In the first grant year, existing graduate programs
in economics, psychology, and sociology were adapted
to permit specialists, educated in the principal disci-
plines, to develop talents as interdisciplinary man-
power researchers. Each eudent in the graduate pro-
gram must fulfill the requirements of his own depart-
ment, complete a 16-hour manpower core curriculum,
and gain work experience as a research assistant and a
summer intern. In addition, doctoral students in eco-
nomics may concentrate on manpower economim. One
new course has been developeda 1-hour interdisci-
plinary seminar.

Since grant funds have been used principally to
support students and faculty in the graduate manpower
program, relatively little grant support went for direct
research expenses. However, manpower research was
conducted in the first grant year under other funding
which included eudies of: (1) The personal character-
istics and training of the disadvantaged (supported by
the U.S. Training and Employment Service) ; (2) the
effects of supplemental labor market information on
job search behavior and success (see 1.1.32); (3) a
theoretical model of technological change and the ine-
quality of income distribution (supported by the Uni-
versity's Business and Public Administration Research
Center) ; ari (4) the measurement of structure of
larger-than-family agricultural operations and the rela-
tionship of structure to output variables (funded by
the University's Agricultural Experiment Station).

1.4.09 NORFOTX STATE COLLEGE
NORFOLK, VA.

GRANT 31-51-71-0317

SAMUEL VASSAR, DIRECTOR, MANPOWER RESEARCH IN-
STrIUTE

Ongoing research projects of the interdisciplinary
faculty team explore: (1) The impact of technological

27Formerly grants 91-49-66-56, 91-49-57-37, 91-49-68-69,
and 91-49-69-63..
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advances in the longshoring industry on dockworkers
(Predominantly blacks) in Hampton Roads; and (2)
racial differences in job-search methods of low-income
individuals in the Norfolk-Portsmouth, Va., area.

The Institute published two reports during its fifth
year of grant activities:

1. Profik of Norfolk State Students, prepared by
undergraduates in a manpower research seminar, pre-
sents a profile of students =rolled at this predomi-
nantly black college during the 1969-70 academic
year. (See 3.4.54.) Questionnaires administered '..c) a
5-percent sample of the full-time students yielded data
on respondents' ferufly background, sources of finan-
cial support, and goals in Pursuing a college education.

2. Current Social and Eeonoinic Developments;
Their Implwation4 for Manpower Programs presents
proceedings of the Institute's fourth annual manpower
research symposium on May 8, 1970. (See 3.430.)
Preseniations of labor market trends and the JOBS
Program preceded discussion of nianpower programs
in Tidewater, Va.

Two papers were presented by Institute staff. "Some
Effects of the New TechnologY in Vocational-Technical
Curriculums," given before the Virginia Education As-
sociation, discusses new instructional materials and
techniques, an approach to using them, students' per-
formance, and trends in vocational education teaching.
(See 3.4.55.) "Tbe Current Concept, Manpower,"
which was presented at the Norfolk Technical-Voca-
tional Center, reviews t4e evolution of America's man-
power policy and discusses current policy orientations
and programs. (See 3.4.49-)

Each year the Institute has conducted an interdisci-
plinary manpower research seminar for advanced un-
dergraduates ma two.semester sequence.

1.4.10 NORM CAROLINA AGRICULTURAL
AND TECHNICAL COLLEGE

GREENSBORO, N.C.

GRANT 31-35--70-04

DR. Howium F. RonrcsoN, DIRECTOR, THE INSTITUTE
FOR RESEARCH IN FilyMAN RESOURCES

Resench has focused on local and regional man-
power problems. Pirst.year projects supported partly



96 1.4 Institutional Grants in Process

by grant funds include: (1) A comparison of labor
force participation rates and other characteristics of
poverty populations in North Carolina and Wisconsin
(with additional support from the Cooperative State
Research Service) ; (2) an examination of the impact
of transportation problems on carless workers' job-
seeking patterns, wages, and earning potential (funded
largely by the University's Transportation Institute) ;
and (3) a study of Negro employment in the textile
industry in North and South Carolina (funded primar-
ily by the Equal Employment Opportunity Commis-
sion).

Recently initiated projects under the grant include:
(1) A survey of the job experiences of a sample of
1971 college graduates in science and engineering and
an inquiry to selected universities and companies in
the fieid regarding anticipated job openings and meth-
ods for filling positions; (2) a followup on the realiza-
tion or frustration of ambitions among 1,500 area
high school students first interviewed in 1963; and (3)
an exploration of the impact of Greensboro school
counselors' self-perceptions on students' perceptions of
their own educational and vocational potential.

During the first year, Institute staff presented two
conference papers: (1) A comparison of the labor
force participation of 500 migrants to and nonmi-
grants in Greensboro and Winston-Salem, N.C., by
age, sex, and race, was given at the Southern Eco-
nomic Association meeting on November 12, 1970 (see
3.4.56) ; and (2) a discussion of black manpower re-
searchers am educatorsthe current shortage, proba-
ble carse.:, and sucTerested remedieswas given at Cor-
nell University's conference, "Manpower for the Man-
power Field," on October 12, 1970 (see 3.4,57).

Eighi manpower-related graduate and underuaduate
courses were offered in the 1970-71 academic year
with enrollment totaling 169 students. An advanced
undergraduate interdisciplinary seminar on manpftwer
was developed for introduction in the next academic
year.

1.4.n NORTH CAROLE:TA STATE UNIVER-
SITY, RALEIGH

RALEIGI1, N.C.

GRANT 31-37-71-0218

Formerly grants 91-35-66-65, 91-35-67-36, 91-35-68-68,
and 91-35-69-62.

DR. ROBERT M. FEARN, ASSOCIATE PROFESSOR OF ECO-
NOMICS AND INSTITUTIONAL R.EPRESENTATIVE

Since 1966 institutional grant activities have been
carried out by NCSU's Department of Economics, in
cooperation with Duke University and the University
of North Carolina at Cliapel HilL NCSU's Research
Workshop in L:.bor Economics and Human Resource
Development has fimctioned as a primary vehicle lor
the exchange of manpower research information
among faculty members and pnduate students al the
three universities. In addition, two graduate seminars
on human capital and on labor economics and man-
power problemshave been offered each year al
NCSU.

During the 1970-71 academic year, research fo-
cused on the areas of lifetime earnings and old age,
labor force characteristics of peripheral workers,
human resources in international and regional develop-
ment, and the economics of education. Active studies
include a doctoral dissertation on the effect of the Fair
Labor Standards Act on teenage unemployment from
1948 to 1968, and an examination of dentists' income
from independent practice over the period 1929-67.

The following were among the reports, papers, and
articles supported in significant part by institutional
grant funds and completed during fiscal 1971: (1)
"Economics of Aging: Work and Income Througi the
Life Span" concludes that the faster the pace of tech-
nology and the higher the rate of economic growth, the
greater is the disparity between earnings during the
working life and retirement benefits, under present
income-allocation arrangements. (See 3.4.62.) The ar-
ticle also discusses approcches to reducing the income
disparity. (2) "Career Options After Fifty: Suggested
Research" directs attention to the question of av indi-
vidual worker's preference as to how much free time
he would elect, under iniy given income status, and
when he would take that free time. (See 3.4.60.) (3)
"Youth Unemployment and Minimum Wages: Some
Further Questions" reviews recent research on the rela-
tionship between the minimum wage and teenage un-
employment, discusses policy aims of ern7loying youth,
and postulates the impact of lowering the minimum
wage as a means of easing teenagers into jobs. (See
3.4.76.) (4) "Youth Unemployment and Iffinimmn
Wagft Disnussion" comments on the different mea-
sures of unemployment used in research on this ques-
tion and the theoretical effects of minimum wage on
employment of a growing teenage population. (See

88
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3.4.75.) (5) "The Impact of Welfare on the Work
Effort of AFDC Mothers" (funded mainly by the Pres-
ident's Commission on Income Maintenance) analyzes
1967 data on AFDC recipients in Alabama, Kentucky,
and Mississippi, which differed in levels of welfare
benefits and implicit "tax" rates on welfare recipients'
earnings. (See 3.4.67.) (6) Occupational Employment
Patterns in Raleigh, North Carolina compares the rela-
tive occupational positions of whites and nonwhites
across industries in 1966-67. (See 3.4,70.) (7) Em-
ployment in the Manufacturing Sector of Developing
Economies: A Study of Mexico, Peru, mut Venezuela.
finds from 1945 to 1966 data that the relatively slow
growth of employment in the advanced sector of
Mexico and Peru, but not in Venezuela, was substan-
tially explained by relatively high elasticities of substi-
tution and shifts in relative costs which made it profit-
able for firms to substitute capital for labor. (See
3.4.64.) (8) "Returns from Investment in Human Cap-
ital" (funded in part by a National Science Founda-
tion grant) develops a model to predict lifetime earn-
ings, formulated so that parameters can be estimated
simultaneously and hypotheses tested for several types
of investment in human capital, as a function of race
and rion. (See 3.4.72.) Data used were earnings
profiles estimated from the 1960 census 1/1,000 sam-
ple.

1.4.12 THE OHIO STATE UNIVERSITY
COLUMBUS, OHIO

GRANT 31-37-70-05

DR. S. C. KELLEY, DIRECTOR, CENTER FOR HUMAN
RESOURCE RESEARCH

The Center for Human Resource Research sought to
mobilize the university's manpower research resources
by surveying the faculties of manpower-related depart-
ments. As a result, persons in 9 of the 12 colles of
the university became associated with human resource
activities as members of the three inter&sciplinary
task forces and the advisory c-mmittee created to
guide grant activities.

The task force on instructional programs deigned
and introduced an interdise., :;nary seminar sequence
(covering three quarters) on human resorxce policy,

planning, and administration. They also developed for

initiation in the 1971-72 academic year a master's
degree curriculum with specialization in human re-
source policy within the Division of Public Adminis-
tration. This specialization requires completion of the
new seminar sequence and core courses in economics
and public administration.

The Center's task force on research focused on com-
municating research possibilities to other faculty mem-
bers, assisting in the design of their projects, and
helping them seek external funding. Grant funds func-
tioned as seed-money support for projects on: (1) The
use of simulation for projecting technological change
and employment (funded by the Pan American
Union) ; (2) a model for projecting public sector em-
ployment (supported by the Agency for International
Development); (3) the impact of extending minimum
wages to private houiehold workers (see 1.6.26) ; and
(4) a dynamic analysis of the labor force behavior of
men and youth (see 1.6-25).

The task force on human resource planning concen-
trated on developing a framework in which human
resource planning is integral to the general planning
process of State and local governments. They initiated
a series of secloral manpower studies and projections
at the State and local level with a pilot survey of
medical manpower in Ohio.

1.4.13 OKLAHOMA STATE UNIVERSITY OF
AGRICULTURE AND APPLIED
SCIENCE, RESEARCH FOUNDA-
TION

STILLWATER, OKLA-

GRANT 31-40771-0619

DR. JOHN C. SHEARER, PROFESSOR OF ECONOMICS AND

DIRECTOR, MANPOWER RESEARCH AND TRAINING CEN-
TER

Research during the fifth year of grant activities
was focused on vocational education, health man-
power, r.ad manpower in the nuclear industry. Al-
though Center faculty members succeeded in locating
other funding sources for much of this research, grad-
nate students receiving grant support centered their
research activities on these topics.

"Formerly grants 91-38-66-64, 91-38-67-35, 91-33-68-67,
and 91-38-69-61.
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Major projects included: (1) Work on application

of a statewide occupational training information system
(see 3.1.66) with the Oklahoma State Department of
Vocational and Technical Education; (2) analysis of
the potential use of discharged military corpsmen in
civilian health occupations in doctorless rural and
urban areas (carried out this past year largely le
master's thesis investigations) ; and (3) development
of an information system for manpower planning in
the nuclear industry, with reference to nuclear techni-
cians (supported by the Southern Interstate Nuclear

Board).
Among the research reports completed in fiscal 1971

and directly related to the institutional grant were the
following: (1) A paper, "Increasing the Supply of
Health Manpower," which recommends the ..tablish-

ment of new regional medical schools devoted solely to

preparing general practitioners and more experimenta-

tion with physician's assistants it generalig roles. (See
3.4.81.) (2) A master's thesis estimating supply and

demand for nuclear technicians in the South for the
period 1971-75 based on a survey of employer organi-

zations and training institutions.. (See 3.4.77.) The
author finds that demand somewhat exceeds supply.

In conjunction with the manpower program, three
graduate courses were being offeredin manpower
analysis, labor market theory and analysis, and occu-
pational analysisand one seminar was given in man-

power analysis.

1.4.14 UNIVERSITY OF OREGON
EUGENE, OREG.

GRANT 31-39-70-09

DR. EATON EL CONANT, niRECTOR, INSiiiui. OF IN-

DUSTRIAL AND LABOR RELATIONS

During the initial grant year the major emphasis of

the manpower program was placed on developmeAt of

manpower education within the Institute's interdisci-
plinary master's degree program. A newly introduced
sequence of two seminars on manpower research was
attended by approximately 15 g.adnate students.
Among the products of tiese seminars was a series of
research papers on aspects of manpower problems in

the Pacific. Northwest. These papers functioned as
background materials for a Fall 1971 conference of

regional researchers, government employees, and inter-

ested persons from the private sector.
Research activities focus on two areas: (1) Employ-

ment and work-related experiences of disadvantaged
populations; and (2) public and private institutional
activities affecting manpower programs. Projects re-
ceiving grant support include studies of paraprofes-
sional employment, principally in education; union-
management relations in the pulp and paper industries
of the Pacific Northwest; and costs of and arrange-
ments for early retirement

1.4.15 SOUTHERN METHODIST UNIVER-

DALLAS, TEL

GRANT 31-46-70-06

DR. THOMAS JOHNSON, Asszsrarrr PROFESSOR or Eco-

NOMICS AND STATISTICS AND DIRECTOR OF MANPOWER

RESEARCH

Activities during the first year of grant activity cen-

tered on generating interest in manpower research
among students and faculty and developing new gradu-

ate courses in manpower. Two new courses, one on
human capital and the other on labor economics, were
introduced as the core for specialization in the field of
human resources for Ph.D. candidates in economics.
These courses have already encouraged a number ot
students to focus their dissertation research on man-

power questions.
Grant-supported research has been oriented toward

econometric approaches to manpower problems and
toward manpower problems of Dallas and the South-
west. A paper on a procedure for the use of qualitative
and limited dependent variables in ecoric:rae relation-
ships was accepted for publication in Econometrica.
Analysis is underway of data (gathered under an
Office of Y::onomic Opportunity contrac) concerning
the occupational and social adjustment of Mexican
American mi&-nts from the Rio Grande Valley of
Texas to the Dallas-Fort Worth area. Graduate stu-
dents receiving grant support were doing studies on
such topics as the labor force participation of married

women, and the skill content of international trade

flows among developing coantries.
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1.4.16 TEMPLE UNIVERSITY
PHILADELPHIA, PA.

7 31-42-71-0720

DR. Louis T. HARMS, PROFESSOR OF ECONOMICS AIQD
DIRECTOR, MANPOWER RESEARCH LNSIii u rIONAL

GRANT PROGRAM

In 1966, at the outset of grant activity, a manpower
concentration was established in the newly developed
Ph.D. program in economics. In addition, grant-re-
lated faculty members have assisted in development of
the manpower concentration in the master's degree in
economics program and of two fields of specialization
in the master's of business administration program
in health administration and human relations. During
the 1970-71 academic year, 10 p.aduate manpower-re-
lated courses were offered.

Research activities have reflected manpower pro-
gram personnel's increased involvemmit in urban and
ghetto problems. Grant penonnel participated in a
study, which was initiated this past year under con-
tract (see 1.2.32), of the significance of employability
development teams in Philadelphia's Concentrated Em-
ployment Program. Work continued on an examina-
tion of the employment implications of firms entering
and leaving the Philadelphia labor market (see
L1.38). Work was completed on an analysis of em-
ployment trends for the Philadelphia labor market,
from 1959 to 1970 and 1980, by industry and occupa-
tion and by county; and on recommendations for
selection of target occupations for futaire training pro-
grams of the Philadelphia Opportnnitia Industriali-
zation Center.

Other manpower-related research of faculty and stu-
dents involved in grant activities is represented by the
following: (1) Social Economics for the 1970'sPro-
grams for Social Security, Ilea &A, and Manpower dis-
cusses the meaning and scope of social economics;
past, pment, and proposed programs in social secu-
rity, health, and manpower; and in particular, the
convergence of manpower and welfare policies. (See
3.4.102.) (2) "The Role of 'Fault' in Social Security
Legislation"considers the concept and role of "fault"
in private insurance; workmen's compensation; sick-
ness, disability, and survivors' insurance; and unem-

Formerly grants 91-40-66-62, 91-40-67-33, 91-90-68-65,
and 91-40-69-59.
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ployment insurance. (See 3.4.101.) (3) Student
Choke: A Theoretical Analysis of Higher Education
with Some Empirical Evidence Considered is a doc-
toral dissertation which constructs a model in which
the college student (consumer) decides among alterna-
tive courses (gocds bundles) according to seven ax-
ioms of the theory of choice. (See 3.4.103.) The
choice model is considered under various constraints
those internal to the student, such as his relative
aptitude, time, and income, and institutional restraints
on the student, such as grades and course require-
ments. (4) "An Economist's View of Social Policy"
discusses complementary contrThutions which profes-
sionals in social wok and economics might n2ake to
public policy evaluation and formulation. (See 3.4.90.)
(5 "Hospital Manpower Survey of Pennsylvania
Counties" (for the Pennsylvania Science and Technol-
ogy Foundation) lists paramedical personnel by type
of hospital and other hean-care institutions and com-
putes regression estimates for disability bed-days by
patient% by type of hospitaL (6) "Economic Policy
and Property Rights Implicit in the Legislative and
Judicative Roles of Government" considers the eco-
nomic sigiificancein terms of distribution of wealth
and level of resource useof the governmeAst's role of
defining and enforcing property rights. (See 3.4.89.)

1.4.17 UNIVERSITY OF UTAH
SALT LAKE CITY, UTAH

GRANT 31-47-70--10

Da. GARTH L MANGUM, PROFESSOR OF ECONOMICS
AND MANAGEMENT AND DMECTOR, HUMAN RusouRcEs
INSTITUTE

Grant resources have been devoted primarily to sup-
porting the manpower research activities of graduate
students and younger faculty members in this first
grant year. Eight doctoral candidates in economics,
political science, business, or psychology received
grant-based fellowships and four other graduate stu-
dents were ..ssisted with the expenses of preparing
their theses and disstatations.

Studtnt research has focused on State and local
manpower planning and on manpower administration
in generaL Specific projects Underway in fiscal 1971
included the following: (1) A dissertation examining
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information systems in six Utah manpower programs
in order to develop for management decisionmaking a
model information system based on the uses to which
information would be put. (2) A dissertation investi-

gating the economic impact of computer-assisted place-

ment systems. (3) A dissertation identifying parame-
ters and relationships within Utah's manpower system
as the first step in developing a manpower model for
the State. (4) A study examining the job of manpower
administrator and the kinds of knowledge and skills
necessary for job effectiveness and developing ideas
about appropriate education and training for compe-
tent manpower administrators.

In addition to offering manpower research experi-

ence and fellowships for doctoral candidates in all
manpower-related fields, the Institute has developed
three programs (not directly related to the grant) for
the education of manpower administrators.

1.4.18 VIRGINIA STATE COLLEGE
PETERSBURG, VA.

GRANT 31-49-70-11

DR. HUEY J. BATTLE, HEAD, DEPARTmENY oF Eco-

NOMICS AND Ikawroa, BLREAI3 OF ECONOMIC RE-

SEARCH AND DEVELOPMENT

The newly established Manpower Research Unit in

the Bureau of EconoTnic Research and Development
has focused on the manpower problems in south-cen-
tral Virginia, which includes 17 counties and five inde-

pendent cities. Specific areas under exploration are
;obseeking patterns, mobility, and adaptability of low-

income. household heads and the identification of mar-
ginally skilled workers in the area- Periodic interviews

are being conducted with 1,000 household heads. This
project builds on a recently completed study (carried
out under college and Department of Health, Educa-
tion, and Welfare support) of marginally skilled work-

ers in Dinwiddie County, Va.
Over a dozen manpower-related c,ourses have en-

abled advanced undergraduates to learn about the field.
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1.4.19 WEST VIRGINIA UNIVERSITY
MORGANTOWN, W. VA.

GRANT 31-52-70-12

MARGARET Emma, AssisrANT PRonEsson, Sc How. OF

SOCIAL WORK AND DIRECTOR, RURAL MANPOWER RE-

SEARCH AND TRAINING PROJECT

Priorities for the newly established Rural Manpower

Research and Training Project focus on the delivery of
human services, largely in Appalachia, through cumu-
lative research and training projects. Project research-

ers thus designed a major investigation of the success

of employing indigenous subprofessionals in human
service agencies, particularly in rural Appalachia.
More specifically, they were examining the various
career transitions of indigenous subprofessionals from
the perspectives of the individual, the educational and
training institutions, the employers, advocacy organi-

zations, and other institutions.

Project researchers have been compiling data on
manpower needs, resources, and problems in Appala-
chia and on related research subjects. Largely under
support of the West Virginia Commission on Aging,
they formulated recommendations for development of

a statewide plan for training persons to work with the
elderly. The U.S. Department of Health, Education,
and Welfare, in cooperation with the institutional
grant, was funding development of training materials
for entry-level positions in the supportive services, in-
cluding such jobs as family and child worker, recrea-

tion director, sheltered workshop worker, and eligila
ity worker.

Project personnel have added manpower concepts

and content to the social work curriculum by incorpo-
rating manpower in the required first-year graduate

course on research and in a second-year course on
social policy and the aging. Field work placements of
graduate students involved in research activities under
this Project were instituted in January 1971.
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1.5.01 BOSTON COLLEGE
CHESTNUT HELL, MASS.

GaArrr 91-25-71-38

CHARLES M. SAVAQE, DOCTORAL CAMDATE; Da.
THOMAS J. BIAKELEY, SPONSOR, DEPARTMENT OF
PaiLosopEry

A PHENOMLNOLOGY OF HUMAN LABOR

This project is concerned with the essential charac-
teristics of the relationship between man and work. It
uses phenomenology as its philosophical foundation to
explore, descril)e, and analyze such phenomena of
human labor as the meaning of work; the role of the
worker in society; the relation of the worker to tech-
nology, organizational structure, raw materials, and
product; and the production process and finished
product as factors in the creativity, self-expression,
and alienation or involvement of the worker.

Phenomenological methodology entails viewing an
object in its total context. Its applicability to man-
power problems is based on the premise that their
solutions must take into account social and cultural
subtleties of the post-industrial era.

Completion Li scheduled for June 1972.

1.5.02 BOWLEVG GREEN STATE UNIVER-
SITY

BOWLING GREEN, OHIO

GRANT 91-37-70-53

JAMES G. GOODALE, DOCTORAL CANDIDATE; DR. PATRI-
CIA C. Swim, SPONSOR, DEPARTMENT OF PSYCHOL-
OGY

BACKGROUND CHARACTEIUSTICS, ORIENTATION, WORK

EXPERIENCE, AND WORIC VALUES OF EMPLOYEES Hut=
FROM HustAN RESOURCES DEVELOPMENT APPLICANTS
BY COMPANIES AFFILIATED WITH THE NATIONAL AL-
LIANCE or BUSUCESSMEN

This project is examining the relationship of high
turnover among disadvantaged workers hired by Na-
tional Alliance of Businessmen (NAB) firms to the
work values and attitudes of the workers. The values
and attitudes are being compared with those of other
newly hired workers and related to personal character-
istics (race, work experience, place of birth, socioeco-
nomic class, and parents' educational-occupational
level), absenteeism, tardiness, job performance, con-
tent of the orientation program, and current job.

A sample of 750 newly-hired, blue-collar employees
(half classified as disadvantaged and half not) is being
selected from several NAB firms. Work values and
attitudes are being gaged through a battery of ques-
tionnaires administered to the employees immediately
after they are hired, following orientation, and after 3
months on the job. Supplementary information is
being drawn from job applications, foremen's perform-
ance ratings, and other company records.

Completion is scheduled for August 1971.

1.5.03 BOWLING GREEN STATE
UNIVERSITY

BOWLING GREEN, OHIO

GRANT 91-39-71-11

THOMAS E. STANDING, DOCTORAL CANDWATE; DR.
ROBERT M. GUION, SPONSOR, DEPARTMENT OF Psy-
CHOLOGY

= Requests for information concerning these dissertations
should be directed to the doctoral candidates. INIMVIDUAL DIFFERENCES DI WORK SATISFACTION
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This study is testing the following hypotheses: (1)
An individual's job satisfaction depends on tbe infor-
mation content of his work relative to the level a
environmental complexity at which he can process in-
formation most comfortably; and (2) job dissatisfac-
tion results if the job's informational content departs
from this optimum level complexity. For a sample
group of steelworkers perf fzraing the same work, the
informational structure nf Ile job will analyzed.

Data are being obtained itom interviews with in-
dustrial engineering and supervisory personnel, direct
observation of each worker on the job, his positic::...

description, and several tests to measure work attitudes
and information processing ability.

Completion is scheduled for October 1971.

1.5.04 BRANDEIS UNIVERSITY
WALTHAM, MASS.

GRANTs 91-23-66-59 AND 91-23-67-45

JANE GAUDETTE JONES, DOCTORAL CANDIDATE; DR.

STEPHEN J. MILLER, SPONSOR, THE FLORENCE HELLER

GRADUATE SCHOOL FOR ADVANCED STUDZS IN SOCIAL

WELFARE AND THE HELLER RESEARCH CENTER

THE CAREER PATTERNS OF WOMEN PHYSICIANS

This study is identifying factors which motivate
women to enter the medical profession and obstacles
which they must overcome.

A sample of women students, dropouts, and gradu-
ates of the medical schools of Boston University, Tufts
University, Radcliffe College, and Harvard University
is being interviewed about career decisions and about
personal and professional career patterns. Key persons
in medical education are also being interviewed.

Completion is scheduled for June 1972.

1.5.05 BRANDEIS UNIVERSITY
WALTHAM, MASS.

GRANT 91-25-71-04

JuNE HOPPS, DOCTORAL CANDIDATE; Dn. WYATT C.
JONES, SPONSOR, THE FLORENCE HELLER GRADUATE

SCHOOL FOR ADVANCED STUDIES IN SOCIAL WELFARE

A STUDY OF GHETTO ECONOMIC CORPORATIONS

This study will analyze economic corporations which
began emerging in urban black ghettos in the late
19609s. It is examining input (such as sources and
amounts of initial funding, characteristics of man-
power talent invested, and reinvested return from
zhetto markets) and output (such as development of
new professional and skilled manpower, contribution
to community economic wealth, provision of products
and services to the ghetto and beyond; and generation
of spin-off enterprises) for a sample of the enterprises.

The sample consists of all corporately owned plants
or offices set up in Roxbury-North Dorchester, Mass.,
between June 1967 and January 1971. Material is
being collected in discussions with executives of each
corporation and from company records and published

materials.
Completion is scheduled for September 1971.

1.5.06 BROWN UNIVERSITY
PROVIDENCE, R.I.

GRANT 91-44-71-51

FRANK L MOTT, DOCTORAL CANDIDATE; DR. ALDEN

SPEARE, JR., SPONSOR, DEPARTMENT OF SOCIOLOGY

FERTILITY AND FEMALE LABOR FORCE PARTICIPATION:

A LIFE-CYCLE APPROACH

This study has two major components: (1) Con-
structing a model of women's labor force behavior at
different life-cycle points. This part of the project uses
annual data collected by the Brown University Popula-
tion Laboratory for 1,578 married women, classified
by fertility and family structure, education, ethnicity,
religion, and age. (2) Assessing the relationships be-

tween work attitudes, fertility, job opportunities, so-
cioeconomic status, and labor force participation for
women currently of child-bearing age. By comparing
longitudinal data from the Rhode Island survey and
from The Ohio State University's national study of
labor force behavior (see 1.1.31), the researcher hopes
to learn whether the Rhode Island women, among
whom Catholics and second generation immigrants are
disproportionately represented, differ from those in the
national sample.

Completion is scheduled for June 1972.
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1.5.07 UNIVERSITY OF CALIFORNIA,
BERKELEY

.P.:ERKELEY, CALIF.

GRANT 91-05-68-04

JOHN S. SPIER, DOCTORAL CANDIDATE; DR. ROBERT
BLAUNER, SPONSOR, DEPARTMENT OF SOCIOLOGY

RACIAL INTEGRATION IN THE RAILROAD OPERATING
CRAFTS

This study is examining conditions which cause Ne-
groes to succeed or fail in a previously all-white indus-
try when employment is opened to them. Railroad
operadng crafts in the San Francisco Bay area, vir-
tually closed to all but whites until the early 1960's,
provide the work setting for the study.

The researcher is attempting to interview the ap-
proximately 75 Negroes hired for such jobs since the
early 1960's (whether still employed or not). These
interviews cover job history and aspirations, educa-
tion, family background, and reasons for leaving the
railroad (where applicable). Comparative data are
being collected from 25 white employees in the crafts,
who are being queried in addition concerAing their
views of Negroes as coworkers and whether their atti-
tudes have changed since the preintegration period.
Additional material is being obtained through inter-
views with local union and company officials.

Completion is scheduled for June 1972.

1.5.08 UNIVERSITY OF CALIFORNIA,
BERKELEY

BERKELEY, CALIF.

GRANT 91-05-69-01

JEFFREY M. SCHEVITZ, DOCTORAL CANDIDATE; DR.
HAROLD L. WILENSKY, SPONSOR, DEPARTMENT OF SO-

CIOLOGY

SOCIAL AND PSYCHOLOGICAL IMPACT OF WORKLIFE

INSTABILITY

This study examines the long-term social and psy-
chological impact of varying amounts of worklife insta-

bility, based on a mail survey of 1,200 engineers and
scientists and 1,200 skilled workersboth split be-
tween defense and commercial work Work life instabil.
ity is defined as downgrading, frequent job changes,
or layoffs resulting from technological obsolescence or
cancellation of defense contracts. The study is attempt-
ing to find ways of minimizing the negative effects of
worklife instability. The researcher postulates that an
individual's response to worklife instability depends
primarily on his attribution of blame for the instabil-
ity, his career orientation, and aspects of the work role
organization and industry within which he locates
reemployment.

Completion is scheduled for December 1971.

1.5.09 UNIVERSITY OF CALIFORNIA,
BERKELEY

BERKELEY, CALIF.

GRANT 91-05-69-53

STEPHEN R. ENGLEMAN, DOCTORAL CANDIDATE; DR.
LLOYD ULMAN, SPONSOR, DEPARTMENT OF ECONOM-

ICS

COST AND PERFORMANCE INCENTIVES 'FOR OFFICE OF
ECONOMIC OPPORTUNITY JOB CORPS CONTRACTORS

This study examines the efficiency of contractual
arrangements between the Office of Economic Opportu-
nity and private corporations or nonprofit institutions
for operating Job Corps centers, which provide train-
ing and other 'services to disadvantaged youth in a
residential environment. (Responsibility for the Job
Corps pfogranz was transferred from 0E0 to the U.S.
De.partment of Labor on July 1, 1969.) Job Corps and
extensive Department of Defense experience with cost-
plus-fixed-fee contracts is being analyzed for costs and
performance. A mathematical formulation of Job
Corps goals is being constructed and an incentive pro-
gram derived which would both maximize profit for
the contractor and yield cost results and goal fulfill-
ment superior to those attained under the present con-
tracting system.

All Job Corps center contracts are being examined,
and data collected from 0E0 on contractors perform-
ance. Several centers are being visited, and interviews
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conducted with officials of the Government and the
contractors.

CompleE'on is scheduled for August 1971.

1.5.10 UNIVERSITI7 OF CALIFORNIA,
BERKELEY

BERKELEY, CALIF.

GRANTS 91-05-70-13 ANo 91-06-71-30

LOUISE PERmAN, DOCTORAL CANDIDATE; DR. LLOYD
ULMAN, SPONSOR, DEPARTMENT OF ECONOMICS

AN ANALYSIS OF THE LABOR MARICET FOR POLICEMEN

This study analyzes reasons for the general shor-
tages of qualified police personneL It is examining the
determinants of trends in demand for policemen,
sources of supply, incentives for attracting new appli-
cants, wage differentials, the responsiveness of supply
to changes in wages, effects of alternative policies, the
process and rate of adjustment of supply to demand,
and the nature of existing shortages. Data on the labor
market behavior of California policemen are being
obtained from police departments through interviews
and employment records. The costs and benefits of
becoming a policeman are being estimated by level of
education. Data from a national survey will illustrate
the range of recruitment policies and provide a re-
search perspective from which to evaluate the Califor-
nia situation.

CoMpletion is scheduled for October 1971.

1.5.11 UNIVERSITY OF CALIFORNIA,
BERKELEY

BERKELEY, CALIF.

GRANTS 91-05-70-42 AND 91-06-71-33

MICHAEL D. HURD, DOCTORAL CANDIDATE; DR. LLOYD
ULMAN, SPONSOR, DEPARTMENT OF ECONOMICS

AN EXPLANATION OF CHANGING LABOR FORCE PARTICI-
PATION RATES

This study is analyzing recent changes in labor force
participation of each age, race, and sex group in the

population, with particular attention to the role of
wage rates. A model of labor force participation is
being developed for each group, starting with the as-
sumption that the individual participation rate depends
on the family's decision about maximizing family wel-
fare. Among the other variables to be investigated, the
wage rate for each group is the most important, hav-
ing been negIected in most previous studies despite its
theoretical inlportance. A wage series for each group is
being constructed and used in analyzing changes in the
ratios of wage rates for the different groups. Both
time-series and cross-section analyses are being made,
using data from: (1) The 1966 and 1967 Survey of
Economic Opportunity, covering 38,000 households;
(2) the Current Population Survey, Bureau of the
Census ; and (3) the Surveys of Consumer Finances,
Survey Research Center, University of Michigan.

Completion is scheduled for January 1972.

1.5.12 UNIVERSITY OF CALIFORNIA,
BERKELEY

BERKELEY, CALIF.

GRANT 91-06-71-07

ERNIE LIGHTMAN, DOCTORAL CANDIDATE; DR. LLOYD
ULMAN, SPONSOR, DEPARTMENT OF ECONOMICS

THE ECONOMICS OF MILITARY MANPOWER PROCURE-
MENT IN CANADA

This study investigates the operation of Canada's
all-volunteer armed force as it competes for personnel
with the civilian job market Biographical and wage
data from the Canadian Department of National De-
fense are being used to derive a model based on the
hypotheses that application and enlistment rates de-
pend primarily upon relative civilian and military
wages and upon the unemployment rate and that the
influence of these determinants varies by region and
by level and type of education. The model is being
used to estimate enlistment rates and the elasticity of
supply at varying wage and unemployment levels. The
economic and human resources implications of mili-
tary training programs, admission standards, pay sys-
tems, and reenlistments are also being considered.

Completion is scheduled for September 1971.
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1.5.13 UNIVERSITY OF CALIFORNIA,
BERKELEY

BERKELEY, CALIF.

GRANT 91-06-71-09

WILLIAm G. MOSS, DOCTORAL CANDIDATE; DR. FRANK
S. LEW, SPONSOR, DEPARTMENT OF ECONOMICS

THE EFFECT OF HOUSING SEGREGATION ON NEGRO
REAL INCOME AND EMPLOYMENT

Using data on 29,000 San Francisco Bay area
households, this study tests the hypothesis that housing
segregation reduces the real income of Negro workers
because their commuting distances are greater than for
whites in the same occupations and industries.

The project is also exploring the relationship be-
tween housing location and kinds of jobs taken by
Negroes who qualify for but forego jobs available
beyond reasonable commuting distance. The place of
residence of Negro and white household beads, classified
by occupation, is being compared with the location of
similar jobs throughout the area to measurc the rela-
tive availability of tbe job to residents of the subarea.

Data for both analyses were collected by the Bay
Area Transportation Study Commission in its recent
employment inventory and random sample survey of
Bay area households.

Completion is scheduled for September 1971.

1.5.14 UNIVERSITY OF CALIFORNIA,
BERKELEY

BERKELEY, CALIF.

GRANT 91-06-71-15

ERWIN A. J. DREE.S.SEN, DOCTORAL CANDIDATE; DR.
LLOYD ULMAN, SPONSOR, INSiTluit OF INDUSTRIAL
RELATIONS

THE ELASTICITY OF LABOR DEMAND AcRoss REGIONS,
WITH AN APPLICATION TO WOOD PRODUCTS INDUSTRIES

Models to gage the average effect of changes it,
geographical wage structures on relative labor demand
are being developed and tested in this project. They

are being applied to State data on two wood products
industries for the years 1958-67. Sources include the
Survey and Census of Manufactures, the Census of
Population, the Census of Transportation, Carload
Waybill Statistics, and Employment and Earnings.

Completion is scheduled for December 1971.

1.5.15 UNIVERSITY OF CALIFORNIA,
BERKELEY

BERKELEY, CALIF.

GRANT 91-06-71-18

DARRYL LOWRY, bOCTORAL CANDIDATE; DR. GEORGE
AKERLOF, SPONSOR, DEPARTMENT OF ECONOMICS

POPULATION CHARACTERISTICS OF DEPRESSED AREAS,

WITH PARTICULAR EMPHASIS ON THE BIAS CAUSED BY

SELECTIVE MIGRATION

This study focuses on the effects of migration on
areas of chronic high unemployment. It is examining
differences between the populations of depressed and
nondepressed areas in age, educational attainment,
income, and labor force participation rates and the
extentto which the differences can be explained by
selective migration. It is also considering whether the
existing population characteristics of depressed areas
would change if new employment opportunities were
available and whether area unemployment rates tend
to converge or diverge from the national average over
time. For major labor market areas selected on the
basis of labor supply conditions, published data from
the Bureau of the Census and the Department of Labor
are being analyzed.

Competition is scheduled for September 1971.

1.5.16 UNIVERSITY OF CALIFORNIA,
BERKELEY

BERKELEY, CALIF.

GRANT 91-06-71-31

MICHAEL W. STEBBINS, DOCTORM. CANDIDATE; DR. Jo-
SEPH GARBAKTNO, SPONSOR, SCHOOL OF BUSINESS AD-

MINISTRATION
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THE PH.D. IN INDUSTRY: MANAGEMENT'S USE OF SO-
CIAL SCIENCE SPECIALISTS

In light of the shrinking academic market for recipi-
emts of doctoral degrees in the social sciences, this
study is assessing private industry's potential to absorb
the rising surpluses predicted by some economists. The
project focuses on the nature and components of pres-
ent and projected utilization of :hese specialists; their
traditional and new organizational roles; the indus-
tries, organi7Ational functions, and departments most
likely to spark new employment opportunities; and the
influence on demand for social scientists of corporate
size, technology, the dynamics of the product market,
and the relative profitability of an industry.

Biographical and organizational data are being ob-
tained by questionnaire from manpower executives
and employees with Ph.D. degrees in 100 firms drawn
from the "Fortune Top 500" list. Data on employees'
attitudes, the content of their jobs, and the current and
projected demand for their services are being obtained
through interviews.

Completion is scheduled for January 1972.

1.5.17 UNIVERSITY OF CALIFORNIA,
BERKELEY

BERKELEY, CALIF.

GRANT 91-06-71-39

DOROTHEA CUDABACIC, DOCTORAL CANDIDATE; DR.
KERMIT T. WILTSE, SCHOOL OF SOCIAL WELFARE

Rorz CONFLICT EXPERIENCED BY INDIGENOUS SERVICE
WORKERS IN PUBLIC WELFARE

For welfare aides who were themselves welfare re-
cipients, this project investigates the conflict between
the workers' concern for their clients and their respon-
sibility to their agency. It seeks to identify those client
service situations likely to evoke role conflict; to gage
the extent to which this conflict is experienced by aides
and influences their job satisfaction and performance;
and to delineate characteristics of the job situation
that determine the manner in whiLh the conflict is
resolved.

Based on interviews with aides, social workers, and
other welfare staff, the researcher is collecting and
putting into questionnaire format a series of client

service situations in which lie aidw' responsibilities
conflict and must be resolved by client-oriented, agen-
cy-oriented, compromise, or avoidance alternatives.
The questionnaire, to be administered in interviews
with a sample of former welfare mothers working as
aides in California county welfare departments, is de-
signed to elicit for each situation the aide's perception
of expected behavior, the way she actually would act
and why, the di:.-ree of distress she would feel, and her
job satisfaction. Aide programs are being observed to
validate and extend this information and to gain in-
sight into those aspects of the program, such as train-
ing and agency sanctions and rewards, that would tend
to affect the role conflict.

Completion is scheduled for June 1972.

1.5.18 UN/VERSITY OF CALIFORNIA,
LOS ANGELES

LOS ANGFLF-S, CALIF.

Gnarrrs 91-05-66-09 AND 91-05-67-3:3

ROBERT SINGLETON, DOCTORAL CANDIDATE; DR. DiCK
HIRSHLEIFER, SPONSOR, DEPARTMENT OF ECONOMICS

LABOR FORCE COMPOSITION AND THE MINIMUM WAGE

This study is testing the proposition that increases
in the minimum wage cause unemployment among
such groups as the young, older workers, members of
minority groups, and the inexperience. Department of
Labor and Social mrity Administration data on
low-wage workers are being analyzed.

Completion is scheduled by June 1972.

1.5.19 UNIVERSITY OF CALIFORNIA,
LOS ANGELES

LOS ANGELES, CALIF.

GRANT 91-05-70-28

BARBARA ANN ROSENQUIST, DOCTORAL CANDIDATE; DR.
MELVIN L. BARLOW* SPONSOR, GRADUATE SCHOOL OF
EDUCATION

THE IMPACT OF COMPANY TRAINING PROGRAMS ON
REDUCING THE ALIENATION OF THE HARD-CORE UNEM-
PLOYED
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This study examines organizational policies for as-
similadng the hard-core unemployed and assesses the
impact of them policies on the alienated black em-
ployee. Questionnaires are being sent to executives and
training and supervisory personnel in 14 Los Angeles
firms which use different strategies in their programs
for disadvantaged new employees. Analysis of the re-
sponses will examine the interaction of program strat-
egy with the characteristics and expectations of the
employees and with the adaptability, connxdtment, ex-
pectations, type of control, and ownership of the com-
panies.

Completion is scheduled during fiscal year 1972.

1.5.20 THE UNIVERSITY OF CHICAGO
CHCAGO, ILL

GRANT 91-17-71-17

JAMES P. Sams, DocroRAL CANDIDATE; DR. H.
GREGG LEWIS, SPONSOR, DEPARTMENT OF ECONOMICS

HOURS OF WORK: AN EMPIRICAL STUDY or THE Aram-
CATION OF HUMAN TIME LN A LIFETIME CONTENT

This study examines determinants of the allocation
of time of adult family members between employment
and household activities. The framework of a life-cycle
model developed by other researchers is being ex-
tended to study the context of husbands' and wives'
decisions about hours of work. Data for married per-
sons from the 1966-67 Survey of Economic Opportu-
nity are being used in the analysis.

Completion is scheduled for December 1971.

1.5.21 'THE UNIVERSITY OF CHICAGO
CHICAGO, ILL.

GRANT 91-17-71-22

PAUL F. SALIPANTE, JR., DOCTORAL CANDIDATE; DR.
PAUL S. GOODMAN, SPONSOR, GRADUATE SCHOOL OF
BustNEss

COMPANY PROGRAMS TO TRAIN THE DISADVANTAGED:
THE IMPACT OF COMPANY FACTORS ON TRAINEES
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This project examines different characteristics of
companies and their training programs and relates this
to the job performance, turnover, and absenteeism of
disadvantaged trainees and to the characteristics of the
training group.

A sample of 100 training programs has been se-
lected from a cross-section of firms in 5 cities which
participate in the Job Opportunities in the Business
Sector (JOBS) Program. Information en job char-
acteristics, work behavior, and the characteristics of
the training programs and the training groups is
being collected in interviews with program teachers
and directors and from questionnaire returns from the
trainees' foremen. Recent growth and profit trends
and other background data on the firms are being col-
lected from published sources.

Completion is scheduled for December 1971.

1.5.22 THE UNIVERSITY OF CHICAGO
CHICAGO, ILL

GRANT 91-17-71-37

LUTAF DHANIDDTA, DOCTORAL CANDIDATE; DR. J.
ALLAN THOMAS, SPONSOR, DEPARTMENT OF EcoNom-
'Cs

ECONOMICS OF DEIAYED HIGH SCHOOL CompLETIoN

For a sample of men working toward the high
school equivalency certificate in the Cook County,
public school system, this study attempts to evaluate
the costs and expected returns of training relative to
the experience of high school dropouts and graduates
who do not continue their education. Information on
training costs, demographic characteristics, family
background, employment and educational experience,
and on occupational and earnings expectations is being
derived from interviews with the enrollees and com-
pared with available information on high school glad-
uates and dropouts. Data on the overall costs of pro-
viding a high school completion program are being
requested from school administrators.

Completion is scheduled for April 1972.
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1.5.23 THE UNIVERSITY OF CHICAGO
CHICAGO, ILL

GRANT 91-17-71-48

CLARENCE ROBERT TYSON, DOCTORAL CANDIDATE; DR.
JOHN F. BURTON, JR., SPONSOR, GRADUATE SCHOOL OF
BusnvEss

THE DEVELOPMENT OF "HOMETOWN PLANS" FOR IN-
CREASING MINORITY EMPLOYMENT IN THE CONSTRUC-
TION INDUSTRY OF SELECTED U.S. CITIES

This project traces the development in the construc-
tion industry of hometown plans"a strategy of vol-
untary affirmative action by contractors, unions, and
local minority groups to increase minority representa-
tion in the building trades. It addresses such questions
as: Why do some cities adopt hometown plans while
others do not? Is adoption affected by the size, minor-
ity population, level of construction activity, and other
structural characteristics of a city and its labor
market? By whom and through what processes are
negotiations to develop a plan begun? How do the
three parties resolve conflicts and what are the substan-
tive issues in negotiations and in the provisions of the
agreement? What are the problems in implementing
the agreement?

The analysis is based on a sample of 58 cities which
have either approved, begun negotiations on, or tried
and failed to devdc;p a hometown plan and of 40 cities
designated as targets for affirmative action where nego-
tiations have not yet begun. Infw-2:_ition on the struc-
tural characteristics of the cities is being collected
from Federal sources. Information on the bargaining
is being collected from newspapers and other publica-
tions; in interviews widt community leaders, contrac-
tors, and union spokesmen in a subsample of the
cities; and through questionnaires sent to the princi-
pals in all target cities. Copies of hometown plans are
being supplied by the Office of Federal Contract Com-
pliance.

Completion is scheduled for June 1972_

1.5-24 UNIVERSITY OF COLORADO
BOULDER, COLO.

GRANT 91-06-70-38

JAmEs C. HowELL, DOCTORAL CANDIDATE; DR. DEL-
BERT S. ELLIOTT, SPONSOR, DEPARTMENT OF SOCIOL-
OGY

A COMPARATIVE STUDY OF THE USE OF COMMUNITY
VOLUNTEERS AND PROBATION OFFICERS AS COUNSELORS
OF JUVENILE DELZ1VQUENTS ON PROBATION

This study is comparing the effectiveness of proba-
tion officers and volunteers in counseling juvenile pro-
bationers, to identify those features of both types of
counseling which facilitate the rehabilitation of delin-
quents and to ascertain what types of probationers are
most amenable to each type of counseling. Measures of
adjustment in school, family, and community settings
are being obtained for two groups of 20 youth who are
receiving each type of counseling in Adams County,
Colo., and who are matched on the basis of age, of-
fense record, socioeconomic status, minority group
membership, and length of probation. Probationers
and counselors in both groups are being examined
regarding their attitudes toward authority, their view
of the world, and their self-concept

Completion is scheduled for September 1971.

1.5.25 COLUMBIA UMVERSITY
NE-- YORK, N.Y.

GRANTS 91-34-68-28 AND 91-34-69-18

MARJORIE HANSON HONIG, DOCTORAL CANDIDATE; DR.
GARY S. BECKER, SPONSOR, DEPARTMENT OF ECONOMICS

NE EFFECT OF WELFARE PAYMENTS ON LABOR
FORCE PARTICIPATION

This study is t&sting the theory that labor force
participation rates of low-income groups decline as the
adequacy of welfare programs increases. It explores
the relationship between census employment-related
data for residents of low-income census tracts in stand-
ard metropolitan statistical areas and State data on
Aid to Families with Dependent Children. This pro-
gram offers a fairly clear choice between work and
welfare; most of the adult recipients are able-bodied,
and welfare rules in the States where most of them live
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had cost them a dollar of benefits for every dollar

earned before some earnings became exempt under the

1967 amendments to the Social Security Act
Completion is scheduled ter July 1971.

1.5.26 COLUMBIA UNIVERSITY
NEW YORK, N.Y.

GRANTS 91-34-69-11 AND 91-34-70-45

DEBORAH S. DAVID, DOCTORAL CANDIDATE; DR. PAUL

F. LAT.ARsrfam, SPONSOR, BuREAtt OF APPLIED SOCIAL

RESEARCH

CAREER PATTERNS AND VAEuEs: A STUDY OF MEN AND

WomEN IN SCIWITIFIC, PROFESSIONAL, AND
TECHNICAL

OCCUPATIONS

This study attempts to pinpoint differences in the

career patterns of men and women by cot:crazing such

variables as fields of specialization, income, current

job activities, occupational qualifications, hours

worked per week, and weeks worked per year. The

study is a/so considering how age and sex differences

in oczupational values affect men's and women's career

patterns. Data from the 1962 postcensal survey of sci-

entific, professional, and technical manpower are being

used to analyze differences within broad occupational

groups as well as among specific occupations.
Completion is scheduled for September 1971.

1.5.27 COLUMBIA UNIVERSITY
NEW YORK, N.Y.

GRANTS 91-34-69-50 AND 91-34-70-63

MARGIT A. JOHANSSON, DOCTORAL CANDIDATE; DR.

ALLEN H. BARTON, SPONSOR, BuEEsu OF APPLIED SO-

CIAL RESEARCH

THE DIFFERENTIAL EFFECTS OF REDUCED RESEARCH

FUNDING ON UNIVERSITY SCIEN TISTS

This study is assssing the impact of recent reduc-

tions in Federal research funding at a major univer-

sity. From interviews, questionnaires, and school rec-
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ords, answers are being sought to such questions as:

(1) What are the characteristics of the faculty, non-fac-

ulty, and student researchers v.ho do (or do not)

continue to receive Federal sum), -t? (2) Which re-

searchers sustain productivity despite fund reductions?

and (3) How do fund cuts affect researchers' alterna-

tive activities, self-esteem, and relations with

colleagues?
Completion is scheduled for July 1971.

1.5.28 COLUMBIA UNIVERSITY
NEW YORK, N.Y.

GRANT 91-34r-70-06

RicRARD H. P. MENDES, DOCTORAL CANDIDATE; DR.

TERENCE K. HoPxos, SPONSOR, DEPAIMMENT OF SO-

CIOLOGY

A STUDY or Tim SOCIAL SERVICE EMPLOYEES UNION

OF THE NEW YORK CTTY DEPARTMENT OF SOCIAL

SERVICES

Assuming that one cause of dissatisfaction and attri-

tion among social workers is a gap between their com-

mitment and their opportunities to serve, this re-

searcher is exploring whether improving extrinsic re-

wards (salaries, pensions, job security) through union-

ization reduces social workers' dissatisfaction with the

intrinsic aspects of work. Information is being col-

lected through interviews with leaders of two unions

whose membership includes professional personnel

from the New York City Department of Social Serv-

ices, with department administrators, and with city

officials, as well as from union and department records

and publications. Matters to be investigated include the

circumstances of unionization, the unions' policies

(particularly regarding the integration of public and

self-interests), and their interaction with adversary

and supportive groups.
Completion is scheduled for October 1971.

1.5.29 COLUMBIA UNIVERSITY
NEW YORK, N.Y.

GRANT 91-34-70-09
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JEFFREY G. REITZ, DOCTORAL CANDIDATE; DR. ROBERT
K. MERTON, SPONSOR, DEPARTMENT OF SOCIOLOGY

TEE FLIGHT FROM SCIENCE: STUDENT DISILLUSION-
MENT WITH CAREERS IN SCIENCE AND ENGINEERING

This study seeks to find out why able students aban-
don science and engineerinr. Students who remain in
science and engineering zirml those who do not are
being compared with respect to occupational objectives
and attitudes, assessments of their own ability, social
origins, and the characteristics of their schools. Data
collected by the National Opinion Research Center in a
survey of a national sample of 41,116 college and
university students who graduated in June 1961 are
being cross-tabulated and analyzed.

Completion is scheduled for July 1971.

1.5.30 COLUMBIA UNIVERSITY
NEW YORK, N Y.

Gaa:vr 91-34-70-10

SHERItY GORELICK, DOCTORAL CANDIDATE; DE. IVAR E.
BERG, SPONSOR, GRADUATE SCHOOL OF BUSINESS

INCENTIVES AND OBSTACLES TO MANAGEMENT HIRING
OF THE DISADVANTAGED

This study is analyzing the relationship between
black-white income differentials and employer hiring
policies in different labor markets to discover the con-
ditions under which managements are most motivated
to pursue those policies that are conducive to the
equalization of income between blacks and whites.

It is testing the proposition that the maintenance of
highly selective scxeening processes for high-level,
high-paying jobs exaggerates income differences be-
tween low- and high-level jobs and inflates the labor
pool for low-level jobs by keeping most applicants
"unqualified" for high-level jobs. Analysis at the
macro level is based on statistics from Government
sources (such as the census and Special Labor Force
Reports). At the level of the firm, data are being
collected through interview from a matched sample of
firms (which do or do not engage in programs de-
signed to employ disadvantaged workers) in a few
cities selected according to labor market conditions
and work force composition.

Completion is scheduled for February 1972.

1.5.31 COLUMBIA UNIVERSITY
NEW YORK, N.Y.

GRANT 91-34-70-27

DONALD FELDSTEIN, DOCTORAL CANDIDATE; Dn. Rus-
SELL A. NIXON, SPONSOR, SCHOOL OF SOCIAL WORK

A CREDENTIAL IS WAIVED: THE EXPERIENCE or Cox.-
LEGE STUDENTS WHO HAVE NOT COMPLETED HIGH
SCHOOL

This study is testing the validity of the high school
diploma as a credential for higher education by com-
paring the academic performances.of high school grad-
uates and nongraduates enrolled in California commu-
nity colleges. If the two groups perform at essentially
the same level, it is postulated, then the nongraduates
are capable of pursuing the higher education required
for entry into professional careers in the service indus-
tries wiitiout lowering the present standards of these
professions.

For a sample of students in five community colleges,
information is being obtained from college records on
major field of study, standard entrance examination
grade, grade point average, class grades, age, sex and,
where available, veteran's status, family income; race
or ethnic background, and economic class of residence
area

Completion is scheduled for February 1972.

1.5.32 COLUMBIA UNIVERSITY
NEW YORK, 11.Y.

GRANT 91-34-70-39

JOSEPH H. BAI1, DOCTORAL CANDIDATE; DR. JAMES S.
YOUNG, SPONSOR, DEPARTMENT OF POLMCAL SCIENCE

THE ADMINISTRATION OF FEDERAL MANPOWER PRO-
GRAMS IN NEW YORK STATE: A STuDY IN FEDERAL-
STATE-LOCAL RU.ATIONS, PROGRAM COORDINATION,
AND PROGRAM PLANNING

This study is analyzing interagency relations in op-
erating Federal manpower programs in New York City
and New York State. Coordination patterns and pro-
p-am planning arrangements are being examined for
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the Cooperative Area Manpower Planning System, the
Concentrated Employment Program, :nstitutional and
on-the-job training programs under the Manpower De-
velopment and Training Act, vocational education, and
vocational rehabilitation. Special attention is being
given to the role of the State and the local employment
service in administraive relationships. Data are being
collected from publications; Federal, State, and local
agency documents and guidelines; and interviews with
agency administrators and academic specialists in the
manpower field.

Completion is scheduled for July 1971.

1.5.33 COLUMBIA UNIVERSITY
NEW YORK, N.Y.

GRANT 91-34.-70-43

ROBERT D. REISCHAUER, DOCTORAL CANDIDAiTE; DR.

JACOB MINCER, SPONSOR, DEPARTMENT OF ECONOM-

ICS

THE IMPACT OF THE Am T.) FAMILIES WITH DEPEND-

ENT CHILDREN (AFDC) PROGRAM ON MAR/TAL STA-

BILITY, Momrry, law FEirrany

This study is investigating current theories of migra-
tion and marriage, adapting these theories to the low-
income population, and incorporating the incentives
inherent in the welfare system into an analysis of its
effects on the stxucture and migration behavior of poor
families. It also seeks to determine if recent modifica-
tions of Aid to Families with Dependent Children have
alleviated any of the destabilizing effects of the pro-
gram. The modified theories are being tested empiri-
cally, using data from the Commerce Department's
1960 census, the Survey of Economic Opportunity, and
County Business Patterns.

Completion is scheduled for July 1971.

1.5.34 COLUMBIA UNIVERSITY
NEW YORK, N.Y.

Gmorr 91-34-70-62

Runurr ZELLNER, Docronm. CANDIDATE; DR. JACOB

MINCER, SPONSOR, DEPARTMENT or ECONOMICS

ii
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AN ANALYSIS OF TRENDS IN THE REIATIVE EDUCA-

TIONAL ATTAINMMT, EARNINGS, AND OCCUPATIONAL

DIsmstrriox or WOMEN, 1900 TO 1969

This project analyzes changes from 1900 to 1969 in
the educational attainment, earnings, and occupational
distribution of women relative to men. Data classified
by age, race, marital status, presence of children, and
place of residence are being gathered from publica-
tions of the Bureau of the Census, Departments of
Labor and of Health, Education, and Welfare, and the
National Industrial Conference Board.

Completion is scheduled for July 1971.

1.5.35 COLUMBIA UNIVERSITY
NEW YORK, NY.

Gnars-r 91-36-71-23

F.= W. SINGLE, DOCTORAL CANDIDATE; DR. ALLAN A.

SILVER, SPONSOR, DEPARTMENT OF SOCIOLOGY

GARNISHMENT: ITS IMPACT UPON INDUSTRY AND
UPON DEFAULT DEBTORS

This project investigates the consequences of gar-
nishment for industry and indebted workers anti the
reasons why some consumers become entangled in debt
problems. It is utilizing data from three questionnaire
surveys: (I) An ongoing study of 1,333 defendants in
law suits stemming from consumer credit transactions
in 4 major cities; (2) a 1964 attitudinal survey of
residents of working-class neighborhoods in Chicago
and Detroit which included items on credit use and
level of indebtedness; and (3) a' 1968 survey of wage
garnishment and wage assignment practices in 1,500
manufacturing firms.

The analysis will focus on States and types of firms
having the highest garnishment rates; the occupational
levels of garnished employees; the relationship of gar-
nishment to size of community and other locational
variables; the effects of garnishment on debtors'
health, careers, and marriages; the causes of break.
downs in credit transactions; the costs of garnishment
to employers in dollars and man-hours; and employer
attitudes toward garnishment

Completion is scheduled for Dettember 1971.



112 1.5 Dissertation Grants in Process

1.5.6 CORNELL UNIVERSITY
ITHACA, N.Y.

GRANT 91-34-68-12

ALLAN D. SPRITZER, DOCTORAL CANDIDATE; DR. FELT-
CIAN F. FOLTMAN, SPONSOR, NEW YORK STATE
SCHOOL OF INDUSTRIAL AND LABOR REIATIONS

TRADE UNION SPONSORED PROGRAMS OF OCCUPA-
TIONAL TRAINING IN THE US. MARITIME INDUSTRY

This study explores the nature, scope, and results of
trade union sponsored programs of occupational train-
ing, retraining, and upgrading in the U.S. offithore
shipping industry, in an attempt to develop measures
of success for these programs.

The objectives, procedures, and results of five union
conducted training programs are being studied in in-
terviews with officials connected with those programs.
Interviews are also being conducted with officials of
other maritime unions which have either less extensive
training programs or none at all. Union and Coast
Guard records on personal and employment character-
istics of current trainees and training program gradu-
ates are being supplemented by interviews or mail
questionnaires. Shipping employers and government
officials are also being interviewed to develop addi-
tional criteria of program effectiveness.

Completion is scheduled for July 1971.

1.5.37 CORNELL UNIVERSITY
ITHACA, N.Y.

GRANT 91-34-69-67

Ross E. AZEVEDO, DOCTORAL CANDIDATE; DR. N. AR-
NOLD TOLLES, SPONSOR, NEW YORK STATE SCHOOL OF
INDUSTRIAL AND LABOR RELATIONS

THE LABOR MARKET FOR SCIENTIFIC PERSONNEL. THE
PROBLEM OF ALLOCATION .AND EFFICIENCY

This study is describing the allocative function of
the labor market for scientists and engineers and eval-
uating the efficiency with which this market operates.
It seeks information on the role of employers, employ-
ees, and employment servicvs in the processes by

which scientists find their initial and subsequent pro-
fessional jobs. Information is being obtained through
interviews and questionnaires with approximmtely 30
employers in the New York-New England area; nu-
merous engineers, physicists, chemists, and mathemati-
cians; and seven college placement services and four
public employment agencies. In addition, data availa-
ble from government and professional associations are
being used.

Completion is scheduled for July 1971.

1.5.38 DUKE UNIVERSITY
DURHAM, N.C.

GRANT 91-35-68-15

NORVILLE DAVID CROWDER, DOCTORAL CANDIDATE; DR.
JOEL Ssura, SPONSOR, DEPARTMENT or SOCIOLOGY
AND ANTHROPOLOGY

THE SOCIOECONOMIC ASSIMILATION OF SOITITIERN
BORN MIGRANTS TO OTHER REGIONS

This study is attempting to depict the effects of early
life experiences in the South on job market participa-
tion of migrants from that region. Comparisons of
income, education, and occupational prestige are being
made for four groups: (1) Migrants born and edu-
cated in the South who now live in another region (for
example, the Northeast) ; (2) migrants born in the
South and educated elsewhere, now living in the
Northeast; (3) native born, nonsouthern educated res-
idents of the Northeast; and (4) migrants to the
Northeast who were born and educated in regions
other than the South. The primary source is Accuracy
of Data on Population Characteristics as Measured by
Reinterviews, prepared by the Bureau of the Census in
1964.

Completion is scheduled for December 1971.

1.5.39 THE FLORIDA STATE UNIVERSITY
TALLAHASSEE, FLA.

GRANT 91-12-71-53

GERALDINE B. TERRY, DOCTORAL CANDIDATE; Du.
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Csmu.Es B. NAM, SPONSOR, DEPARTMENT OF SOCIOL-

OGY

THE INTERRELATIONSHIP BrrwEEN FEMALE EmPLOY-

WENT AND FERTnirr

This research investigates the influence of number of
:.-hildren, spacing of births, and expected family size on
the duration and type of employment among women.
It is analyzing the work-fertility relationship over time,
:aking into account the wife's perception of "wometes
-ole"; her educational attainment, age at marriage,
'lid religious background; family socioeconomic status
:measured by husband's occupation) ; and pattern of
lecisionmaking between husband and wife.

The project utilizes data collected in four surveys:
The Growth of American Families Study, con-

hicted at the University of Wisconsin; (2) the Prince-
:on Fertility Study; (3) Brown University's Rhode
Island Health Survey; and (4) a longitudinal survey
of the labor force undertaken at The Ohio State Uni-
versity (see 1.1.31).

Completion is scheduled for July 1972.

1.5.40 THE GEORGE WASHINGTON
UNIVERSITY

WASHLNGTON, D.C.

GRANT 91-11-71-20

LOWELL M. GLENN, DOCTORAL CANDIDATE; DR. GARTH

L MANGUM, SPONSOR, DEPARTMENT OF ECONOMICS

PUBLIC SERVICE EMPLOYMENT FOR THE DISADVAN-

TAGED

This project traces the development of public service
employment activities in an attempt to detelmine the
prospects for success and the practical administrative
and operational difficulties likely to be encountered in
implemmting a full-scale public service employment
program. Lessons emerging from Wettern European
manpower policies and from work programs in the
United States during the 1930's and during the 1960's
are being studied for such issues as the appropriate
roles of the public and private sectors in relief, income
maintenance, and other manpower programs; the po-

tential for suitable jobs in Federal, State, and local
governments; and t.rocedures for obtaining social, cul-
tural, and political support to initiate and maintain a
comprehensive public service employment program.

The researcher is gathering information from pub-
lished sources and in interview,: with manpower schol-

ars, officials, and policymakers.
Completion is scheduled for December 1971.

1.5.41 HARVARD UNIVERSITY
CAMBRIDGE, MASS.

GRANTS 91-23-67A2. 91-23-69-06, AND 91-23-69-42

ALEXANDER Koarts, DOCTORAL CANDIDATE; Da. Joie(

T. DUNLOP, SPONSOR, DEPARTMENT OF ECONOMICS

THE Err Ecrs or UNEMPLOYMENT AND INFIATION ON

INCOME DISTRIBUTION IN THE UNTIED STATES

This study is eammining the impact of changes in
=employment and inflation on the distrThution of
income; specifically, the redistributive effects of a 1-
percentage point increase in the rate of inflation and
of a 1-percentage point decline in the unemployment
rate. Data are being drawn from e3tate tax records and
a number of government sponsored or conducted sur-
veys of consumer finances, prices, and labor force
behavior. Two factors are being studied for increases
in inflation as measured 'hy the Consumer Price Index:
(1) The transfer of wealth in,m treditors to debtors;
and (2) the lag in wag.- and other remuneration
during inflationary periods. Three redistributive effects
of changes in unemployment are being considered:
(1) Wage losses suffered by per.ons who lose their
jobs; (2) losses in the earnings of factors of produc-
tion, especially capital; end (3) changes in wage rates.

Completion is scheduled by June 1972.

1-5.42 HARVARD UNIVERSITY
CAMBRIDGE, MASS.

GrArr 91-23-70-24

SAutrEl. A. REA, JR., Docrow. CANDIDATE; DR. JOHN
T. DUNLOP, SPONSOR, DEPARTMENT OF ECONOMICS
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THE SUPPLY OF LABOR AND THE INCENTIVE EFFECT OF
INCOME MAINTENANCE PROGRAMS

This study is concerned with the impact on the labor
supply of adult men of public assistance, social secu-
rity, federally subsidized medical care or education,
income maintenance programs, and other antipoverty
program which may affect work incentives. The inves-
tigator is using microeconomic data with individuals
as the units of observation (March 1967 Current Pop-
ulation Survey). Utility theory and regression tech-
niques are being used to derive a labor supply func-
tion for adult men.

Completion is scheduled for September 1971.

1.5.43 HARVARD UNIVERSITY
CAMBRIDGE, MASS.

GRANT 91-23-70-60

NANCY S. NETTING, DOCTORAL CANDIDATE; DR. NA-
TH t GIAZER, SPONSOR, DEPARTMENT OF SOCIAL RE-
IATIONS

CAREERS OF UPWARD BOUND ALUMNI

This study follows up a group of young people who
have participated in Upward Boundan intensive 3-
year college preparatmy program for disadvantaged
students with "undeveloped" college potential, who
enter the program as high school sophomores.

The prospective sample consists of 100 young people
who completed at least 1 year in the program a.: the
University of Hartford-60 who went on to college
and 40 who dropped out of Upward Bound and may
or may not be in school. The researcher will trace
their job and educatior.al histories in individual inter-
views in an attempt to: (1) Isolate variables which
have influenced their decisions during and since partic-
ipation in 'Upward Bound; and (2) pinpoint character-
istics which distinguish the students who went on to
college from those who did not.

Completion is scheduled for July 1971.

1.5.44 HARVARD UNIVERSITY
CAMBRIDGE, MASS.

Grants in Process

GRANT 91-25-71-08

JOHN L. AKULA, DOCTORAL CANDIDATE; DR. TALCorr
PARSONS, SPONSOR, DEPARTMENT OF SOCIOLOGY

TRENDS. IN THE RACIAL DISTRIBUTION OF INCOME,
1940-1970

This project is constructing a set of social indicators
rancerning the racial distribution of income for each
of the 50 States. Cross-section and time-series data on
4,000 variables are being assembl^d and analyzed.

The researcher will assess: (1) The effects of black
political mobilizatirn on income distribution; (2) the
relative benefits to lower-income and higher-income
blacks of an improved legal climate or increased eco-
nomic growth; (3) the impact on racism of economic
modernization and the economic mobilization of
blacks; and (4) the influence upon racial stratification
of political party competitiveness, levels of political
participation, degree of political mobilization among
explicitly racist groups. and other characteristics of
each Stlie's political system.

Completion is scheduled for September 1971.

L5.45 HARVARD UNIVERSITY
CAMBRIDGE, MASS.

GRANT 91-25-71-24

FRANCINE BLAU WEISSKOFF, DOCTORAL CANDIDATE;
DR. PETER DOERINGER, SPONSOR, DEPARTMENT OF
ECONOMICS

PAY DIFFERENTIALS AND DIFFERENCES IN THE DISTRI-
BUTION OF EMPLOYMENT OF FEMALE AND MALE OFFICE
WORKERS

This analysis of the s.inployment patterns and earn-
ings of women is to: (1) Construct a model of wage
determination tc assess inter-firm and intra-occupa-
tional sex differences in pay in the light of supply and
demand conditions of local labor markets, industry,
scheduled weekly hours, size of establishment, unioni-
zation, and percentage of female office workers within
each firm, as reported by the Bureau of Labor Statis-
tics for 15 major Northeastern cities; and (2) apply
the model to data obtained from 15 New Haven mi-
ployers.

Completion is scheduled for December 1971.
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1.5.46 HARVARD UNIVERSITY

CAMBRIDGE,
MASS.

GRANT 91-25-71-49

WILLIAM R. BUECHNER,
DOCTORAL CANDIDATE;

DR.

WASSILY W. LEONTIEF, SPONSOR, DEPARTMENT
OF

ECONOMICS

AN ANALYSIS OF THE EFFECTS OF TECHNOLOGICAL

CHANGE ON THE OCCUPATIONAL
DISTRIBUTION,

JOB

CONTENT, .AND TRAINING REQUIREMENTS
OF THE LABOR

FORCE,
1950-1960, AND 1985

This project considers the current and projected

impact of technological
trends on the occupational

cgmposition of the labor force and on job quality,

content, and training requirements. An input-output

model is being constructed in which inputs for each

industry axe disaggregated by occupational group and

related to: (1) The level and industrial composition of

consumer demand; and (2) the production techniques

of the indubtLy.

The study utilizes input-output
and final demand

data collected for the Harvard Economic Research

Project and occupational
data from the Bureau of the

Census and the Bureau of Labor Statistics.

Completion is scheduled for September 1971.

1.5.47 UNWERSITY OF ILLINOIS

URBANA, ILL.

GRANT 91-15-69-51

ROGER D. RODERICK, DOCTORAL
CANDIDATE;

DR.

HUGH Foix, SPONSOR,
INSTITUTE OF LABOR AND IN-

DUSTRIAL REL&TIONS

AN ORGANIZATIONAL
ANALYSIS OF THE HIRING OF ENGI-

NEERS

This study applies organization
theory to private

firms' recruitment ar...1 hiring of engineers. It traces

firms' development and implementation
of hiring goals

and recruitment procedures, their
adaptation to a short

supply of engineers, and their adjustment of future
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recruitment
policies in light of these adaptations. In-

terviews are being conducted with the recruitment staff

at 20 to 25 engineering firms, primarily those engaged

in defense operations and research and development.

In addition, questionnaires
from a sample of June

1969 engineering
graduates are being used to validate

the firms' reported recruitment practices.

Completion is scheduled for September 1971.

1.5.48 INDIANA UNIVERSITY
FOUNDATION

BLOOMINGTON,
IND.

GRANT 91-16-68-13

ROBERT E. OTLEWSKI, DOCTORAL
CANDIDATE;

DR.

TAULMAN A. MILLER, SPONSOR,
DEPARTMENT OF ECO-

NOMICS

MALE SECONDARY SCHOOL TEACHER
MOBILITY IN THE

STATE OF INDIANA

This analysis of the demographic
and economic fac-

tors which characterize the geographically
mobile

teacher, his mobility patterns,
and the communicadons

channels used by the teacher and hiring official is at-

tempting to formulate policy tools which could affect

the pattern and incidence of mobility. For male sec-

ondary school teachers, statistics collected by the Indi-

ana Department of Public Instruction
for the 5 aca-

demic years beginning with 1963-64 will be supple-

mented by questionnaires to: (1) All those who

changed school corporations within Indiana during the

period June-September
1967; (2) a sample of those

who were immobile during that period; and (3)

school superintendents
in the State.

Completion is scheduled for June 1972.

1.5.49 INDIANA UNIVERSITY
FOUNDATION

BLOOMINGTON,
IND.

GRANT 91-18-71-35

JACK L FRANKLIN, DOCTORAL CANi;70ATS;
DR. DEL-

BERT C. Mn.LER, SPONSOR,
DEPARTMENT OF SOCIOLOGY

ROLE
PERFORMANCE AND

COMMITMENT TO ORGANIZA-

TIONAL GOALS
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This study attempts to analyze the nature and
strength of the interrelationships among job perform-
ance, informal work group affiliations, job satisfaction,
and willingness of the worker to support his employ-
er's objectives and rules.

Two types of organizations with 100 or more em-
ployees are being studied: (1) Three that gain com-
mitment primarily through normative power, such as
churches, hospitals, universities, and professional agen-
cies; and (2) three that gain commitment through re-
munerative power, such as blue-collar and white-collar
industries and peacetime military systems. Employer
records are being used to compile a list of. 240 job
descriptions and to obtain background data on the
incumbents, and interviews are being conducted with
employees and supervisors to obtain measures of com-
mitment, job satisfaction, informal group affiliations,
job performance, and promotion pctential.

Completion is scheduled for March 1972.

1.5.50 UNIVERSITY OF MARYLAND
COLLEGE PARK, MD.

GRANT 91-22-70-33

WIELIAm B. CLATANOFF, JR., DOCTORAL CANDIDATE;
DR. PAUL A. WEINSTEIN, SPONSOR, DEPARTMENT OF
ECONOMICS

THE UTILIZATION OF MILITARY HUMAN CAPITAL BY
NON-CAREER VETERANS OF THE U.S. NAVY

This study is analyzing those variables in military
training and experience that lead the veteran to trans-
fer successfully his military skills to civilian jobs and
to exercise his new options for further -acation and
training. Using a sample of 1,084 Navy veterans, the
study is also exploring whether the use of service-ac-
quired skills increases veterans' civilian earnings,
whether military service enlarges educational and em-
ployment horizons more for the less advantaged enlis-
tee, and whether the veterans' net gain (or loss) from
military service differs between urban and rural areas.

Data sources include questionnaire returns from a
recent survey of military training conducted at the
University of Maryland, veterans' records from the
Navy Master Inactive Reserve Tape, and counfy-city
data tapes prepared by the Department of Commerce.

Completion is scheduled for July 1971.

1.5.51 MASSACHUSETTS INSTITUTE OF
TECHNOLOGY

CAMBRIDGE, MASS.

GRANT 91-23-70-11

IRA JAY MILLER, DOCTORAL CANDIDATE; DR. ROBERT
M. SOLOW, SPONSOR, DEPARTMENT OF ECONOMICS

IMPLICATIONS OF THE PHILLIPS CURVE TRADE-OFF FOR
MLNORITY INCOME AND EMPLOYMENT

This study seeks to ascertain the magnitude and
nature of the impact of various levels of economic
activity on black economic welfare. The analysis is
exploring the trade-offs between unemployment and
the black/white income ratio and between inflation
and the income ratio. Sources of data include the
Current Population Surveys of the Bureau of the
Census, the 1960 cemlus, Employment and Earnings,
the Manpower Report(s) of the President, and studies
of urban employment by the Bureau of Labor Statis-
tics. Basic components of the analysis includein ad-
dition to data on unemployment and various forms of
incomesmeasures of labor force participation, multi-
ple job holding, hours of work, labor turnover, and
wage rates.

Completion is scheduled for September 1971.

1.5.52 MASSACHUSETTS INSTITUTE OF
TECHNOLOGY

CAMBRIDGE, MASS.

GRANT 91-25-71-14

ANDREW M. SUM, DOCTORAL CANDIDATE; DR.
CHARLES A. MYERS, SPONSOR, DEPART' LENT OF ECO-
NOMICS

MANPOWER TRAThurro PROGRAMS FOR WOMr.N AND
THEIR INTERACTION WITH THE LOCAL LABOR MARKET
IN BOSTON

This study considers the relationship of occupations
the women are trauzed for under federally sponsored
programs to the primary and secondary sectors of the
;nbor market, trainees' characteristics, the characteris-
tics of employers with workers in these occupations,
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and supportive services provided graduates. It is also
comparing trainees' wages, performance, turnover, and
promotions with those of other employees in the same

occupations, and turnover is being examined in the
context of the female occupational and wage struc-
tures, and the operation of internal laloor markets.

Data are being collected from Boston community
action agencies on approximately 750 women who re-
cently completed training in institutional training pro-

grams and the Concentrated Employment Program.
The researcher is also interviewing 20 to 25 employers
who hire women in the training occupations for infor-
mation on the demand side of the market.

Completion is scheduled for October 1971.

1.5.53 MASSACHUSETTS INSTITUTE OF
TECHNOLOGY

CAMBRIDGE, MASS.

GRANT 91-25-71-19

JONATHAN RHYs KESSELMAN, DOCTORAL CANDIDATE;

DR. ROBERT M. SOLOVT, SPONSOR, DEPARTmmyr OF

ECONOMICS

THE IMPACT OF FISCAL REDISTRIBUTIVE POLICIES ON

THE Srj.`PLY OF LABOR: SIX ESSAYS IN THEORY AND

DESIGN

This research marshals economic theory in the con-
sideration of the effects on the supply of labor a
various fiscal redistributive policies. The series of es-

says being developed in this project should provide a
theoretical groundwork for the design and analysis of
income redistribution plans. Subjects to be covered
include: (1) Wage subsidies, overtime subsidies, and
other innovative schemes; (2) incozne-leisare prefer-
ences and income-induced changes in taste; and (3)
the implications a interregional labor migration for
income subsidy plans.

Completion is scheduled for December 1971.

1.5.54 MICHIGAN STATE UNIVERSITY
EAST LANSING, MICH.

GRANT 91-24-69-12
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NANCY B. TUMA, DOCTORAL CANDIDATE; DR. THOMAS

L CONNER, SPONSOR, DEPARTMENT OF SOCIOLOGY

PROBABILITY MODEL OF CHANGE OF EMYLOYMENT OF

MEXICAN AMERICANS

This study is developing a probability model to de-

scribe changes of employment (that is, frequency of
job changes, farm to industrial employment, or vice-

versa) among male Mexican American heads of house-

holds. Job histories of 624 Mexican American migra-

tory farmworkers collected in an earlier study (see

2.1.04) are being analyzed to ascertain the predictive
value of such factors as socioeconomic mobility, geo-
graphic mobility, and frequency of migration.

Completion is scheduled for July 1971.

1.5.55 MICHIGAN STATE UNIVERSITY
EAST LANSING, MICH.

GRANT 91-24-69-25

JERRY N. JUDY, DOCTORAL CANDIDATE; DR GRAFTON

D. TROUT, SPONSOR, DEPARTMENT OF SOCIOLOGY

OCCUPATIONAL SPECIALIZATION, CHAIN MIGRATION, AND

THE ASSIMILATION OF MEXICAN AMERICANS =TO

MICHIGAN CorktmuNrrtEs

This study is examining the history of occupational
adjustment of migratory Mexican American farmwork-

ers who have settled in four Michigan towns, using
data from an earlier study (see 2.1.04), supplemented
by interviews with persons familiar with the historical
patterns of Mexican American settlement in the com-
munities, employers, and persons involved in helping
newcomers find employment. The study explores the
hypothesis that recent Mexican American settlers, espe-

cially those who came to join relatives in the same
community, usually seek and find jobs in those occupa-
tions in which earlier Mexican American settlers have

been employed.
Completion is stheduled for December 1971.

1.5.56 THE UNIVERSITY OF MICMGAN
ANN ARBOR, MICH.

GRANT 91-24-70-14
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BERNARD A. BAST, DOCTORAL CANDIDATE; DR. GE/t.a.
DINE T. SCHOLL, SPONSOR, PSYCHOLOGY DEPARTMENT

A PREDICTIVE STUDY OF EMPLOYABILITY AMONG THE
VISUALLY IMPAIRED WITH THE CALIFORNIA. PSYCH°.
LOG/CAL INVENTORY

This study has two objectives: To help standardize
the California Psychological Inventory (CPI), an in-
strument for measuring employment-related personal_
ity attributes, for a visually impaired population; and
to develop a tool for use with the CPI in assessing the
job readiness of visually impai-ned persons. The CPI is
being administered to, and information on employ.
ment background and qualifications is being obtained
from, 100 employable, visually impaired men and
women, identified through Michigan community agen-
cies for the blind. The personal data and the test
scores will be used to develop a tool for predicting job
readiness. The validity of the tool will then be tested
by using it to predict the current employment status of
a smaller group of visually impaired persons who took
the CPI between January 1968 and June 1968 and
checking the results against their actual employment
status.

Completion is scheduled for July 1971.

1.5.57 THE UNIVERSITY OF MICHIGAN
ANN ARBOR, MICE

GRANT 91-24-70-50

ELIZABETH ANN ROTHMAN, DOCTORAL CANDIDATE;
DR. MALCOLM S. COHEN, SPONSOR, DEPARTMENT op
ECONOMICS

TIME PATTERNS OF ADJUSTMENT IN LABOR FOECE BE.
HAVIOR

This study is analyzing the determinants of changes
in labor force behavior among residents of poverty
and nonpoverty areas, with particular attention to dae
possibility that longer-term slum residents are more
likely be in the irregular economy than
new ai l vials d may therefore have lower rates of
labor force palrficipation. Factors to which labor force
behavior will be related include personal characterts.
tics, length of re:idence in the area, economic charac-
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t.nerid.8tics of the type of labor market in which the
,;aZiclual originated, current source of income, and

Pation in job training programs. The study con-
s:: ofoss-section analyses of data for three separate
;11-1.4,..15'-' of 7,000 individuals each residing in the Con-

'ated Employment Program (CEP) areas of Nework
the non-CEP areas of Detroit, and the

areas of Atlanta. The main source of data is
Lah.,." 969 urban Employment Survey by the Bureau of

Coz
r Statistics. Othei. data are being obtained from

-41Y 13usiness Patterns and the Current Population
Stat ey, by the Department of Commerce, and from

welfare agency records.
-'3111Pletion is scheduled for October 1971-

1.554 THE UNIVERSITY OF MICHIGAN
ANN ARBOR, MICE

GRA1/1 91 24-70-51

Fos%
COLk III.EESTONE, DOCTORAL CANDIDATE;

ICS

s DR. MAL-
COgEN, SPONSOR, DEPARTMENT OF ECONOM-

WAt PATE DETERMINANTS OF THE WORKI1VG POOR

Thisthos. study of low-income workersparticularly
tiTa 72vith full-time, year-round employmentis inves-

the extent to which their wage rates reflect
iicr2,0.ual capability as opposed to their race, sex,
b." -b'llPhical location, or industry affiliation. Wage de-
,..,..ternlittation models arP to be tested using data from a

,,tlY completed project by the University's Institute
0p.RnTwer and Industrial Relations which merges the
rt.-50116 of the 1967 Survey of Economic avortunity
'fir.:) with information from sev..ral other Federai
sd-a-t-aey8 to produce a comprehensive set of detailed

characteristics of tlie regions, industries,
14clividnals in the SEO sample.
°111Pletion is scheduled for October 1971.

1.5.59 'ME UNIVERSITY OF MICHIGAN
ANN ARBOR, MICH-

GRA11-P 91,24-70-56

DON IZIARRISON, DOCTORAL CAND/DATE; Da. GARRY
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WALZ AND DR. GERALD GURIN, SPONSORS, DEPART-

MENT OF COUNSELING ANT GUIDANCE

IMPLICATIONS OF SIMILARITY-DISSIMILARITY IN

COUNSELOR-COUNSELEE ETHNIC MATCH ANT ITS RELE-

VANCE TO Gora. BEHAVIORS OF JOB TRAINEES

This study is investigating the conditions under
which it may be important for blask trainees t) have
black counselors of similar socioeconomic status and
what :Sects the counselor's race may have on the
trainees' achievement of training goals. Assumptions to
be tested include: (1) Trainees' attitudes toward the
race of the counselor will vary with their age, sex,
education, and prior contact with whites; (2) trainees
assigied to white counselors will achieve less in train-
ing if they start with a negative attitude toward white
counselors than if their attitude is more positive; and
(3) trainees' attitudes and achievements will be af-
fected by the racial composition of the program's ad-
ministrators and by the staff's attitudes toward work-

ing with disadvantaged trainees.
The sample consists of 40 black trainees and two

white and two black counselors (with a professional
and a paraprofessional of each color) from each of
four training programs (MDTA Skills Center, Work
Incentive Program, Concentrated Employment Pro-
gram, and Job Opportunities in the Business Sector
Program) in the Detroit-Toledo and/or Los Angeles
areas. Before the start of training, trainees are being
interviewed and rated on racial attitudes and on their
probability of achieving the program's standards such
as attendance and improvements in skill and educa-
tion. A parallel attitude scale is being administered in
interviews with counselors and biographical data on
counselors and trainees are being collected during
these interviews and from agency records. At the end
of the progam, the attitude measure will be readmin-
istered to trainees, and counselors and trainees will be
interviewed to secure information on the trainees'
achievements.

Completion is scheduled for September 1971.

1.5.60 THE UNIVERSITY OF MICHIGAN
ANN ARBOR, MICH.

GRANT 91-24-70-57

JOSEPH KATAN, DOCTORAL CANDIDATE; DR. IRWIN EP-

STEIN, SPONSOR, SCHOOL OF SOCIAL. WORIC

TFIE INTERRELATIONSHIPS BETWEEN THE INDIGENOUS

NONPROFESSIONALS, THE PROFESSIONALS AND THE OR-

GANrZATION DI HUMAN SERVICE ORGANIZATIONS

This study of disadvantaged workers employed in
nonprofessional positions created specifically for them
explores the factors which fnilitate or impede their
integration into, and determiqe their impact on, the
structure and operation of the employing agency. In
addition, the study examines the nonprofessional em-
ployee's interaction with professional staff members,
the effects of interaction on existing professional func-
tions and on the nonprofessional's role, and the char-
acteristics of both groups.

After interviews with directors of all human service
organizations in Michigan's Wayne and Washtenaw
counties that employ indigenous workers as nonprofes-
sionals, the researcher will select six agmicies for in-
tensive analysis. In these agencies, data will be gath-
ered through extended interviews with agency direc-

tors, questionnaires to employees, observation, and
inspection of agency records.

Completion is schealed for August 1971.

1.5.61 TIM UNIVERSITY OF MICHIGAN
ANN ARBOR, MICH.

GRANT 91-26-71-16

MARY HUFF STEVENSON, DOCTORAL CANDIDATE; DR.

DANIEL R. FUSFELD, SPONSOR, DEPARTMENT OF ,Eco-

NOMICS

ME DETERMINANTS OF Low WAGES FOR WOMEN

WORKERS

This project is measuring the effects on the relative
wages of men and women of differences in occupation,
industry, and investment in human capital, with spe-
cial atteneon to low-war:1 workers. It will also describe
the extent and nature of 2../w-wage employment among
women and the demographic and personal characteris-
tics of women who work for low wages.

The analysis will be based on data from the 1967
Survey of Economic Opportunity, combined with data

12/
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from census and other Government sources to show the
industry, occupation, and area of residence of the sur-
vey sample.

Completion is scheduled for D=ember 1971.

1.5.62 THE UNIVERSITY OF MICHIGAN
ANN ARBOR, MICH.

GRANT 91-26-71-21

TERESA ELLEN LEVITIN, DOCTORAL CANDIDATE; DR. JO-
SEPH VEROFF, SPONSOR, INSliiult. FOR SOCIAL RE-

SEARCH

PRE-EMPLOYMENT TRAINING: A SOCIAL PYCHOLOGI-
CAL STUDY OF MOTIVATION AMONG DISADVANTAGED

WORKERS

For disadvantaged workers in training and job set-
tings, this study attempts to: (1) Determine how dif-
ferent motivational patterns lead to different attitudes
and behavior; (2) predict the outcome of various mo-
tive/situation combinations; and (3) assess a compa-
ny's training program and entry-level jobs in terms of
the opportunities they provide for motive gratification.
Its conceptual framework is the dynamics of effectance
motivationthe motivation to have a desired impact
on one's enviromnentand its components, achieve-
ment and power motivation.

Data on motivations and behavior from a larger
study (see 22.06) of 293 disadvantaged Negro men
hired in entry-level jobs or as trainees by a large
manufacturer are being used for this analysis. Supple-
mentary data are being obtained from the training
program staff concerning the content and emphasis of
the classes.

Completion is scheduled for D 'member 1971.

1.5.63 THE UNIVERSITY OF MICHIGAN
ANN ARBOR, MICH.

Grum. 91-26-71-46

ROBERT LYMAN HUBBARD, DOCTORAL CANDIDATE; DR.
JOSEPH VEROFF, SPONSOR, SURVEY RESEARCH CENTER

FUTURE ORIENTATION AND EXPECTATIONS AS PREDIC-
TORS OF EMPLoYMENT SUCCESS

Grants in Process
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This project builds on an ongoing study of the influ-
e.nce of achievement motivation on trainees' job
success (see 1.6.17) whose preliminary finaings sug-
gest that motivation is affected by labor market condi-
tions at the time of appraisal and the individual's
general orientatio: to the future. It addresses such
questions as: What factors affect trainees'
expectations? What causes these expectations to
change? How do future orientation and expectations
function as predictors of job success?

Joh histories and measures of motivation and expec-
tations for approximately 150 trainees from the other
study are being used in this project.

Completion is scheduled for June 1972.

1.5.64 THE UNIVERSITY OF MICHIGAN
ANN ARBOR., MICH.

GRANT 91-26-71-47

BARBARA NELL CARTER, DOCTORAL CIV4DIDATE; DR.

HOWARD SCHUMAN, SPONSOR, DEPARTMENT OF SOCI-

OLOGY

INSTITUTIONAL RACISM: FORMS OF DISCRIMINATION IN
MERrr AND NON-MERIT HIRING AND PROMOTION

This project explores racial differentials in hiring
and promotion practices across and within occupations
and organizations to ascertain: (1) The extent to
which such differentials are attributable to employer
discrimination or to differences in education and expe-
rience; and (2) the relatiorwl-lip of organizational
structure and functions to different forms of discrimi-
natory barriers. It is testing the hypothesis that even
when the mechanisms of discrimination produce the
same outcome, their operation ranges from formal and
impersonal in rules-oriented, highly centralized, bu-
reaucratic organizations to informal, . interpersonal,
and ad hoc in participatory, human relations organiza-
tions.

The researcher is canv.issing firms selected from
Michigan areas with comparable supplies of blaic
le-or. The sample, consisting of 10 organizations em-
pkying 150 workers or more, inclufies two public wel-
fare agencies to represent conditions of "merit" em-
ployment. Within each organization, interviews are
being conducted with 50 employees in each of 3 cate-
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gories: Policyznakers and administrators, managers
and supervisors, and rank-and-file workers. Supple-
mental information is being gathered from company
policy papc z and through participant observation.

Completion is scheduled for September 1972.

1.5.65 NEW YORK UNIVERSITY
NEW YORK, N.Y.

GRANTS 91-34-66-18 AND 91-34-67-28

WARREN MINTZ, DOCTORAL CANDIDATE; DR. SIDNEY

ARONSON, SPONSOR, DEPARTMENT OF SOCIOLOGY

A STUDY OF VARIABLES INVOLVED IN THE SUCCESSFUL
ADAPTATION OF AGRICULTURAL MIGRANT FAMILIES

This study examines the mechanisms by which suc-
cessful migrant family units are organized. The investi-
gator is acting as a participant-observer in order to
collect data on intra-family relationships and on the
relation of the family to the social and economic com-
munities in which it finds work.

Completion is scheduled by June 1972.

1.5.66 NEW YORK UNIVERSITY
NEW YORK, N.Y.

GRANT 91-36-71-12

OLIVIA P. FROST, DOCTOR/U. CAIVDIDATE; DR. DAN W.

DODSON, SPONSOR, CENTER FOR HUMAN RELATIONS
AND COMMUNITY STUDIES

THE EFFECT OF NoraxsTrnrnom TRAINING ON THE
OCCUPATIONAL AI illuDES AND ASPIRATIONS OF DISAD-

VANTAGED Yotm, NEGROES

This study of a program of training for better jobs
is assessing whether the participants acquire the expec-
tations, attitudes, and behavior that are associated with
upward mobility. In the program, the American Feder-
ation of State, County, and Municipal Employees in
New York City offers members tinseling. education
aimed at enabling the enrolke to obtain s. school
equivalency certificate, and a training curriculum
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geared to existing jobs and using malerials from in-
dustry. Thirty black men between the ages of 21 and
35 who participate in the program and a matched
group of 30 who are not enrolled will be tested and
interviewed before and after the training period.

Completion is scheduled for September 1971.

1.5.67 NEW YORK UNIVERSITY
NEW YORK, N.Y.

GRA= 91-36-71-13

JOHN ROBERTSON MORSE, DOCTORAL CANDIDATE; DR
RONAID D. CORWIN, SPONSOR, DEPARTMENT OF SOCI-

OLOGY

OCCUPATIONAL MOBIL/1T AMONG UNIONIZED CIVIL
SERVICE WORKERS IN NEW Yofrx CITY

This investigation of union straties for promoting
occupational mobility compares the career histories of
four membership groups within the New York City
Council of the American Federation of State, County,
and Municipal Employees: (1) Members who have
participated in the union's training programs; (2)
members who are in occupations for which credentials
have been altered or dropped by the civil service; (3)
members who have retired and found new jobs; and
(4) members who have received none of thPse benefits.

Demographic, attitudinal, and work history informa-
tion is being obtained from questionnaires from a
sample of 500 member3 from each group. The ration-
ale behind the various strategies for increasing career
mobility and how it has changed over the years is
being explored'in interviews with union officials. Infor-
mation on the civil service system and its responses to
the union's strategies is being chtained in interviews
with civil service officials.

Completion is scheduled for September 1971.

1.5.63 NORTHWESTERN UNIVERSITY
EVANSTON, ILL

GRANT 91-15-69-35

ROBERT B. WALLACE, DOCTORAL CANDIDATE; DR. Roa-
ERT EISNER, SPONSOR, DEPARTMENT OF ECONOMICS

123
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THE BENEFITS OF PUBLIC HIGH SCHOOL EDUCATION IN
THE UNITED STATES

For students from different socioeconomic back-
grounds, this study attempt to measure the increments
in achievement and income il,at are associated with
attending var'ous high schools. Tioi analysis seeks to
isolate the influence of school, community, and home
variables on changes in a student's achievement test
scores between the ninth and 12th grades and to relate
his school achievement to his earnings 5 years after
graduation, taking account of post-high school training
and motivational factors. These measures of the high
school's contribution to the individual's achievement,
and ultimately to his earnings, will quantify differ-
ences among groups of students and the schools them-
selves. Data are being drawn from Project TALENT
(a cooperative effort of the US. Office of Education,
the American Institutes for Research, and the Univer-
sity of Pittsburgh). under which longitudinal informa-
tion on selected high schools and students has been
collected since 1960.

Completion is scheduled for October 1971.

1.5.69 NORTHWESTERN UNWERSITY
EVANSTON, ILL.

GRANT 91-15-70-45

JUDITH R. BLAU, DOCTORAL CANDIDATE; DR. SCOTT
GREm, SPONSOR, SOCIOLOGY DEPairrinavr

THE STRUCTURE OF SCIENTIFIC KNOWLEDGE: A STUDY
OF THE DIVISION OF LABOR, COMMUNICATION NET-
WORKS, AND THE REWARD SYSTEM IN Two SCIENTIFIC
DISCIPI.INES

The hypothesis of this study is that three independ-
ent social systems individually and jointly affect the
quality and quantity of scientific research: (1) The
discipline's subspecialities; (2) the discipline as a
whole; and (3) the organizational compfrx in which
scientific activities are carried out. The study is at-
tempting to identify those features of the systems
which promote communication, individual prestige,
and productivity in two disciplines, theoretical high-en-
ergy physics and geophysics. Major sources of data
are a 1967 survey by the American Institute of Physics

which includes 413 theoretical high-energy physicists
in the United States and a comparable survey by the
Johns Hopkins University which covered 826 Ameri-
can geophysicists. Published materials are being
used to analyze the universities and res.:-Irch centers
that comprise the third social system.

Completion is scheduled for July 1971.

1.5.70 THE OHIO STATE UNWERS1TY
RESEARCH FOUNDATION

COLUMBUS, OHIO

GRANTs 91-37-70-34 AND 91-39-71-34

THRAINN EGGERTSSON, DOCTORAL CAMIDATE; DR.

PLThit S. BARTH, SPONSOR, DEPARTMENT OF ECONOM-
ICS

A COST-BENEFIT STUDY OF HIGHER EDUCATION RE-
CEIVED UNDER THE WoRiz WAR II GI Bat.

This study is comparing the economic costs and
benefits of higher education received under the GI bill
by World War II veterans. Fundamentally, it attempts
to measure the economic experience of veterans who
took some college education under the GI bill and to
estimate what their experience would have been had
they not done so. For these analyses, veterans are
being grouped by both prewar educational attainments
and the type and amount of education received under
the GI bill. Costs and benefits to the veterans, to the
Government, and to society are being determined.
Data sources on costs include publications of the Vet-
erans Administration, the Bureau of the Census, and
the Department of Health, Education, and Welfare.
Data on benefits are being drawn primarily from three
Current Population Surveys of veterans, made by the
Bureau of the Census in 1955,1963, and 1967.

Completion is scheduled for April 1972.

1.5.71 THE OHIO STATE UMVERSITY
RESEARCH FOUNDATION

COLUMLIUS, OHIO

GRANT 91-37-70-55
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JEANNE W. PRODELL, DOCTORAL CANDIDATE; DR.
RACHEL M. HUBBARD, SPONSOR, SCHOOL OF HOME
ECONOMICS

A DESCRIPTIvE SURVEY OF PART-TIME EMPLOYMENT
IN Fool) SERVICES IN OHIO

This project examines the scope and occupational
distribution of part-time employment in food service
operations in four major metropolitan areas of Ohio
and the characteristics of the part-time workers. Data
are being gathered in interviews with the workers and
their employers in 10 comraircial firms and 10 health-
care institutions in each area.

Completion is scheduled for October 1971.

1.5.72 OKLAHOMA STATE UNIVERSITY OF
AGRICULTURE AND APPLIED
SCIENCE, RESEARCH FOUNDA-
TION

STILLWATER, OKLA.

GRANT 91-38-70-31

CARL D. PARKER, DOCTORAL CANDIDATE; Da. DAVID

W. :±11...vkavs, SPONSOR, DEpARTMENT OF ECONOMICS

THE DETERMINANTS OF HOURS or WORIC or Lovr-Ix-
COME FAMThY Una's: A STATMICAL ANALYSIS

In the light of recent concern over building woric

incentives into proposals for welfare reform, this study
is attempting to measure the relationship between work
effort (based on hours worked per year) and sources
of income, leveh of income, and health status among
low-income families. Estimates are being derived from
an adaptation of a market-nonmarket choice model,
using data from the 1967 Survey of Economic Oppor-
tuthty.

Completion is scheduled for July 1971.

1.5.73 UNIVRISITY OF PENNSYLVANIA
PHILADELPHIA, PA.

GRANT 91-10-70-32

flowAED W. RISHER, DOCTORAL CANDIDATE; DR. HER-

BERT R. NORTHRUP, SPONSOR, DEPARTMENT OF INDUS-

TRY

THE IMPACT OF TECHNOLOGICAL AND OPERATING
CHANGES ON THE RAILROAD INDUSTRIAL RELAT.ONS
SYSTEM AND ITS MANPOWER

In this study of adjustment problems faced by man-
agement, unions, and workers incident to technological
development and attrition in the railroad industry,
data from interviews with union and industry person-
nel and government officials and from case studies of
major union-management contracts negotiated since
World War II are being analyzed. For comparative
purposes, the candidate is compiling a brieL parallel
history of developments in air transport

Completion is scheduled for July 1971.

1.5.74 UNIVERSITY OF PENNSYLVANIA
PHILADELPHIA, PA-

GEANT 91-40-70-54

JEAN DARLix, DOCTORAL CANDIDATE; DR. JOHN D.
DURAND, ....c)ONSOR, GRADUATE GROUP IN DEMOGRAPHY

LABOR FORCE PARTICIPATION OF MARRIED WOMEN IN

THE UNITED STATES: AN INVESTIGATION OF THE RoLE

01. OCCUPATION

This study investigates the extent to which the labor
force behavior of married women depends on: (1)
Changes in employment opportunities in those occupa-
tions affording them a relative advantage; (2) compe-
tition from members of the other secondary labor
force groups; and (3) the type of work available as
well as the availability of work.

The analysis is based on data for married women
living with. their husbands, from published reports of
the Bureau of the Census and Bureau of Labor Statis-
dm and from the Survey of Economic Opportunity.

Completion is scheduled for September 1971-

1.5.75 PR/NCETON UNIVERSTTY
PRINCETON, NJ.

GRANT 91-32-66-20

125



124 1.5 Dissertation Grants in Process

STANLEY W. HUFF, DoCTORAL CANDIDATE; DR. FRED-
ERICK H. HARBISON, SpONSOR, DEPARTMENT OF Eco.
NOMICS

HIRING PRACTICES, Hnarm STANDARDS, AND MANPOWER
DEVELOPMENT POLICIES OF SELECTED EMPLOYING IN-
STITUTIONS IN LABOR MARKETS WITH DIFFERING
RATES OF UNEMPLOYMENT

This study compares recruiting, hiring, and wage
policies for selected occupations in high and low un-
employment labor markets. Interviews are being con-
ducted with personnel managers, employment service
officials, guidance counselors, and union officials in
Wheeling, W.Va., and adjoining Steubenville, Ohio-
Weirton, W.Va.the high and low unemployment
areas, respectively.

Completion is scheduled for July 1971.

1.5.76 PRINCETON UNIVERSITY
PRINCETON, N..T.

GRANT 91-32-69-66

JAmEs J. HECKMAN, DocTO: tL CANDIDATE; DR. AL-
BERT REES, SPONSOR, DEpARTMENT OF ECONOMICS

DETERNMANTS OF HOUSEHGID LABOR FORCE RE-
SPONSE TO INCOME AND AssET CHANGES

In order to predict the labor force behavior of mar-
ried women, this project attempts to relate their labor
force participation, by age and race, to: (1) The size
and source of income changes in their households; (2)
their families' assets and debts; and (3) changes in
the level and composition of assets. Household data
fron- the Bureau of Labor Statistics are being used.

Completion is scheduled for July 1971.

1.5.77 PRINCETON uNr
PRINCETON, NJ.

GRANT 91-32-70-41

VERNON J. DIXON, DOCTORAL CANDIDATE; Da. Nirne
ukist 3 BAXMOL, SPONSOR, DEPARTBMNT OF Eco-
NOMICS

126

A DETERMINATION OF INVESTMENT FRIORITIES IN
URBAN BLACIC CommuNrnEs

In an effort to ascertain the optingd use of resources
available to urban black ghettos, this study considers
the following investment possibilities: (1) Training
unskilled workers for jobs located priroarily outside
their community; (2) inducing outside firIns to relo-
cate or open branch plants in the ghetto; (3) subsidlz-
ing resident-owned businesses; or (4) some combina-
tion of thfte possibilities. The relative coerits of these
investment alternatives are being weighed from the
standpoint of the community's specific objeCtives;
whether it seeks to maximize its share of the gross
national product or to increase the level of employ-
ment in the area.

The Bedford-Sturesant section a Brooklyn, N.Y.,
which has tried a combination of the three investment
possibilities, is the setting for the research. Usin data
on population trends and labor force participation
rates for the area, the rerearcher is ,titnating the jolt:
needed to provide employment for the community',
workers. These needs are being enraPrtred with est'
mates of the maximum numbers and Costs of employ-
ment opportunities that would result frota alternative
government investments.

Completion is scheduled for FehruorY 1972-

1.5-78 UNIVERSITY OF ROCIIESTER
ROCHESTER., N.Y.

GRANT 91-36--71-15

JONATHAN E. GARLOCK, DOCTORAL CANvIDATE; DR.
HERBDIT G. GUTMAN, SPONSOR, DEP-urruENT OF HIS-
TORY

THE PRODUCING CLASSES' IDEOLOGY IN AMERICAN
AGRARIAN AND LABOR MOvEMENTS, 1866-'11396

This project is concerned with the response of un-
skilled workers to the technolo&al inilo;ations of the
late 19th century. It is reassessing ailt1 correlating
the widely diverse activity in polineet and reform
movements, labor unions, farmers' groups, and
perimental producer-consumer cooperatives of that
period in an attempt to answer two queations: (1) To
what extent Is ere these phenomena different aspects of
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a coherent response to technological change? and (2)
What are their implications for interpreting workers'
responses to technology today?

The study draws on the records and journals of
farm and labor organizations, reports of State labor
bureaus, autobiographies of movement leaders, and
other literature of and about the period.

Completion is scheduled for August 1972.

1.5.79 SAINT LOUIS UNIVERSITY
ST. LOUIS, MO.

GRANT 91-29-71-50

Jostra F. GREEEt, JR-, DOCTORAL CANDIDATE; DR.

THOMAS S. MCPARTLAND, SPONSOR, DEPARTMENT OF

SOCIOLOGY AND ANTHROPOLOGY

WORK AND THE ORGA.NrIZATION or Lot STYLE: IMPLI-

CATIONS FOR JOB RETMVTION

This study attempts to relate the job tenure of a
marginal worker to the employment characteristics of
his closest friends, his wife's description of him, and
his self-concept. The sample consists of 150 married
men, living with their wives, who, after 2 weeks or
more of unemployment, apply for work through the
N.Y. State Employment Service office in Olean.

As soon as a subject is placed in a job, he and his
wife are being asked to write 20 statements which
characterize the worker and to list the names and
employment characteristics of his 10 closest friends.
Each worker is being contacted again 7 and 40 weeks
after placement and the same information elicited. The
researcher postulates that the greater the proportion of
employed friends and of work-oriented statements he
and his wife make about him, the longer his job reten-
tion; and the longer his unemployment, the lower die
proportion of work-oriented statements and the more
unemployed friends he will name.

Completion is scheduled for July 1972.

1.5.80 UNIVERSITY OF SOUTHERN
CALIFORNIA

LOS ANCUFS, CALIF.

GRANT 91-06-71-2522

BERMAN BORENZWEIC, DOCTORAL CANDIDATE; DR.

MARTIN Wous, SPONSOR, SCHOOL. OF SOCIAL WEL-

FARE, UNIVERSITY or CALIFOPNIA, BERKELEY

THE EFFECT OF BECOMING EMPLOYED ON Szcz-lia-

ACE

This study considers how and to what degree train-
ing and employment affect the self-concept of the dis-
advantaged worker. Tests to measure role expectation,
self-concept, self-role congruency, and personality are
being administered at enrollment and 8 months kter to
200 trainees from a San Francisco Bay area Concen-
trated Employment Program and from the Department
of Rehabilitation in Oakland, Calif-

Completion is scheduled for December 1971.

1.5.81 STANFORD UNIVERSITY
STANFORD, CALIF.

GRANT 91-05-70-48

ROBERT S. SMITH, DOCTORAL CANDIDATE; DR. MELVIN

W. REDER, SPONSOR, DEPARTMENT or ECONOMICS

A Mut SERIES ANALYSIS OF THE CYCLICAL BEHAVIOR

OF WAGES, 'HIRING STANDAKDS, AND RECRUITMENT

Poucits rrc TrrE CLEarcAl. TEsspoRART HELP MARKET

This study of the clerical temporary-help industry is
analyzing cyclical and long-run chauges in the adjust-
ment of a firm's non-wage policies to changes in local
labor market conditions. It also is investigating
changes in worker quality (as measured by test scores,
educational level, past earnings, and subjective rat-
ings) over the period 1953-68. For 10,000 typists and
stenographers employed in the 1953-60 period and in
1968 by the San Francisco office of a nationwide tem-
porary help service, information is Ixding drawn from
company files concerning employee characteristics, re-
cruiting and training efforts, selection procedures. un-
filled orders (equivalent to job vacancies), and work
distrilution.

Compktion is scheduled for July 197L

"Formerly grant 91-05-70-46 to the University of California,

Berkeley.
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1.5.82 STANFORD UNIVERSITY
STANFORD, CALIF.

GRANT 91-06-71-27

FLORA DAVIDOFF, DOCTORAL CANDIDATE; Da. PAUL A.
DAVID, SPONSOR, ECONOMICS DEPARTMENT

EMIGRATION OF SOUTHERN BLACKS IN THE UNITED
STATES, 1910-70

This study seeks to explain temporal and spatial
variations in Negro migration from the South. Time-
series and cross-section data are being used to analyze
the effects on migration decisions of age, transitory
and long-term levels of unemployment, regional differ-
entials in unemployment rates, and the "pull" of ear-
lier migration movements.

Completion is scheduled for December 1971.

1.5.83 SYRACUSE UNIVERSITY
SYRACUSE, N.Y.

Gs &NT 91-34-69-26

JoEEN H. FLORER, DOCTORAL CANDIDATE; DR. NELSON
M. BLAKE, SPONSOR, DEPARTMENT OF POLITICAL SCI-
ENCE

THE NATIONAL EFFORT TO ACQUIRE FEDERAL ACTION
ON EQUAL EMPLOYMENT OPPORTUNITIES FOR WOMEN
IN THE 1960's

This study is documenting and analyzing private
efforts in the 1960's to spur Federai action against sex
discrimination in employment. The nature of the drive
for equal employment opportunities for women is
being related to Federal policies and to Federal legisla-
tive, adminisvative, and judicial acSons. The study is
using data from official records and published materi-
als. as well as interviews or correspondence with
public figures who promoted various actions, with rep-
resentatives of equal employment interest groups, and
with Government officials involved in applications of
the law.

Completion is scheduled for February 1972.
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1.5.84 SYRACUSE UNIVERSITY
UTICA, N.Y.

GRANT 91-36-71-52

JAMES P. O'HAnt, DOCTORAL CANDIDATE; DR. MARK
ABRAHAMSON, SPONSOR, DEPARTMENT OF SOCIOLOGY

THE ACHIEVEMENT PROCESS: AN EXPLORATORY STUDY

OF CAREER BEGINNINGS

Assuming that the positions to which an individual
moves within and between occupational structures
largely determine his social status,.this study is analyz-
ing the way in which structural and social psychologi-
cal influences interact to determine early career mobil-
ity and thus define achievement as a process. The
researcher will develop a model which conceptualizes
the process as one through which the individual
acquires various types of resources which interact with
his environment to provide him with the means to
make the sequence of moves needed to attain a desired
goal or status.

Operationally, the model associates each of the steps
through which the individual must pass to reach the
career goals with the variable conditions which must
obtain for successful mobility into the particular step:
His antecedent knowledge of the goals in the environ-
ment and of alternative means of achieving those goals
and his accumulation of such other resources as per-
sonal attributes, skills, motivations associated with
success and failure, capital of various sorts, and role
models.

The model will be tested with data for 1960, 1961,
and 1965 from the Project TALENT data bank for
young men who were high school seniors in 1960.

Completion is scheduled for June 1972.

1.5.85 THE UNIVERSITY OF TENNESSEE
KNOXVILLE, TENN.

GRANT 91-47-71-10

LEWIS H. SMITH, DOCTORAL CANDIDATE; DR. ROGER
L &MIMI', SPONSOR, DEPARTMENT OF ECONOMICS

THE EXTENT AND CAUSES OF GEOGRAPHIC MOMITY
AMONG SELECTED YOUNG WORKERS
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This project seeks information on the character-
istics and determinants of geographic mobility of
young workers (27 years old or less) in Tennessee,
with particular attention to graduates of Tennessee
area vocational-technical schools (AVTS). It utilizes
extensive background data on 1,800 graduates of
AVTS and other noncollegiate high school programs
in Tennessee collected as part of a 1968-69 AVTS
cost-benefit study. These data are being supplemented
through brief questionnaires concerning the subjects'
current marital status, earnings, and employment and
occupational experience since 1968.

Completion is scheduled for August 1971.

1.5.86 THE UNWERSITY OF TEXAS
AUSTIN, TEX.

GRANT 91-46-70-35

Amy P. APPELT, DOCTORAL CANDIDATE; DR. ROBERT
C. MAYFIELD, SPONSOR, DEPARTMENT OF GEOGRAPHY

RELATIONSHIPS 131.L vvr...t.N POPULATION DECREASE AND

TERTIARY EMPLOYMENT OPPORTUNITIES IN AGRICUL-
TURAL COMMUMTIES

This study d the impact of declining population on
job opportunities focuses on small, agriculturally ori-
ented towns in an effort to: (1) Establish the order in
which business and service functions change or disap-
pear, and (2) correlate those functions which show the
greatest loss, gain, or alteration of form with changes
in opportunities for existing and potenal entrepre-
neurs and employees. Inventories are being made of
functions present and opportunities filled for the peri-
ods 1950-60 and 1960-70.

The study is based on a stratified random sample of
40 agriculturally based towns in western Kansas whose
populations declined between 1950 and 1960. Data are
being gathered from secondary sources, field observa-
tions, and interviews with a random sample of 375
proprietors, managers, professionals, and skilled work-
ers active in the towns since 1950. In addition to
information concerning past and current job opportun-
ities, the interviews are probing the respondents' at-
tributes and their subjective opinions about prospec-
tive opportunities within their particular occupations.

Completion is scheduled for April 1972.

1.5.87 TULANE UNIVERSITY
NEW ORLEANS, LA.

GRANT 91-20-68-55

THOMAS L TURNER, DOCTORAL CANDIDATE; DR. LEON-
ARD REISSMAN, SPONSOR, DEPARTMENT OF SOCIOLOGY

ATTITUDES COMPRISING THE "CULTURE OF PovEarY"

This study is testing the validity of the concept,
"culture of poverty," by comparing certain values,
norms, and attitudes among the poor and nonpoor. It
is measuring the effects of age, family structure, and
race on individual adherence to the values, norms, and
attitudes of the "culture of poverty," with emphasis on
those aspects which hinder the poor in achieving eco-
nomic security when the opportunity is present. Inter-
views are being conducted in New Orleans with 125

persons from each of the following groups: Poor
whites, poor Negroes, and whites and Negroes whose
incomes are above the poverty level.

Completion is scheduled for December 1971.

1.5.88 WASHINGTON UNIVERSITY
ST. LOUIS, MO.

GRANT 91-27-69-24

MARVIN H. KAHN, DOCTORAL CANDIDATE; DR. EDWARD
KAIACHEK, SPONSOR, DEPARTMENT OF ECONOMICS

SUBSTITUTION IN THE LABOR MARKET: A NONSEPARA-
BLE APPROACH

This study is concerned with the extent to which
substitution among capital and different types of labor
can offset the inflationary effects of capital and labor
shortages. On the assumption that all labor market
inputs interact with one another inseparably, the study
tests the hypothesis that capital can act as either a
substitute for or a complement to labor. Specifically, it
investigates post-World War II changes in tht elastic-
ity of substitution with respect to workers in different
occupations, age-sex groups, and levels of educational
attainment in relation to changes in technology, the
composition of output, and labor force characteristics.

Completion is scheduled for June 1972.
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1.5.89 WASHINGTON UNIVERSITY
ST. LOUIS, MO.

GRANT 91-27-69-38

NORBERT W. BUDDE, DOCTORAL CANDIDATE; DR. ED-
WARD KALACHEK, SPONSOR, DEPARTMENT OF Eco-
NOMICS

DEMAND AND TRAINING FOR DENTAL HYGIENISTS

This study attempts to determine the range of activi-
ties, within a dentist's practice, in which a hygienist
can substitute for the dentist. The optimal mix of these
activities is being determined by the relathe cost of
dentists' and hygienists' time, in terms of training
costs and duration of career. Finally, a demand and
supply curve for hygienists is being derived and com-
pared wth present training facilities.

Dentists who do and do not employ hygienists are
being interviewed concerning the time they spend on
various tasks which both they and hygienists can per-
form and the total volume of services their practices
provide. The demand estimate for hygienists is based
on substitution possibilities and the value of the den-
tists' time in terms of the size of their practices. The
supply estimate builds on the results of other studies
and takes into account such factors as expected rate of
return on investment in training, availability and cost
of training, and present competition to enter training.

Completion is scheduled for September 1971.

1.5.90 WASHINGTON UNIVERSITY
ST. LOUIS, MO.

GRANT 91-27-69-65

LAWRENCE SLIFMAN. DOCTORAL CANDIDATE; DR- ED-
WARD KALACHEK AND DR. MURRAY' L. WEIDENBAUM,
SPONSORS, DEPARTMENT OF ECONOMICS

OCCUPATIONAL MOBILITY OF DISADVANTAGED WORKERS

This study seeks to identify the impact of changes in
labor demand on the upward occupational mobility of
low-income Negroes and whites and to pinpoint occu-
pations where race and education impede mobility
least. It attempts to answer the following questions:

Grants in Process

(1) For a given degree of labor market tightness, what
is the likelihood of upward occupational mobility
among these groups, and how does it differ for indi-
viduals by race, age, and education? (2) Does the
likelihood of upward mobility for low-skilled workers
increase as the labor market tightens in higher skilled
occupations? and (3) For a given change in labor
market conditions, what is the change in the relative
flows of whites and Negroes between occupations? The
study will use available data on 2,500 low-income fain-
ilies during the period 1964-67.

Completion is scheduled for July 1971.

1.5.91 WASHINGTON UNIVERSTTY
ST. LOUIS, MO.

GRANT 91-27-70-21

GELVIN L STEVENSON, DOCTORAL CANDIDATE; DR. ED-
WARD KAIACHEK, SPONSOR, DEPARTMECT OF Eco-
NOMICS

NONW.Eui k. TEENAGERS IN THE JOB MARKET

This study is constructing and testing a model to
explain why minority teenagers fare so poorly in the
labor market The test uses data from the 1960 census
on the socioeconomic characteristics of white teenagers
and those of other races (by age and sex group) and
on the population density, public transportation, and
characteristics of the labor market of a given area.

Completion is scheduled for July 1971.

1.5.92 WASHINGTON UNIVERSITY
ST. LOUIS, MO.

GRANT 91-27-70-52

DAVID E. BERGER, DOCTORAL CANDIDATE; DR. RICHARD

F. MUTH AND DR. EDWARD GREENBERG, SPONSORS, DE-
PARTMENT OF ECONOMICS

AN ANALYSIS OF DEPRESSED REGIONS

This study applies recent theories of regional vrowth
in constructing a model of the dynamics of depressed
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areas and testing it for depressed labor markets in
Pennsylvania for the period 1947-58. Data sources
include Census of Business and Census of Manufac-
tures publications.

Completion is scheduled for September 1971.

1.5.93 WASHINGTON UNIVERSITY
ST. LOUIS, MO.

GRA1VT 91-29-71-36

PAUL T. DICKINSON, DOCTORAL. CANDIDATE; DR. FRED-
ERIC Q. RAINES, SPONSOR, DEPARTMENT OF ECONOM-
ICS

THE EFFECT OF INCOME MAINTENANCE PROGRAMS ON
THE LABOR SUpPLY AND INCOMES OF LOW-INCOME
HOUSEHOLDS

This project seeks to e7aluate the potential impact of
various income maintenance schemes on labor force
participation and other dimensions of labor supply
among key social and demographic grot.ps. Three cri-
teria of efficiency are being applied in comparing the
different plans: (1) Minimization of the reduction in
labor supply; (2) maximization of the degree to which
households are raised above the poverty level; and (3)
maximization of the proportion of gross expenditures
on the program that shows up as a net increase in
family income.

Estimates disaggregated by age, sex, race, marital
status, and income group are being developed from
data for a cross-section of 40,000 low- and medium-in-
come individuals drawn from the Census Bureau's
Current Population Surveys for February and March
1966.

Completion is scheduled for August 1971.

1.5.94 'ITIE UNIVERSITY OF WISCONSIN
MADISON, WIS.

GRArrr 91-53-66-69

WALTER HUBNER, DOCTORAL CANDIDATE; DR. ALAN
FILLEY, SPONSOR, INDUSTRIAL RELATIONS RESEARCH

u Le,

131

129

INDIVIDUAL NEED SATISFACTION IN WORK AND NON-
WORIC

This study explores blue-collar workers' motivations
and the satisfaction they find in work (as opposed to
leisure) and in specific jobs (at various skill levels and
at different levels of technology). A forced-choice
questionnaire is being administered to a sample of
workers in jobs ranging from highly skilled to un-
skilled and from fully automated to artisan in level of
technology.

Completion is scheduled by June 1972.

1.5.95 THE UNIVERSITY OF WISCONSIN
MADISON, WIS.

GRANT 91-53-69-45

RICHARD S. TOIKKA, DOCTORAL CANDIDATE; DR. GLEN
G. CAIN, SPONSOR, DEPARTMENT OF ECONOMICS

SUPPLY RESPONSES OF THE UNEMPLOYED

This study seeks to relate such labor supply deci-
sions of the unemployed as adjustment of asking wage,
willingness to change occupation or residence, intens-
ity of jobseeking effort, and dropping out of the labor
force, to the following: (1) Their demographic charac-
teristics, occupation, and labor force experiences; (2)
the probability of job placement for particular groups;
and (3) wages received in new employment. The anal-
ysis is based on survey data gathered by government
agencies and private researchers.

Completion is scheduled for July 1971.

1.5.96 THE UNIVERSITY OF WISCONSIN
MADISON, WIS.

GRANT 91-53-70-08

JOHN F. BAUM, DOCTORAI,. CANDIDATE; DR. GERALD G.
SOMERS, SPONSOR, DEPARTMENT OF ECONOMICS

AN EXPERIMENTAL ANALYSIS OF TRAINING FOR DISAD-
VANTAGED WORICERS UNDER THE JOB OPPORTUNITIES IN
THE BUSINESS SECTOR (JOBS) PROGRAM
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This study is comparing costs and outcomes of cur-
rent approaches to training used by National Alliance
of Businessmen (NAB) firms participating in the Job
Opportunities in the Business Sector (JOBS) Program.
A sample of 180 disadvantaged trainees and 120 other
new employees of NAB-JOBS firms in Dallas has been
randomly divided into three training groups, each of
which simulates a major alternative approach available
to NAB-JOBS firms. For each of the three groups, the
disadvantaged trainees and the other employees are
being compared with respect to sociopsychological and
economic characteristics and pretraining and posttrain-
ing job performance and attitudes.

Completion is scheduled for October 1971.

1.5.97 YALE UNIVERSITY
NEW HAVEN, CONN.

GRANT 91-07-68-59

BRUCE R. MCKELLIPS, DOCTORAL CANDIDATE; DR.
MARK W. LEISERSON, SPONSOR, DEPARTMENT OF Eco-
NOMICS

NEGRO MIGRATION AN'D THE TJeseN COMPLEX' SOME
IMPLICATIONS FOR PUBLIC PoucY

This study is evaluating the stnicture and dynamics
of Negro mik,ration in order to suggest policies on
migration to central cities. It uses data from the 1960
census on gross and net migration into and out of
States and standard metropolitan statistical areas.

Completion is scheduled for June 1972.

1.5.98 YALE UNIVERSITY
NEW HAVEN, CONN.

GRANT 91-09-71-28

Piria REUTER, DOCTORAL CANDIDATE; DR. JAMES
TOBIN, SPONSOR, DEPARTMENT OF ECONOMICS

MACROECONOMIC POIICIES IN INFLATIONARY SITUA-
TIONS AND THE Sin; DISTRIBuTION OF INCOME

Grants in Procese

This study is exploring the distributive impact of
alternative policies for depressing the rate of inflation,
using data on the financial characteristics of 2,557
families from two recent Federal Reserve Board sur-
veys. It will: Estimate the structure of income, with
particular attention to nonwage income, for different
socioeconomic groups; examine the influence of ma-
croeconomic policy instruments on the composition of
aggregate income; and assess the effects of changes in
the composition of aggregate income on the incomes of
different socioeconomic groups.

Completion is scheduled for December 1971.

1.5.99 YALE UNIVERSITY
NEW HAVEN, CONN.

GRANT 91-09-71-42

GEOFFREY R. H. WOGLOM, DOCTORAL CANDIDATE; Dm
ROBERT S. GOLDFARB, SPONSOR, DEPARTMENT OF Eco-
NOMICS

THE IMPLICATIONS OF SEARCH UNEMPLOYMENT FOR
LABOR MARKET BEHAVIOR AND THE PHILLIPS CURVE

This research is extending models that attribute the
shortening of the job search during inflaEon to the
fact that workers' acceptance wages reflect lagging per-
ceptions of wage and price increases. The researcher
quctions the implication of these models that the trade
off between unemployment and inflation described in
the Phillips curve is perfectly inelastic in the long run,
when perceptions catch up with reality. The researcher
is broadening the theoretical framework to encompass
the intensity of job search as well as the acceptance
wage. He intends also to incorporate more realistic
assumptions about the ways in which jobseekers adjust
their market information and hence their expectations
and to take account of the effects on the flow of work-
ers into and out of the pool of unemployed of labor
market accounting balances (that is, not only the
actions of employers and workers but also the stock of
employed as well as unemployed workers).

Completion is scheduled for June 1972.
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Grants Under the MDTA "

1.6.01 ATLANTA UNIVERSITY
ATLANTA, GA.

GRANT 91-11-69-33

DR. DAVID E. KIDDEF, CENTER FOR MANPOWER STUDIES

NEGRO AND WHITE PERCEPTIONS OF COMPANY EM-

PLOYMENT PoucY THE SOUTH: CASE STUDIES rs

RURAL AND URBAN NONFARM SECTORS

This is the firnt phase of a planned three-part study

of the racial structure of labor force migration from

the South. The entitz project will investigate possible

reletions between Negro and white workers' out-migra-

tion and their perceptions of nonfarm employment op-

portunities in the South, succ%sful enforcement of the

1964 Civil Rights Act, and noneconomic factors in

their decisions to migrate.
The present study attempts to contrast Negro and

white workers' perceptions of the availability to them

of nonfarm empkyment in urban and rural areas of

the South. Random samples of employees from the 100

largest companies in Atlanta and from several new

firms in rural Georgia and Alabama are receiving

questionnaires covering the following: (1) The compa-

ny's equal employment opportunities policy; (2) job

classifications; (3) racial composition of the work

force; and (4) recruitment and upgrading procedures.
Analysis of workers' perceptions takes into account
their occupations, rural or urban locations, and demo-

graphic characteristics.
Completion is scheduled for December 1971.

1.6.02 BUREAU OF SOlUAL SCIENCE RE-
SEARCH, INC.

WASHINGTON, D.C.

" Requests for information concerning these grants should

be directed to the researchers.

GRAYr 91-09-69-31

DR. ALBERT D. DDERmArt

RECENT SECOND CAREER PATTERNS OF MILITARY RETI-

REES

This study examines certain aspects of the labor

force participation of men who have retired from tlr:

Armed Forces after a career of 20 or more years: (1)

Their difficulty in recent years in finding good jobs;

(2) their present employment status as related to age

at retirement, present age, education, rank, and year of

retirement; (3) impact of legislation barring dual

compensation for retired military personnel employed

by the Federal Government; and (4) their use of

employmtwat assistance under programs recently initi-

ated by the Departments of Lalior and Defense.

This study will supplement and updatt earlier analy-

ses, including one sponsored by the Manpower Admin-

istration. Data for the present study are being drawn

from a 1966 Department of Defense survey of a 25-

percent sample of retired military personnel.
Completion is scheduled for December 1971.

1.6.03 BUREAU OF SOCIAL SCIENCE RE-
SEARCH, INC.

WASHINGTON, D.C.

GRANT 91-11-71-32

DR. ALBERT D. BIDERMAN

TEE ForAtcaut. RESOURCES OF EX-PRISONERS

This project attempts to find out what economic re-

sources prisoners have at the time of their release,

under what conditions they are eligible for welfare

payments, and what suggestions correction officials

131
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have for alleviating the financial problems of ex-pris-
oners.

Mail questionnaires are being sent to the superin-
tendents of all State and Federal correctional institu-
tions, with telephone and personal visits to all nonre-
spon dents, and State and interstate variations in wel-
fare regulations with respect to ex-offenders are being
compiled and analyzed.

Completion is schedi led for October 1971.

1.6.04 UNIVERSITY OF CALIFORNIA,
BERKELEY

BERKELEY, CALIF.

GRANT 91-05-67-61

DR. LLOYD ULMAN, DIRECTOR, INSTITUTE OF IN-
DUSTRIAL RELATIONS

A Srtrov OF CHANGIXG SKILL REQUIREMENTS IN THE
BUILDLNG TRADES

This study analyzes changing labor requirements in
the crafts, particularly carpentry, involved in the home-
building industry. It is constructing data for various
crafts on man-hours required per square foot of floor
space in typical tract and nontract houses built in
Alameda County (Calif.) between 1930 and 1965. The
study will explore the usefulness of these data in devel-
oping projections of manpower demand in homebuild-
ing. Information is being derived from county build-
ing permits, architects' records, National Association
of Home Builders' files, estimators' handbooks for the
period under study, and discussions with persons in
the homebuilding industry.

Completion is scheduled for June 1972.

1.6.05 UNIVERSITY OF CALIFORNIA,
BERKELEY

BERKELEY, CALIF.

GRANT 91-05-70-37

DR. ROBERT E. HALL, INsTiTUTE OF INDUSTRIAL RELA-
TIONS

EXPLORATORY EMPIRICAL RESEARCH ON THE PATHOL-

OGY OF SECONDARY LABOR MARKETS

This study is estimating the impact of protective
institutiont and measures (such as labor unions, pro-
fessional and occupational licensing standards, and
formal educational requirements for white-collar jobs)
on relative wages and on the secondary labor force
(workers other than adult, male heads of households).
It is testing the hypothesis that a chronic excess of
workers in the labor market can be attributed to the
desire of secondary workers for the high-wage, pro-
tected jobs from which they are excluded regardless of
qualifications and is a basic cause of the unsatisfactory
functioning of secondary labor markets.

The Survey of Economic Opportunity, conducted in
1966-67 by the Bureau of the Census and compiled
jointly by the Office of Economic Opportunity and the
Brookings Institution, is the basic data source for this
project. Survey Wes consist of a self-weighting, 1/
3,000 sample of the U.S. population and a sample of
equal size of households in poverty areas.

Completion is scheduled for September 1971.

1.6.06 COLUMBIA UNIVERSITY
NEW YORK, N.Y.

GRANT 91-34-67-58

DR. Ammar HYMAN, CHAnudAN, DEPARTMMNT or
SocioLocr

OCCUPATIONAL CHOICE AND ITS DETERMLNANTS

AMONG TOTALLY BLIND INDIVIDUALS

ks part of a larger study of the patterns of
communication, perception, and social behavior among
the blind, this study examines blindness as a barrier to
gaining knowledge of environment, and consequently,
to choosing a career. Patterns of occupational choice
are being contrasted between blind Negroes and
whites and between those blinded before the age of
15 years and those blinded later in life. The
developmental processes underlying these patterns are
being examined through a parallel study of totally
blind children and their families.

The present analysis is based on the following
groups drawn from the sample of the total study: 180
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white and 90 Negro adults, totally blind, living in
northern cities; and 80 white and 20 Negro children,
totally blind, 10 to 15 years of age, living in New
York City. Indepth interviews have been held with the
adults, and a sighted family member was also
interviewed concerning the blind person's immediate
and larger environment and how he had been
socialized or resocialized. Parallel interviews were
conducted with the children; their mothers were
questioned about the patterns of childrearing followed
with the blind child and with his siblings; and sighted
siblings were interviewed whenever available regarding
their own development within the family and their
orientation toward the blind child. Computer analysis
is being used to trace individual and aggregate
patterns of karning.

Completion is scheduled by June 1972.

1.6.07 CORNELL UNIVERSITY
ITHACA, N.Y.

GRANT 9144-69-3024

DAVID MOORE, NEW YORK STATE SCHOOL OF IN-
DUSTRIAL AND LABOR RELATIONS

DEVELOPMENT or AN INDUSTRIAL RELATIONS INFOR-
MATION SERVICE (IRIS)

This project is developing and bringing to a fully
operational level a comprehensive information system
in industrial relations to serve scholars and
professionals in universities, private industry,
government, and labor. Liaison is being sought with
related information systems, such as the US. Office of
Education's Educational Resources Information
Center, the Smithsonian Institution's Science
Information Exchange, and the Central Laorary and
Documentation Branch of the International Labour
Office in Geneva.

This project builds on the cmdings of a feaaility
study partially supported by a Manpower
Administration grant (see 3.6.17). lu addition, the
present project continues earlier research in techniques
of indexing and abstracting services and of packaging
and delivering industrial relations information.

Completion is scheduled for August 1971.

'Most financial support for this study is being provided by
industrial relations centers at 14 universities.

1.6.08 UNIVERSITY OF HOUSTON
HOUSTON, TEL

GRANT 91-46-68-48

DR. Louts H. STERN, DEPARTMENT OF ECONOMICS

AND FINANCE

TRE RELATIONSHIP BETWEEN UNEMPLOYMENT AND
COMMITTING Wrrins GEOGRAPHICAL AREAS

This pilot study is considering whether 15 regions
delineated as standard metropolitan statistical areas
(SMSA's) are actually adequate for labor market
analyses. Using 1960 census data, it seeks to determine
whether an SMSA's unemployment rate is an
appropriate economic indicator for any of its
geographic subdivisions by testing the hypothesis that
commuting to jobs within the area generally equalizes
unemployment rates among the residents of different
geographic subdivisions who are in the labor force if
allowance is made for differences in orxupation, sex,
and racial or ethnic group.

Completion is scheduled for June 1972.

1.6.09 HOWARD UNIVERSITY
WASHINGTON, D.C.

GRANT 91-09-70-36

Da. MARTHA T. MEDNICE, DEPARTMENT or PSYCHOL-
OCT

MOTIVATIONAI. AND PERSONALTTY FACTORS RELATED TO

CAREER GOALS OF BLACK COLLEGE WOMEN

This study of occupational choice among Negro
college women is examining variations in occupational
choice and levels of career commitment and
achievement motivation between blatic college women
today and those surveyed 5 to 10 years ago by varieus
researchers. Questionnaires and tests to measure
achievement motivation, fear of failure, originality of
occupational choice, career ce,mmitment, perceptions
of femininity, and militancy are being administered to
samples of black college women from a predominantly
black university, an integrated urban university, and
an integrated rural college.

Completion is scheduled for July 1972.



134 1.6 Research Project Grants In Process

L6.10 HOWARD UNIVERSITY
WASHINGTON, D.0

GRANT 91-11-71-40

DR. DAVID J. FITCH, SCHOOL OF PUBLIC AND BUSINESS
ADMINISTRATION

Cow,AitartvE Sucams ON PERFORMANCE AND WRIT-
Tm TESTS or ADVANTAGED AND DISADVANTAGED
TRADES APPLICANTS

This project testa the hypothesis that disadvantaged
workers score higher on work sanyle tests than they
do on written tests. Written tests wId background
questionnaires are being administered to 600 men
who: (1) Filed applications with the New Jersey
Department of Crvil Service for jobs for which
performance tests are now used (carpenter, electrician,
mason and plasterer, motor vehicle mechank, painter,
plumber, steam fitter, repairman, truck driver, and
heavy equipment operator) ; (2) met the minimum
requirements for these positions and were scheduled
for testing; and (3) participated between Apr0 and
September 1971 in the New Jersey job performance
tests, comprised of from S to 10 items asking the
examinee to make, repair, modify, assemble, or adjust
something. Performance test scores are being
compared with scores on written tests for the same
jobs and the differences correlated with an index of
disadvareage.

Completion is scheduled for June 1972.

1.6.11 THE JOHNS HOPKINS UNIVERSITY
BALTIMORE, MD.

Gas= 91-24-71-01

Dn. PETER H. Rossi, DEPARTMENT OF SOCIAL RELA-
TIONS

DETERmiNANTs AND CONSEQUENCES or MODES OF
ENTRY Irmo Tac LABOR FORCE

This project wBI study how American men enter the
labor force; how their racial, socioeconomic, and
educational backgrounds influence the mode, timing,
and level of entry; and how and to what extent the

circumstances surrounding entry affect subsequent
occupational attainment. Data on the backgrounds of
1.389 Negro and white men. aged 30 to 39 (drawn
from a national survey by the National Opinion
Research Center), provide the basis for the present
study. The analysis is designed to supplement a major
longitudinal study of labor force behavior currently
being conducted by The Ohio State University and the
Census Bureau (see 1.1.31).

Completion is scheduled for August 1971.

1.6.12 LOUISIANA STATE UNIVERSITY
ST. LOUIS, MO.

GRANT 91-20-70-30

DR. THERESA R. SHAPIRO, DmisioN or BUSINESS A=
ECONOMIC RESEARCH

NEGRO CONSTRUCTION CONTRACTORs Ln NEW ORLEANS

This pilot study examines the backgrounds, business
practices, needs, and problems of Negro entrepreneurs
in the New Orleans construction industry, with special
attention to the relationship between contractors and
subcontractors in residential construction. The analysis
is based on interviews with 200 Negro contractors and
subcontractors. (See LL22.)

Completion is scheduled for August 1971.

1.6.13 LOYOLA UNWERS1TY
CHICAGO, ILL

Quiff 91-17-71-26

DR. RONALD G. EHRENBERG, DEPARTMENT or Eco-
NOMICS

DETERMLNANTS OF THE INTRA-STATE FUNCTIONAL AL-
LOCATION OF STATE AND LOCAL GOvERNMENT EM-
PLOYMENT

This project seeks to explain interstate variations in
the level of State and local government employment
and in the allocation of employment across education,
highways, health, police and fire protection, and other



14 Reeearch Project Grant* In Process

functional categories. 17sing published data from tbe
Bureau of the Ceneus and other SOIVCOR, a
utility-maximizing model of State and local
government behavior is being devised to estimate the
influence of income levels, Federal grants, relative
wage and price elasticities, and other economic
variable&

Completion is scheduled for December 1971.

L6.14 UNIVERSITY OF MASSACHUSEITS
AMHERST, MASS.

Gitaxr 91-23-68-27

SOLOMON Baarcrc LABOR RELATIONS AND RESEARCH
CLNTER

A STUDY OF NATIONAL MANPOWER POLICIES cc OECD
Commute

This study attempts to distill lessons for current
manpower programs in the United States by analyzing
tbe experience of the counftles belonging to the
Organisation for Economic Co-operation and
Development (OECD) and the research generated by
OECD. Considering the manpower field as an
integrated system, the study covers the farming
subjects: Objectives; national economic and social
problems; system% for determining priorities for their
solutions; policyrnaking systems; research; statistics
and data collection resources; administration of
recruitment; development of the appropriate quality of
manpower; stimulation of the demand for labor;
organization and operation of the job market; systems
of enterprise; and programs for optimum productivity
of the work force.

The researcher is drawing on the resources and
knowledge acquired during 5 years with the Manpower
and Social Affairs Directorate of the OECD, supple-
mented by correspondence with officiahi in the OECD
and member countries.

Completion is scheduled for December 1971.

1.6.15 UNIVERSITY OF MASSACHUSETTS
AMHERST, MASS.

GRANT 91-23-69-20

13S

&mono,: nalixts% Laos REIAT:ONS AND RESEARCH
CENTIM

MasmewEst Policy ,e4D PROCRAMS: Toots son Eco-
:tome POLICY--A PUNNING PROJECT

This project explores the interrelationships between
economk and manpower polky objectives.
instruments, measures, and behavior, as developed in
the Federal Government. A series of studies are being
outlined in the following major areas: (1) Manpower
aids to the promotion of economic objectives; (2)
DISRPOwer aspects of the impact of major economic
tools; (3) economic measures for advancing
manpower objectives; and (4) economists' tools in the
development of manpower propams.

The project will result in: (1) A report outlining
the varioug aspects of the relationship between
economic and munpower policy; and (2) a specific
plan for a aeries of seminar meetings at which the
subjects of highest priority would be discussed on the
basis of policy-oriented papers to be prepared by
subject-area specialists. In addition, an annotated
bibliography is heing compiled of current writings on
the topics considered in the program.

Completion is scheduled for January 1972.

1.6.16 THE UDaVERSTTY OF MICHIGAN
ANN ARBOR, MICE

GRAN? 91-24-68-41

Dn. Mammy Cow. 1.Nsi roa SOCIAL RESEARCH

AN Acmes EFFORT TO IMPROVE THE FUTURE OF
Anotrscmnr BOYS IN raz I..trcEa Crrr

This study is assessing the impaet on adolescent
boys of a 1961-65 experimental program of the
Chicago Boys Club which sought to combat juvenile
delinquency in two inner-city target areas. In addition
to the cows traditional building-centered rozreational
sctivities, the Program provided academic and
Vocational counseling and job placement and worked
with community ins:itutions to increase vocational
education, stmenticeship. job, and recreational
0PPurtunities.

The data for this analysis were collected during the
Program. Two control areas with matching
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demographic characteristics were constructed from
surrounding census tracts. Variables relevant to the
condition of the populations and goals of the program
were measured at the beginning and end of the
program. Data were collected through interviews with
representative samples of the boys in each area who
were and were not participating in the program, their
mothers, community leaders, and personnel throughout
the Chicago Boys Club organization. Further material
was gathered from police, court, and school records on
the behavior and performance of the boys in the study,
and the boys themselves provided information on their
aspirations, perception of opportunities, current plans
and efforts to prepare themselves for future
employment, and school attitudes and performance.

Completion is scheduled for June 1972.

1 .6.17 THE UNIVERSITY OF MICHIGAN
ANN ARBOR, MICH.

GRANT 91-24-70-15

DR- JOSEPH VEROFF, SURVEY RESEARCH CENTER

COMPONENTS OF ACHIEVEMENT MOTIVATION AS PRE-
DICTORS OF POTENTIAL FOR ECONOMIC CHANGE

This study is developing measures for
differentiating between a job trainee's motivation to
succeed and his expectation of success and for
determining which of these measures is the best
predictor of job success.

Three groups of 50 subjects each are responding to
tests measuring motivation and behavior, such as
performance levels after success and after failure. One
group is being tested during the orientation period of
the training program, the second is being tested when
training is almost completed, and the third is being
tested and interviewed 6 months after completing the
program. Followup data on economic success are being
obtained from training center records.

Completion is scheduled for August 1971.

1.6.18 THE UNIVERSITY OF MICHIGAN
ANN ARBOR, MICH.

138

GRANT 91-26-71-06

DR. STANLEY E. SEASHORE, SURVEY RESEARCH CENTER

BLACK PARTICIPATION IN INDUSTRIAL AND VOLUNTARY

ORGANIZATIONS

This project is assembling and integrating
information about psychological and social-
psychological phenomena that affect the inclusion and
adaptation of blacks in various organizational settings.
Material is being drawn from secondary sources and
from interviews with other researchers in the subject
area to compile a bibliography and a theoretical paper
describing research priorities and their feasibility.

Completion is scheduled for September 1971.

1.6.19 UNIVERSITY OF MISSOURI
ST. LOUIS

GRAITT 91-29-71-29

DR. SARA SMITH Si i hEtt, DEPARTMENT OF SOCIOL-
OGY AND ANTHROPOLOGY

.3.ELATIONSHLDS BETWEEN CHANGING RESIDENCE LOCA-
TION AND LABOR FORCE PERFORMANCE FOR BIACK
NEW RESIDENT HOUSEHOLDS IN AN INNER SUBURB

This project is exploring possible links between
residential upgrading and labor farce attachment for
black workers, by analyzing the relationship between a
move to the suburbs by black households and iabor
force performance prior to, accompanying, and after
the move.

The project builds on a current study at the
University's Center of Community and Metropolitan
Studies. Information on date of move, residential
tenure, occupation, location of workplace, employment
status, and former address was collected from
occupancy permits for a sample of 700 black families
who moved into a middle-class suburb of St. Louis,
Mo., in the year ended April 1, 1970. For the prese:Jt
study, supplementary data on the educational and
employment backgrounds of household heads and
spouses are being gathered in interviews for 170 of the
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families, drawn randomly from seven major
occupational strata.

Completion is scheduled for September 1971.

1.6.20 NATIONAL BUREAU OF ECONOMIC
RESEARCH, INC.

NEW YORK, N.Y.

GRANT 91-34--70-58

DR. FINIS R. WELCH

THE EFFECTS OF FEDERAL MINIMUM WAGE LEGISLA-
TION ON THE CYCLICAL STABILITY OF AGGREGATE EM-
PLOYMENT AND ON THE INDUSTRIAL DISTRIBUTION OF
TEENAGE EMPLOYMENT

This study builds on a recently completed analysis
of the effects of minimum wages on the employment
stability of different race-sex groups of the teenage
labor force. The extent of minimum wage coverage hy
industry is being examined to determine whether
greater coverage in a given industry relative to other
probable employment increases the likelihood of
unemployment during cyclical downturns.

The analysis will include quarterly observations for
the 1947-69 period, based on data compiled by the
Bureau of Labor Statistics and on materials from the
Department of Commerce and the Council of
Economic Advisers used in the initial study.

Completion is scheduled for December 1971.

1.6.21 NATIONAL CIVIL SERVICE LEAGUE
WASHINGTON, D.C.

GRANT 91-11-71-05

DR. BENNETT HARRISON

EMPLOYMENT OF GHETTO RESIDENTS

This project is comparing the quality of jobs
(hours, earnings, and requirements) currently held by
ghetto residents with the quality of alternative
positions presently or potentially available in
ghetto-located businesses, in State and local public

offices, and in urban programs for the development of
human resources.

Also being explored are the relationships of the
quality of jobs and job opportunities to: (1) The
distance between home and work; (2)
intra-metropolitan residential location; and (3) race.

Completion is scheduled for September 1971.

1.6.22 THE RESEARCH FOUNDATION
OF THE STATE UNIVERSITY
OF NEW YORK

ALBANY, N.Y.

GRANT 91-36--71--41

DR. HOWARD G. FOSTER, SCHOOL OF MANAGEMENT

THE DEVELOPMENT AND UTILIZATION OF MANPOWER
RESOURCES IN THE HOMEBUILDEIG INDUSTRY: A LocAL
SURVEY OF CONTEMPORARY PRACTICES

This project is examining labor market practices in
homebuilding and comparing them with those in the
much more extensively commercial sector of the
construction industry. It explores questions in four
specific areas: (1) The nature and efficiency of the
hiring process in matching workers with available
jobs; (2) the nature and pattern of differentials in
wages and benefits between homebuilding and
commercial construction and how they are
maintained; (3) the characteristics, effectiveness, and
potential for improvement of training practices in the
absence of union-administered apprenticeship
programs; and (4) the extent and impact of seasonality
on all aspects of the market mechanism

The researcher is interviewing 250 builders and
subcontractors (for electrical, plumbing, heating,
painting, carpentry, masonry, plastering or drywall,
roofmg, cement work, and excavation services) in the
Buffalo, N.Y., area. Supplementary information is
being obtained from spokesmen for the homebuilding
industry in other selected metropolitan areas in the
Northeast.

Completion is scheduled for July 1972.

1.6.23 NORIIiWESTERNUNIVER.SITY
EVANSTON, ILL.

GRANT 91-15-70-07
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DR. FRANIC BRECHLING, DEPARTMENT OF ECONOMICS

THE RELATIONSHIP BETWEEN REGIONAL AND OVERALL

EMPLOYMENT

This study is seeking to determine how

unemployment by State and labor market area behaves
cyclically and secularly, especially in response to
changes in overall economic activity, and how such
variations in unemployment affect aggregate wage
behavior.

Quarterly and annual employment and

unemployment data for 49 States and 150 labor
market areas are being collected from published
sources. The aggregative, structural, and cyclical
elements of regional unemployment data are being
examined. Measures of dispersion and skewness of the
distributions of regional unemployment are being
computed and estimates of its influence on aggregate
national wage behavior will be made.

Completion is scheduled for August 1971.

1.6.24 NORTHWESTERN UNIVERSITY
EVANSTON, ILL.

GRANT 91-15-70-12

Da. GEORGE E. DELEHANTY, DEPARTMENT OP Eco-

NOMICS

LABOR MOB/LITY AND INCOME CHANGE

This study is analyzing the relationship between
geographic, industrial, and employer mobility and
income for workers grouped by age, and sex.
Using data on work and earnings in a 1-percent,
employer-employee subsample of Social Security
Administration records for 1959-63, the study is
attempting to find out by how much, for whom, and
through what processes income change is related to
labor mobility.

Completion is scheduled for October 1971.

1.6.25 THE OHIO STATE UNIVERSITY
RESEARCH FOUNDATION

COLUMBUS, OHIO

GRANT 91-39-71-43

DR. BELTON M. FLEISHER, DR. DONALD 0. PARSONS,

AND DR. RICHARD D. PORTER, DEPARTMENT OF ECO-

NOMICS

DYNAMIC ANALYSIS OF THE LABOR FORCE BEHAVIOR

OF MEN AND YOUTH

This study addresses four major questions: (1)
What would be the disincentives to work of a negative
income tax? (2) Are upward trends in unemploymept

rates linked with the increasing proportion of

secondary workers? (3) Is continuing school generally

a fruitful alternative for young men, or do adverse

labor market conditions leave them unemployed and
with little incentive to remain in school? (4) Does the
downward trend in labor force participation of older
men, greater among blacks than whites, represent a
response to rising levels of affluence or a response to
diminishing market demand for "older" workers?

A model incorporating three aspects of labor force
behaviorhours of work, unemployment, and labor
force participationis being constructed and applied
to data from the national longitudinal surveys of males
aged 45-59 and 14-24, respectively, in 1966 (see
1.1.31, 3.1.62, and 3.L64).

Completion is scheduled for June 1972.

1.6.26 THE OHIO STATE UNWERSITY
RESEARCH FOUNDATION

COLUMBUS, OHIO

GRANT 91-39-71-44

DR. J. PETER MATTILL, CENTER FOR HUMAN RESOURCE

RESEARCH

TEl IMPACT OF EXTENDING MINIMUM WAGES TO PRI-

VATE HOUSEHOLD WORXERS

This research aims to: (1) Devise a conceptual
framework for analysis of the market for domestics;

(2) measure recent levels and distributions of

domestics' wages; (3) estimale the response of
demand for household workers to changes in the
workers' wages and in household income; (4)
investigate the flow of workers from the household to
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other sectors and out of the labor force; and (5)

explore the market implications of an extension of
minimum wage coverage to domestics.

Data on wage distributions are being drawn from a
larger survey (see 1.1.31, 3.1.63, and 3.1.65) .
Estimates of demand response to changes in wages and
household income are being derived from census data.

Completion is scheduled for October 1971.

1.6.27 RUTGERSTHE STATE
UNIVERSITY

NEW BRUNSWICK, N.J.

GRANT 91-34-71-0225

SANDRA S. TANGRI

EFFECTS OF BACKGROUND, PERSONALITY, COLLEGE AND
POSTCOLLEGE EXPERIENCE ON WOMEN'S POSTGRAD-
UATE EMPLOYMENT

This project follows up the researcher's dissertation,
which associated background factors, personality
characteristics, and college experiences of 200 college
women with commitments to traditionally masculine
professions. Using interviews and mail questionnaires,
the present study attempts to answer the following
quesfions ab3ut these same women 3 years after
graduation:

1. What factors associated with aspirations predict
perseverance in the chosen field?

2. What factors affect occupational commitment?
3. For what kind of woman does early marriage

make career pursuits more likely?
4. What role do husbands play in these outcomes?
Completion is scheduled for August 1971.

1.6.28 STANFORD UNIVERSITY
STANFORD, CALIF.

GRANT 91-05-70-44

DR. MELVIN W. REDER, INSTITUTE OF PUBLIC PoucY
ANALYSIS

zs Formerly grants 91-24-69-04 and 91-24-69-47 to the Uni-
versity of Michigan.

A PILOT STUDY OF RESPONSE TO JOB OFFERS AS AN
INDEX OF LABOR MARKET COMMONS

This study is testing the validity of expanding the
base for calculating unemployment rates to include the
dimension, "intensity of job-search activity." It is
developing and experimenting with instruments to
measure: (1) The intensity with which unemployed
persons search for jobs, and (2) the success of
individuals in locating employment relative to the
intensity of their jobseeking.

The researcher is selecting samples of applicants at
private firms and various types of placement agencies
in the San Francisco Bay area; stratifying them by
such characteristics as age, sex, and occupational
category; and tabulating individual reactions to valid
job vacancies reported to them by the researchers. A
scale for classifying individuals by the degree of
intensity with which they search for jobs is being
constructed. Indicators being used to gage the intensity
of an individual's jobseeking efforts are: (1) The time
lapse between receiving and r(ponding to a job
vacancy notice; (2) the ratio of the jobseeker's
minimum "asking wage" to the appropriate average
for the area; (3) the length of the journey (in time or
distance) the jobseeker will undertake to apply for a
vacancy; (4) the ratio of number of job offers
rejected to number received by the jobseeker; and (5)

the rado of number of applications filed to number of
vacancy notices received by placement agencies. Data
are being collected in followup interviews from the
sample groups for an assessment of subsequent job
success relative to individual characteristics and
intensity of job search.

Completion is scheduled for July 1971.

1.6.29 UNIVERSITY OF UTAH
SALT LAKE CITY, UTAH

GRANT 91-47-69-64

Dn. GARTH L MANGUM, HUMAN RESOURCES INsrl-

TVTE

TRACING THE DEVELOPMENT OF A STATEINWE AUTO-
MATIC DATA PROCESSING EMPLOYMENT SECURITY
SYSTEM

As a guide for instituting computerized systems to
match men and jobs, this project is tracing the

141
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introduction by the Utah Department of Employment
Security of an automatic data processing system to
handle managerial, unemployment insurance, and
placement functions on a statewide basis. Attention is
being given to the plans made, difficulties encountered,
solutions found, and problems still to be solved in this
pilot project.

Interviews are being conducted with involved Fed-
eral and State officials and employees of the computer
company. In addition, the applications of a sample of
persons seeking jobs through the employment service
are being followed through the system.

Completion is scheduled for September 1971.

1.6.30 WAYNE STATE UNIVERSITY
DETROIT, MICH.

GRANT 91-24-68-29

DR. ROBERT A. MENDELSOHN, DEPARTMENT OF PsY-

CHOLOGY

THE PERSONALITY AND Aiil xuinu. CHARACTERISTICS

OF CAREER AND HOMEMAKING ORIENTED WOMEN

This investigation of personality characteristics,
conceptions of masculine and feminine roles, and bases
of self-esteem is an attempt to explain why so few of
the women who work have jobs commensurate with
their capabilities. A sample of 1,500 women and 500
men who graduated from Wayne State University are

being given a personality test and asked to answer a
questionnaire concerning their marital status and work
experience. The analysis is attempting to establish
differences between those women who are actively
engaged in careers and those who are predominantly
or exclusively homemakers and between these two
groups and the men.

Completion is scheduled for June 1972.

1.6.31 YALE UNIVERSITY
NEW HAVEN, CONN.

GRANT 91-09-71-03

DEL RICHARD WEISSKOFF, ECONOMICS DEPARTMENT

A MULTI-SECTOR SIMULATION MODEL OF EMPLOY-
MENT, INCOME, AND ECONOIMIC GROWTH IN PUERTO

Rico

This study examines the effects of accelerated
industrialization in Puerto Rico upon skill demands,
the occupational and industrial distribution of
employment, and the distribution of income.

Data from employment and income surveys and
industrial and agricultural censuses by the Puerto
Rican Bureau of Labor Statistics are being used in a
model to simulate economic change from 1953 to 1963

and project it to 1969 in order to evaluate the impact
of alternative development policies.

Completion is scheduled for September 1971.
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2.1 PROJECTS COMPLETED, JULY 1, 1970JUNE 30, 1971
Research Contracts Under the MDTA

2.1.01 UNIVERSITY OF CALIFORNIA,
BERKELEY

BERKELEY, CALIF.

CONTRACT 81-05-68-43

DR. MARGARET THAI.-LARSEN,
GORDON CAVANA, AND

JOHN DANA, INSTITUTE OF INDUSTRIAL RELATIONS

PIACEMENT AND
COUNSELING IN A CHANGING LABOR

MARKET: PUBLIC AND PRWATE EMPLOYMENT AGEN-

crEs AND SCHOOLS

This study is part of a broad program of labor

market research in the San Francisco Bay area

(3.1.04). One objective of this study was to determine

the impact of manpower legislacon, policies, and

practices on the relative roles and effectiveness of

public and private employment agencies, and on the

conduct of school occupational guidance activities

from 1960 through 1968. Another objective was to

determine the relationships that exist between

employment agencies and educational institutions with

respect to their goals and their operations, with

particular emphasis on the significance of their

activities to the development,
communication, and use

of labor market information.

It was found that neither the public employment

service nor the schools of the Bay area had resources

sufficient to perform their asssigned duties effectively ;

they had deficiencies of expertise, sound

administrative policies, and community consensus, as

well as of funds and staff. Public employment agencies

were directed to provide greatly expanded services to

the disadvantaged, under recent manpower legislatiOn,

but were not serving these workers effectively, despite

major changes in organization, staffing, and program.

Moreover, additional service for this group was

reflected in diminished services to better qualified

applicants and to employers, resulting in the

increasing use of private employment agencies in the

more favored sectors of the labor market. The public

schools were making tittle progress in meeting the

enlarged responsibilities under recent educational

legislation for occupational guidance and vocational

preparation. Their counseling programs were found to

be so impaired by shortages of resources that the

provision of adequate occupational guidance received

secondary consideration. Lack of insights into the

realities of the labor market also hindered curriculum

planning. It appeared, further, that both a lack of

cooperation between placement agencies and the

schools and the shortage of adequate labor market

information were exacerbating the already difficult

situation created by a general underfunding.

The major recommendation emerging from this

research was that a greater effort be made to create a

labor market information system in the Bay area. Only

private employment agency managers believed that the

information now received was adequate. The flaws in

information were attributed to the lack of systematic

surveys of the need for this information, its source, the

gaps in information, and the costs of filling these gaps,

as well as failure to marshall existing information

resources into a coherent system.

With no basic shift in policy or any great increase

in funds, the following improvements could be

achieved, the researcher concluded: (1) The employ-

ment service could better coordinate federally sup-

ported manpower programs, develop procedures to

allow local offices to cooperate within areas defined by

employer recruitment practices, and make more use of

modern electronic equipment for such operations as

selection and training. (2) The schools could under-

take studies to help counseling departments exert more

influence on performance of various types of organiza-

tions and procedures; give students vocational guid-

ance earlier in their school careers; and insure that

students who are not progressing steadily possess both

the basic skills for job entry and the potential for

further training and career advancement.
1/49/
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2.1.02 DERRYCK ASSOCIATES, INC.
NEW YORK, N.Y.

CONTRACT 81-34-70-23

DENNIS A. DERRYCK

MODERNIZING SELECTION AND PROMOTION PROCESSES
IN THE STATE EMPLOYMENT SERVICE

This study examined staff selection and promotion
policies and practices in employment service offices in
four cities. On the basis of his analysis of job func-
tions and requirements, the researcher proposed modi-
fications of existing selection criteria and strategies.

2.1.03 HARVARD UNIVERSITY
CAMBRIDGE, MASS.

CONTRAcr 81-23-68-372

DR. RICHARD B. FREENAN, DEPARTmErrr OF ECONOM-
ICS

ENGINEERS AND SCIENTISTS IN THE INDUSTRIAL ECON-
OMY

This study examined three aspects of the role of
scientific-engineering personnel in a modern society.
First, it looked at the effects of research and develop-
ment (R&D) and related scientific-engineering activity
on the performance of the economy, principally during
the 1950's and 1960's. R&D was found to be signifi-
cantly related to industrial growth, changes in produc-
tivity or prices, and changes in the mix of inputs. In
the input-output table, the sales of R&D-intensive inter-
mediate products increased more rapidly than those of
other intermediate goods. The kinds of inputs pur-
chased by R&D-intensive industries also changed espe-
cially rapidly. Thus R&D influenced the composition of
both outputs and inputs in the economy.

Secondly, the demand tor scientific workers in
industry was invesdgated in detail. Estimated demand
schedules showed a significant response of employment
to salaries and output By raising salaries, Federal
R&D expenditures reduced sdentific employment in

This study was cosponsored by the National Science Foun-
dation.
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nonaerospace and nondefense industries. As a result,
despite an edge in scientists-engineers in proportion to
population, the United States was found to trail several
other countries in scientists and engineers doing civil-
ian R&D.

Thirdly, the operation of industrial and occupa-
tional labor markets under conditions of R&D-induced
(or other) technological change was considered. Here,
it was found that: (1) The demand for workers was
relatively inelastic while the supply, especially of
young men, was very elastic in response to changes in
occupations or industries. (2) Shifts in the industrial
composition of the labor force accounted for a large
proportion of the changes in occupational employment.
A complete model in which occupational employment
changes in response to changes in wages ard industrial
demands for labor accounted for 51 percent of the
relative change and 65 percent of the absolute change
in employment in 228 detailed census occupations
between 1947 and 1969. (3) Changes in the supply of
workers to occupations resulting from changes ir the
demographic-educational composition of the popula-
tion significantly influenced salaries. A 1-percent
increase in supply reduced salaries by approximately
0.8 percent. (4) Surprisingly, chang.s in the occupa-
tional mix of industries that result from substitution in
response to rising wages were about as important
quantitatively as changes due to unexplained technol-
ogical shifts.

2.1.04 MICHIGAN STATE UNIVERSITY
EAST LANSING, MICH.

CONTRACT 81-24-66-32

DR. HARVEY M. CHOLDIN AND Da. GRAFTON D. TROUT,
Ruam. MANPOWER CENTER

MEXICAN AMERICANS 'Dr TRANSITION, MIGRATION AND
EMPLOYMENT IN MICHIGAN CITIES

This study investigated the social and economic
adjustment of Mexican Americans who settled in eight
counties in Michigan, in which th.z largest city was
Grand Rapids. Plans to study Mexican American farm-
workers still in the migrant stream had to be dropped.
Data were obtained in interviews with 695 heads of
Mexican American households and with 76 community
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officials and Mexican American community leaders in
the study sites.

As a pioneering study of Mexican American settlers
in the Midwest (even the census does not contain
separate data for Mexican Americans outside the
Southwest), this report presents rich descriptive detail.

A few highlights from the studyare given here:
Most of the Mexican American household heads

had come to Michigan between 1940 and 1959,
although one-fifth had been born there or had come
before the age of 16 and almost as many had come
between 1960 and 1967. Most had moved from small
towns or medium-sized cities in Texas, but slightly
more than half had been in the migrant stream at
some time after reaching age 16.

The median age on leaving Texas was 27 and,
with an average of 5 years of schooling, they were
among the better educated residents in their Texas
communities. The main attraction in Michigan was the
presence of relativea and friendsa process of chain
migration. Most brought their own families with them,
and their families were large: Three-fifths of the
households consisted of 5 or more persons.

Their greatest problem was finding low-cost rental
housing for such large families. By the time of the
survey, nearly 70 percent were buying houses and
nearly one-fourth owned their homes otiright. High
homeownership probably contributed to stable resi-
dence in Michigan; 85 percent were either still in the
community where they had settled or had moved only
once-

-Advance iilformation about the availability of jobs
usually from friends and relativeswas another
major factor in moving to Michigan. About three-
fourths of the men got their first Michigan job
through direct application to the employer or through
being told of a job by a friend or relative, and only 1
in 5 worked in an establishment where no other
Mexican Americans were employed.

On the first job in Michigan, over two-fifths of
the Texas mirants who had last done farmwork
became operatives (including drivers), as did over
half of those who had been laborers in Texas. By the
time of the survey, some further upward mobility had
occurred. Five of every 8 were working as operatives
(usually in a metalworking or automobile plant), 1 in
7 had become a craftsman, and only 1 in 10 still held a
laborer's job (farm or nonfarm). But only 7 percent
were in white-collar jobs.

Median family income for male-headed families

(90 percent of the sample) la in the $7,000 to
S10.000 range, including the wife's earnings in one-
third of the families. The 69 female-headed families
had a median income of between $3,000 and $4,000.

The researchers made over 20 recommendations for
improving the process of migration and the welfare of
the settlers and for further research. For example, they
recommended continued experimentation with pro-
grams for teaching migrant fieldworkers the mechani-
cal skills they would need for new occupations in agri-
culture. They also called for some redirection of
employment service recruiting and placement efforts
from interstate migrants to reach settled ex-migrants
and members of their families who desire part-time
farm employment. To upplide employment, they recom-
mended that job training programs with bilingual in-
structors of Mexican American background be con-
ducted especially for Mexican Americans where feasi-
ble and that adult education focused specifically upon
promotion among younger Mexican American em-
ployees be under the aegis of the employer.

2.1.05 MICHIGAN STATE UNIVERS/TY
EAST LANSING, MICH.

CONTRACT 81-24-63-42

Da. B. F. CARGILL, DEParrrmENT or AGRICULTURAL
ENGINEERING, A:ND DR. G. E. ROSSMILLER, DEPART-
MENT OF AGIUCULTURAL ECONOMICS

FRUIT AND VEGETABLE HARVEST MECHA1VIZATION:
TECHNOLOGICAL IMPLICATIONS; MAN-POWER IMPLICA-
TIONS; POLICY IMPLICATIONS (VOLS. 1, 2, AND 3, RE-
SPECIlvt.L.Y)

The first two volumes of this study present papers
that were prepared for two seminars. At the first semi-
nar, agricultural enneers, horticulturists, and agricul-
tural economists discussed various aspects of produc-
tion technology in the fruit and vegetable iadustry. At
the second, papers putting "Technology in Perspec-
tive" were supplemented by papers from economists,
sociologists, and industry and labor representatives on
the implications of changing technology for manpower
and skill requirements.

The third volume, prepared by a five-member Task
Force on Manpower, the principal investigators, and

1.46
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two consultants, analyzes the materials presented at the
seminars and presents conclusions and recommenda-
tions on the nature and priority of policies, programs,
and research.

The recommendations were shaped by the task force
conclusions that: (1) Technological changes in the
fruit and vegetable industry are occurring so fast that
a central issue for all concerned is how to adjust to
those changes with a minimum deterioration in the
welfare of the participants; and (2) the manpower
problems in the fruit and vegetable industry are in
many ways synonymous with the manpower problems
of agriculture in general and provide a good case
study for inferences about manpower problems of the
whole rural sector. The recommendations concerning
hired farm labor focused on such problems as the
seasonality of labor demand, low incomes, migration,
the work environment, the loss of jobs in agriculture,
and the needs for vocational training and for social
legislation extending protection to farm labor. The
recommendations concernin, rural manpower prob-
lems and the adjustment of rural people to such
changes as those brought about by mechanization dealt
with the needs in rural areas for employment and
other manpower services, economic development, and
striking a socially desirable balance between technolog-
ical innovation and the requisite social and economic
adj ustments.

-.;..1.06 NATIONAL ACADEMY OF SCIENCEF
--NATIONAL RESEARCH
COUNCIL

WASHINGTON, D.C.

CONTRACT 8I-09-70-173

Amason* CoscurrrEE ON PROBLEMS OF CErtsus Faro-
MERATION

AmmucA's Urtcourrmo PEOPLE, REPORT OF THE ADVI-
SORY CommIrrEE ON PROBLEMS or CENSUS ENUMER-
ATION

This report presents the conclusions and recommen-
dations of a committee established in May 1969' to

*This project was funded jointly with the Bureau of the
Census and the Office of Economic Opportunity.
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study the problems underlying deficiencies in coverage
in the censuses of population and in current census
surveys. For example, the 1960 census failed to count
an estimated 3 percent of the population and the
undercount was apparently larger among certain popu-
lation groups, particularly young black men. The
report gives careful treatment to a major research
concern of the Department of Laborthe limitations
of household surveys caused by errors of nonresponse
and lays out a plan to undertake corrective research.

The committee found that the persistent hard work
on the underenumeration problmn by the Bureau of
the Census had not produced enough evideice to war-
rant the assertion that being black makes a person less
likely to be counted than, say, being poor or function-
ally illiterate, or even moderately wealthy and very
mobile. Undercount estimates by age, sex, and race
were not regarded as adequate guides for the design of
research to improve census coverage.

Given the limited funding for support of completely
new areas of research, the committee called for special
efforts to bring about a more effective relationship
between the technical staffs of the principal social data
users and the principal data producers. This would
also afford a direct link between research on substan-
tive policy issues and research on the information base
used in policy design and implementation. Further-
more, the committee argued that since underenumera-
tion appears to be a problem of greatest importance to
census users, the Census Bureau iilould not be
expected to assume total responsibility for resolving
the problem.

Consistent with these conclusions, the committee
made specific recommendations for broadening enu-
meration-z elated research to emphasize the relationship
between census-taking problems, such as underenumer-
ation, and the social contexts in which censuses are
conducted. It also called for the establishment of a
cumulative, up-to-date register of all statutOry USW
made of census data for the purpose of allocating
government funds and developing basic social services
and for case studies of the way in which the data are
used and the changes in allocation that would result if
the data were adjusted to account for various hypoth-
esized ratea of census undercounting. Subsequent
expar..on of the register to cover other government
uses and ultimately private uses of census data was
also recommended.



2.1 Completed MDTA Research Contracts 147

2.1.07 NATIONAL MANPOWER POLICY
TASK FORCE

WASHINGTON. D.C.

Cormtacr 81-09-6641

NomThis item summarizes two separate studies
completed under this continuing roject (see
1.1.28).

1. DR. JUANITA. KREPS, PROFESSOR OF Eccecomics an
DEA.N OF THE WOMVeS COLLEGE, DUKE UNIvERsITT

SEX IN THE MARKETPLACE: AMERICAN WOMEN AT
WORK

This study reviewed the literature on women's labor
force activity, examining when women work, at what
jobs, and under what arrangement. The aim was to
identify gaps in information. particularly information
needed to resolve questions concerning equal rights for
women.

The difficult research problem, the researcher found,
was to separate the impact of demand for a particular
occupational group from discriminatory practices by
employersa point illustrated in her summary of
research on women employed as college profervars.

Other questiow for which she found unsatisfactory
answers included: (1) To what extent do women's
lower earnings reflect their need to put convenience of
location or flexibility of tsieurs above earnings and
reflect discontinuities in the worklives of married
women? (2) How are women's careers affected by
early forced choices about acquiring job training or
formal education, how many children to have, and
whether to continue working during their childbearing
years? (3) Why do women continue to offer an excess
supply of a particular talent, such as elementary school
teaching, and yet expect the salary for the job to keeP
pace with that in comparable jobs which arc
understaffed? (4) What steps do women take to avoid
clerical jobs and instead enter the professions? (5) To
what erient do the prospects for growth of the female
labor force depend on the growth of female-dominated
occupations? (6) From which groups of women are
additional workers to be drawn? (7) Since the relative
value of home work and paid work has not been
established, how can families decide whether maximiz-
ing dollar earnings through the wife's work also will
maximize her contribution to family welfare? (8) May
the long-run social costs of enforced labor market

activity for women who have no optionsuch as
female heads of households or mothers of children in
poor familiesexceed the costs of providing income in
lieu of market work? (9) What do differing degrees of
acceptance of the women's liberation movement among
different groups of women portend for labor force
activity by women? (10) If more and more women
enter the labor force, how will they and their families
choose to divide the increased productivity among
market work, home work, and leisure?

In short, the researcher suggested that the demand
for removal of sex discrimination in the workplace is
in reality a demand for much wi,der life-style options
for women, which has implications for men's roles
both in the home and in the job market.

2. Da. CHARLES A. Mrzas, PROFESSOR OF INDUSTRIAL
RFT-ATIONS, DEPARTMENT or Ecormincs, ego SWAN
FELLOws PROFESSOR OF MANAGEMMrT, MASSAI"nr-
SETTs INSTITUTE OF TECHOLOGY

TRE Rotz OF THE PRIVATE SECTOR LT MANPOWER Dz.
VELOPMEIT

This study evaluated the ollicacy of the private
sedor in recruiting, training, motivating, and develop-
ing the skills of its work force. The researcher
reviewz.d studie3 of training for most occupational
levels, special training programs for the disadvan-
taged, and development programs for managers and
executives. He also csamined the role of the private-
forprofit training schools and institutes, and the role
of government in assisting private firms in their man-
power training.

Private firms are the major source of trained man-
power in the Nation's labor fortx, accounting for
about th:ee-fourths to four-fifths of employment in the
nonfarm economy. The researcher noted that employ-
ers build on the educational and specific vocational
preparation of their workers and that employees make
investments in their own skill development by working
for less pay in previous jobs or in apprenticeship
programs in order to qualify themselves for better
jobs.

The study showed that during periods of labor
shortages, employers increase their investment in
worker training and upgrading. Promotion from blue-
collar to white-collar jobs with on-the-job training is
rare, although it is a growing possibility for some
positions.
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The researcher endorsed public subsidies in offset-
ting additional training costs for disadvantaged
employees. He also noted that considerable progress
has been made by some unions in opening apprentice-
ship programs to minority group persons.

Neverthekass, the study pointed oat that serious
training problems remain. For example, the problem
of skill obsolescence among engineers and technicians
is an area of concern as is the problem of more
effective utilization of professional and technical man-
power.

2.1.08 NATIONAL MANPOWER POLICY
TASK FORCE

WASHINGTON, D.C.

CorrnucT 81-11-71-03

DR. Sip. A. LEVTTAN AND LOWELL M. GLENN

REPORT, NEW MANPOWER RESEARCHERS Coratawcz,
Ocrovve 1970

This report descnlies the fourth in a series of
annual conferences of doctoral candidates who have
dissertation research grants from the Manpower
Adirriaistration. These conferences are designed to pro-
vide opportunities for the candidates to discuss their
work with each other and to meet senior manpower
specialists. Thirty-nine candidates participated in the
1970 conference, together with four grantees who had
received their Ph.D.'s and whose dissertations were
discussed at the conference.

2.1.09 NATIONAL. PLANNING
ASSOCIATION

WASHINGTON, D.0

Coternacr 81-09-68-36

DR. lions= A. IZCHT

POOR PERSONS VC THE Lama FoacE: A UravratsE ov
NEED

This study focused on the dimensions and character-
istics of the universe of need: Poor persons with an
actual or potential attachment to the labor force. Esti-

mates were based on the Social Security Administra-
tion** definition of poverty income.

In prosperous 1966. the base year for the study, 7.9
million poor persons in the 16- to 64-year-old age
group were working or looking for work. Over 4 mil-
lion of them were employed for at least 50 weeks
during the year, and a large majority of this number
usually held full-time jobs. About 1.6 million poor
persons who were not in tbe labor force were potential
additions to the universe of need. They included dis-
couraged jobseekers who would work if jobs were
available, the physically handicapped who could be
rehabilitated, women on welfare who would work if
child care were available, and an estimated half mil-
lion persons not counted in the census. Minority group
members, pensions who did not finish high school, and
workers usually employed in service, farm, and labor-
ing occupations were markedly overrepresented in the
universe of need.

The universe of need was projected to decrease to
slightly over 5 million by 1975. This estimate
assumed that the gross national product (GNP) would
grow at an average rate of 4.4 percent a year over the
1966-75 period, after allowing for price increases, and
that productivity measured in GNP per man-hour
would increase by an annual average of 3 percent. It
was also assumed that income maintenance and man-
power programs would complement economic growth
in reducing the size of the poverty population.

The dknensions of the un:v-se of need greatly
exceed the capacity of current manpower programs, it
we's found. Furthermore, removing the haraTicaps
which perpetuate the poverty of loamy workers calls
for new directions in training programs and support-
ing services, the researcher concluded. He suggested a
large-scale expansion of upgrading training; sizable
increases in services such as remedial education and
adequate child-care arrangements for working moth-
ers; enlarging the range of occupations in which train-
ing is offered, especially in nonprofessional joba
related to health, in the technician occupations, and in
skilled and semiskilled jobs in construction; and job
restructuring, to separate out the more routine aspects
of professional and highly skilled occupations into new
occupations of lesser skill.

2.1.10 NEWARK COLLEGE OF
ENGINEERING

NEWARK. NJ.



2.1 Completed MDTA Research Contracts 149

CONTRACT 81-32-69-14

DR. ROBERT KIEHL, FOUNDATION FOR THE ADVANCE-
MENT OF GRADUATE STUDY IN ENGINEERING

OPPORTUNITIES FOR BLACKS IN THE PROFESSION OF
ENGINEERING

This study examined educational and employment
opportunities for Negroes in engineering. Enrollment
information was obtained by questionnaire from
colleges that enroll over half of the U.S. engineering
students and from slightly more than half of the 680
technician training schools contacted. Deans of 6 of
the 7 black colleges offering engineering provided sup-
plemental data in interviews. Employment data were
obtained from 103 black engineers and 45 black techni-
cians who were graduated from the institutions in
1968 and 1969.

The study found about 750 blacks among an esti-
mated 40,000 B.S. egineering graduates in June
1970. Almost half of the blacks attended the predomi-
nantly Negro colleges offering engineering. Although
the number of black engineering students has risen
little in the last 7 years, these students constituted a
higher percentage of the 1969-70 freshman and sopho-
more engineering classes in predominantly white
colleges. This was attributed to the special programs
that some colleges have set up recently to attract and
retain minority youth.

The technician training institutions reported 993
(4.6 percent) black students in the final year of the
programs. Based on this figure, the researcher esti-
mated there were 1,500 to 2,000 black graduates of the
technician programs in June 1970.

Administrators of colleges and technician schools
reported a growing demand for blacks in engineering.
Among the reasons given for the relatively small
number of blacks in engineering were little lmowledge
of the profession and poor employment opportunities
in the past. Poor preparation and career guidance in
high school were also blamed.

Most of the black engineers and technicians
contacted liked their jobs. Many of them believed,
however, that they had been hired to fill some quota
and foresaw limited progress in the firm.

The researcher's recommendations for increasing the
numbers of Negro engineers and technicians included:
(1) Industry sponsorship of black engineering stu-

dents along with summer and other vacation employ-
ment and a job offer upon graduation; (2) industry
support of supplemental guidance programs in the
secondary schools; (3) government and college sup-
port of expanded special programs to attract minority
youth to technical and engineering education; (4)
continued government support of predominantly black
colleges offering engineering; (5) association between
black and white schools for an exchange of ideas
between student, faculty, administration, and place-
ment personnel; and (6) requirement for maintaining
statistics on students by race in engineering and tech-
nician schools.

2.1.11 THE OHIO STATE UNIVERSITY RE-
SEARCH FOUNDATION

COLUMBUS, OHIO

CONTRACT 81-37-70-184

NomThis item summarizes three separate studies
completed under this continuing project (see 1.1.31).

I. FREDERICK A. ZELLER, JOHN R.. SHEA, ANDREW I.
KOHEN, AND JACK A. MEYER, CENTER FOR HUMAN
RESOURCE RESEARCH

CAREER THRESHOLDS: A LONGITUDINAL SnmY OF T3E
EDUCATIONAL AND LABOR MARKET EXPERIENCE OF
MALE YouTH, voL. II

This report analyzed changes in the educational and
labor market status of young men during the 12
months between the first survey in 1966 and the
second in 1967.

Leaving school was the most important single reason
for an increase in labor force participation and a
decrease in the unemployment rate for the young men
between the two surveys, although the decrease in
unemployment was sharpest for those who had worked
while in school. The mere process of maturationwith
all that it implies for lmowledge, skills, attitudes, and

' Formerly contract 81-37-68-2L The Bureau of the Census
draws samples and collects and tabulates the data- Ohio State
prepares the data collection schedules, plans the tabulations,
analyzes the results, prepares reports on the annual surveys,
and will write a final comprehensive report covering all of the
surveys.
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experienceevidently also enhanced the young men's
success in the job market.

Nearly two-fifths of the young men who were out of
school and employed at both survey dates changed
employers between 1966 and 1967, and about one-fifth
of those who remained with the same employer
changed to another occupation. Overall, these changes
were regarded as evidence of a healthy flexibility that
permits the correction of early mistakes and improve-
ments in status.

The findings underlined the seriousness of unrealist-
ically high educational aspirations of young men. Only
half of the black high school seniors in 1966 who
aspired to 16 or more years of education were actually
in college in 1967. Still, as many young men who were
in high school both years raised their educational aspi-
rations between the two survey dates as lowered them.

2. ANDREW I. KOHEN AND HERBERT S. PARNES, CENTER
FOR HUMAN RESOURCE RESEARCH

CAREER THRESHOLDS: A LONGITUDINAL STUDY OF THE
EDUCATIONAL AND LABOR MARKET EXPERIENCE OF
MALE YOUTH, VOL. III

This volume was a brief progress report on the
magnitude and patterns of change in the educational
and labor market experience and educational and
occupational goals of young men between 1966 and
1968, the dates of the first and third surveys of this
cohort.

As the young men made the transition from school
to work, their occupational aspirations changed
considerably. Nearly half of those who left school in
1966 had revised their goals by 1968, reflecting in part
the unrealistic aspirations held by many students.
Despite some lowering of the occupational and educa-
tional aspirations of those remaining in school, many,
particularly Negroes, still had unrealistically high aspi-
rations.

The unemployment rates of school leavers and those
out of school in both years declined more between
1966 and 1968 than did those of young men who were
students in both years. Thus, althonzh the transition
from school to work often entails difficult work adjust-
ments, it brings a decline in unemployment rates. Part
of the drop in unemployment rates was attributed to
increasing age and experience, particularly among
high school graduates.

In the 1968 survey, the color differential in imam-

ployment rates persisted. The unfavorable rate for
Negroes was more the result of the repetitiveness of
their unemployment than its duration; one-fifth of the
Negroes, but only one-twentieth of the whites, who
were out of school at the three survey dates had three
or more spells of unemployment during this period.

3. JOHN R. SHEA, ROGER D. RODERICK., FRWERICK
ZELLF:R, AND ANDREW I. KOHEN, CENTER FOR HumsN
RESOURCE RESEARCH
YEARS FOR DECISION: A LONGITUDINAL STUDY OF THE
EDUCATIONAL AND LABOR MARKET EXPERIENCE OF
YOUNG WOMEN, VOL. I.

This report on the first (1968) survey of young
women 14 to 24 years of age described the basic social
and demographic characteristics of the respondents,
their employment and unemployment experience, and
their educational aspirations.

The survey confirmed that young women with more
schooling have superior labor market experience. But
it also provided new evidence that young women who
take typing and shorthand in high school, occupational
training outside the regular school system, or hold
trade or professional certificates fare better in the labor
market than others.

The survey also highlighted the difficulties of unmar-
ried young women who have children, who had low
rates of labor force participation and high rates of
unemployment. Many were school dropouts who were
inadequately prepared for employment, and their
child-care responsibilities apparently further limited
their employment opportunties.

The higher unemployment rates for Negro than
white girls were attributed to the Negroes' lower edu-
cational attainment, higher proportion of unmarried
mothers, and smaller proportion with typing ar.d
(especially) shorthand. About the same proportions of
Negro and white young women had taken occupational
training outside the regular school system.

As among the young men, the young women tended
to have unrealistically high educational aspirations.
Thus, about 7 out of 10 of the 14- to 17-year-old girls
Negro and whitewho were enrolled in school
desired some postsecondary education, whereas only
about 2 in 5 of the 18- and 19-year-olds were actually
attending schooland many of those were still in high
school.
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2.1.12 THE PENNSYLVANIA STATE
UNIVERSITY

UNIVERSITY PARK, PA.

CONTRACT 81-40-68-12

DR. JAMES S. HOLT, DR. REUBEN W. HECHT, AND DR.
NEIL B. GINGRICH, DEPARTMENT OF AGRICULTURAL
ECONOMICS AND RURAL SOCIOLOGY

AGRICULTURAL LABOR IN THE NORTHEAST STATES; AG-
RICULTURAL LABOR STATISTICS WITH SPECIAL REFER-
ENCE TO THE NORTHEAST STATES (A STATISTICAL SUP-
PLEMENT)

This study analyzed existing data on factors affect7
ing the demand and supply of farm labor in the 13
Northeastern States, the welfare of farmworkers, and
the operation of the farm labor market. Agricultural
labor force statistics were critically reviewed, and
changes in the techniques of gathering and disseminat-
ing data were recommended.

The farmwork force was found to be a small and
dwindling component of total regional employment. As
rural workers have become more mobile and industry
more decentralized, agriculture has faced greater
competition in Northeastern labor markets. Northeast-
ern agriculture has also faced competition from other
agricultural production centers; agricultural produc-
tion has increased less rapidly and changft in produc-
tion methods have proceeded more slowly in the
Northeast than in other r.sions where conditions are
more favorable for adaption of innovations. The
Northeast is specialized in such production as live-
stock, dairy, vegetables, fruits, and nursery products,
which have not had as large gains in productivity as
other farm products. Whether technological develop-
ments result in the mechanization of agricultural pro-
duction in the Northeast or in shifting production to
other regions, farm manpower requirements in the
Northeast will continue to decline, although slowly, the
researchers concluded.

Northeastern farmers have had difficulty in recruit-
ing and retaining workers because of a growing farm-
nonfarm disparity in earnings, working conditions,
fringe benefits, and stability of employment. Moreover,
farmworkers still do not have equal protection under
wage and hour, unemployment insurance, workmen's
compensation, and collective bargaining legislation.
For the permanent farmwork force, the informal struc-

ture of the labor market in the Northeast has posed an
additional problem. However, the researchers found no
evidence of a shortage of skilled agricultural workers
in the Northeast.

The development of policies and programs to
improve the operation of the farm labor market has
been hampered by the lack of adequate statistics and
gaps in research. Five areas for further research were
identified. On statistics, the authors found that differ-
ences among the various series in definitions, cover-
age, sampling, and estimating procedures prevent the
drawing of an accurate and meaningful statistical
picture of the farmwork force. Relatively little is
known about the composition, employment, and unem-
ployment of the agricultural labor force compared
with other segments of the labor force, and informa-
tion on farm job openings is lacking. The authors
recommended a number of improvements in the gather-
ing and dissemination of labor market statistics, some
of which depend on enlarging the operating role of the
employment service in rural areas.

2.1.13 UNIVERSITY OF PENNSYLVANIA
PHILADELPHIA, PA.

CONTRACT 81-40-69-13

ANN R. MILLER AND SUSAN KLEPP, POPULATION STUD-
IES CENTER

OCCUPATIONS OF THE LABOR FORCE ACCORDING TO THE
DICTIONARY OF OCCUPATIONAL TITLES

This research explored the relationship between the
two major occupational classification systems used by
the Federal Government: (1) The Dictionary of
Occupational Titles (DOT), used by the U.S. Training
and Employment Service to identify and describe
wulkers occupations and the characteristics of work-
ers in these occupations; and (2) the system used by
the Bureau of the Census in classifying the occupations
of workers reported in various census household sur-
veys.

In this first attempt to use the DOT as a classifica-
tion tool for comprehensive labor force data, members
of the experienced civilian labor force, as reported in
the October 1966 Current Population Survey, were
classified by occupation as defined in the DOT. Tabu-
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lations showing demographic characteristics (for exam-
ple, age, sex, color, and education) of persons classi-
fied in the major DOT categories and the larger subca-
tegories were also prepared. Thus, the research pro-
vides a basis for comparing occupational data collected
by the Department of Labor on placements, job orders,
insured unemployment, and job vacancies with census
data on the occupational distribution of the entire
work force.

The study included a cross-tabulation, at the major
group level, of data classified by both the census and
DOT occupational systems. Sharp differences occurred
in the classifications of production or "blue-collar"
workers because the three traditional census classifica-
tions(1) craftsmen, foremen, and kindred workers;
(2) operatives and kindred workers; (3) laborers,
except farm and minewere spread among five DOT
groups based on type of work within the production
functionprocessing, machine trade, benchwork,
structural work, and miscellaneous. On the other hand,
the two systems were highly comparable for such
groups as professional, technical and kindred workers,
farmers, and clerical and salesworkers.

The study also compared the educational require-
ments for occupations with the educational attainment
of workers in those occupations. Few similarities were
found outside the professional, technical, and manage-
rial, farming, and machine trades occupations. Consid-
erably less than half of all workers were in jobs that
require more than an elementary education, according
to the DOT classification. Nevertheless, well over half _
of those in every occupational category had at least
some high schooL Despite their limitations, the data
further support the conclusion that hiring standards
are more a function of a set of social values than of
actual occupational requirements.

Workers in each of the DOT major groups were
further classified by the degree to which their job
duties were related to data (information, knowledge,
conceptions), people, and things (such as materials or
equipment). The resulting data facilitate understanding
of the relationship between the two systems.

The research also developed a conversion between
the occupational classification coding structures of the
1960 Census of Population and the Dictionary of
Occupational Tides. The conversion is available on
computer tape which contains the number (weighted
sample frequencies) of persons in the October 1966

Current Population Survey falling into each specific
combination of a three-digit census code and a nine-

digit DOT code, with a zero entry for combinations in
which no persons in the sample were reported.

When materials for updating the conversion to
include the 1970 Census of Population occupational
classification system become available, the interagency
Occupational Classification Committee plans to issue a
new report on convertibility and a new tape will prob-
ably be prepared.

2.1.14 PLANNING RESEARCH CORP.
MCLEAN, VA.

CONTRACT 81-05-68-06

Da. NoaritaN JONES AND OTHERS

COST-BENEFIT PROGRAM SUPPORTIVE SERVICES

This project yielded two reports. The :rust, A Model
For Manpower Training Evaluation, established a
framework for estimating how the kind of manpower
services, the characteristics of persons to be trained,
and the size of the training budget contribute to
increasing the earnings potential of trainees. Imple-
mentation of the model would be impeded by the lack
of necessary data and by the fact that current man-
power trainees are not representative of the manpower
training target population, the researchers concluded.
The report also noted that until a consensus is reached
on the relative importance of various objectives and
benefits of manpower training, discussions of an opti-
mum allocation of funds are without meaning. The
report also identified data gaps and useful areas for
further research. In particular, the study recommended
that a sample of trainees be surveyed to determine the
amount of services provided, that analyses concentrate
on earnings changes before and after training, and
that a modified financial reporting system be consid-
ered.

The second report, Social Security Data: An Aid to
Manpower Program Evaluation, assessed the useful-
ness of Social Security Administration (SSA) earnings
records as a source of followup information and tested
the conclusions of the contractor's 1967 study that
compared institutional and on-the-job training. The
researchers concluded that the best use of social secu-
rity data is for earnings comparisons between two or
more groups of trainees, provided the groups do not
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include large numbers of persons who have jobs not
covered by social security. SSA earnings data were
used to recalculate the earnings gains of institutional
and on-the-job trainees and to compare these earnings

with those of a control group selected from SSA
records. The SSA data showed tharthe training groups

as a whole enjoyed a substantially larger gain in earn-

ings than did the control group and that institutional
trainees experienced a significantly greater gain in

earnings than did the OJT group. The earnings gains,

which were adjusted for age, sex, and race, are sum-

marized below.

Annual earnings Increase

Before training Alter training Do &az Percent

Institutional
$1,760 $2,851 $1,091 62.0

OJT
1,686 2,334 648 38.4

Control
2,133 2,617 484 22.7

2.1.15 YALE UNIVERSITY
NEW HAVEN, CONN.

CONTRACT 81-07-69-22

D. M. HARVEY BRENNER, DEPARTMENT or EPIDE-

MIOLOGY AND PUBLIC HEALTH, SCHOOL or MEDICINE

TIME-SERIES ANALYSIS or RELATIONSHIPS BETwmar

SELECTED ECONOMIC AND SOCIAL INDICATORS; VOL. I,

TEXT AND APPENDICES; VOL. II, DETAn.ED Gattnac

ANALYSES

Using a number of techniques of lime-series analy-

ses, including Fourier analysis, this study analyzed

relationships between economic change and variety of
measures of social change in NeW York State and the
United States as a whole. Economic change was
defined in terms of fluctuations in employment, unem-
ployment, and earnings.. The related social indicators

were in the areas of health and mortality, crime and
corrections, family life, and mobility.

Strong and consistent relationships were found
between short- and long-term changes in economic
activity and a number of indexes of social functioning.

It was determined, for example, that economic down-

turns were closely associated with increased mortality

from heart disease and, conversely, heart disease mor-

tality decreased during economic upturns. Although

the data did not permit confident interpretations of the

basis of the relationship, it was hypothesized that the

linkage was due to both changes in psychophysiologic
stress and in the availability of medical care.

Recommendations for further research stressed tile

need for more focused study of the areas where signifi-

cant relationships were obtained, incorporating addi-

tional variables in a way that might help untangle the

obviously complex linkages between economic and

social change.
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2.2.01 FORDHAM UNIVERSITY
BRONX, N.Y.

CONTRACT 41-7-010-34

DR. MARY G. POWERS, DR. GERALD M. SHATTUCK, AND
DR. CHARLES ELLIOTT, DEPARTMENT OF SOCIOLOGY
AND ANTHROPOLOGY

THE JOB SUPERVISOR'S Rom IN NEIGHBORHOOD You=
CORPS PROGRAMS FOR OUT-OF-SCHOOL Youm

This study examined the role of the Neighborhood
Youth Corps (NYC) job supervisor, usually a regular
employee of the NYC sponsor (such as a immicipal
agency or a public hospital) and in close contact with
the out-of-school enrollee. The study compared job
supervisors' conception and performance of their jobs
with the expectations of NYC enrollees and the sponsor-
ing agencies. Data were obtained through observations
of NYC out-of-school job supervision at different types
of job sites in New York Qty and interviews with job
supervisors, enrollees, and NYC staff.

The results suggested that a single consistent set of
expectations did not exist Supervisors varied consider-
ably in both their conception of the program's basic
goals and their emphasis on an educational, in contrast
to a job ixaining, function. Job supervisors and enrol-
lees generally agreed on the dimensions of the supervi-
sory role: in terms of performance, both supervisors
and enrollees reported that supervisors did a consider-
able amount of counseling, but in terms of expecta-
tions, enrollees emphasized the counselor, advisor,
friend aspects of the role, whereas the job supervisors
emphasized its routine supervisory aspects. Most super-
visors appeared to accept the supervisory role as they
perceived it; at least, 94 percent said they were willing
to continue their relationship to the program.

2.2.02 THE GEORGE WASHINGTON
UNIVERSITY

WASHINGTON, D.C.

CONTRACT 41-7-004-09

DR. REcts H. WAtinkat, MANPOWER RESEARCH PRO-
JECTS

A STUDY OF THE EFFECTIVENESS OF SELECTED OVT-
OF-SCHOOL NEIGHBORHOOD YOUTH CORPS PROGRAMS,

PHASE III (A STUDY OF NYC-1 PROJECTS)

This project compared the effectiveness of selected
out-of-school Neighborhood Youth Corps (NYC) pro-
jects in Pittsburgh, Pa.; Cmcinnati, Ohio; Durham,
N.C.; East St. Louis, Ill.; and St. Louis, Mo., in facili-
tating the adjustment of enrollees to the world of work
and to the community environment There were six
components: (1) A Retrospective Study, (2) a Pro-
spective Study, (3) a Termination Study, (4) a
Clerical Co-op Study, (5) an Accelerated Learning
Experiment Study, and (6) a Measurement of Work-
Relevant Attitudes Study.

The primary hypothesis that the NYC programs had
helped enrollees achieve satisfactory adjustment to life
and work was not confirmed. An early conclusion that
the NYC seemed to be most effective with Negro
women was not supported by later data. rust-round
interviewing in the Retrospective Study showed that
female, but not male, subjects in the experimental
group had significantly less unemployment than
comparable controls. In the second round of interview-
ing, however, both men and women in the experimen-
tal groups were found to be more self-supporting than
control group members.

Although there was no clear evidence that the NYC
effectively enhanced the employability of the average
enrollee, there was evidence that some program compo-
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nents had a significant effect. For example, in the
Clerical Co-op Study, formal skill training, worksites
with training and employment opportunities, job devel-
opment, and job placement assistance appeared to
be associated with increased post-NYC employment.
The Accelerated Learning Experiment Study suggested
that three levels of remedial education should be
offered to trainees, with appropriate opportuuities for
the enrollees to progress from one level to another. In
the Measurement of Work-Relevant Attitudes Study, it
was found that attitude questions differentiated on the
basis of sex, race, and school status with the largest
proportion of the variance associated with school
status. A factor analysis suggested that three underly-
ing dimensions related to work attitudes were opti-
mism, self-confidence, and unsocialized attitudes.

Many of the findings helped shape the redesign of
the Neighborhood Youth Corps programs in early
1970. The researcher is now studying the new pro-
grams (see 1.2.11).

2.2.03 TM GEORGE WASHINGTON
UNIVERSITY

WASHINGTON, D.C.

CONTRACT 41-9-001-09

DR. REGIS E WALTHER, SOCIAL RESEARCH GROUP

A STUDY OF NEGRO MALE HIGH SCHOOL DROPOUTS
WHO ARE NOT REACHED BY FEDERAL WORK-TRA/NING
PROGRAMS

This study investigated the characteristics of Negro
male high school dropouts that might inhibit their
participation in Federal work-training programs. Data
were obtained during the summer of 1969 in inter-
views with approximately 300 young Negro men in
Baltimore and St Louis who had dropped out of high
school in the 1966-67 academic year and were
believed not to have availed themselves of Federal
work-training programs. One-fourth of the original
samplo were in military service, jail, a hospital, or
dead, and 17 percent could not be found.

At the time of the interviews, approximately 2Y2
years after the young men had dropped out of school,
no more than half had made a good employment
adjustment or were regarded as Laing cfpable of doing

so. The need for employability assistance was not lim-
ited to those eligible for the programs under poverty
guidelines nor to those under age 20, as had been
expected. Because nearly 90 percent of the men had
held at least one joband the average was three
since dropping out of school and because they rarely
attributed leaving a job to low wages or the termina-
tion of the work, the researchers concluded that the
young men's unemployment was due primarily to a
lack of fit between the subject and the job. For exam-
ple, nearly 40 percent wanted in 10 years to be in
executive or managerial positions, in business for
themselves, or in professional work, but none reported
any experience in these fields and most were far down
the occupational ladder from these goals. Only 27
percent reported that their chances of achieving their
goals were "not so good" or "unlikely" and only 38
percent believed that lack of education or training
would deter them, suggesting immaturity and lack of
realism.

The young men's failure to participate in the Neigh-
borhood Youth Corps and MDTA training programs
was traced primarily to the fact that Iess than one-
third of those most in need of assistance had ever
heard of these programs, although a number who knew
about them indicated they did not want what the pro-
grams offered. Nearly ail the men knew about the Job
Corps, and nearly half offered reasons for not using it.

The researchers recommended greater use of media
announcements about manpower programs and better
counseling for Negro youth through the schools and
the employment service. They also suggested certain
changes in training programs to put more stress on
career opportunities than simply on "a job" and to
develop not only job skills but skills such as the
management of self, that enable an individual to func-
tion effectively on the job.

2.2.04 THE ROBERT F. KENNEDY
MEMORIAL

WASHINGTON, D.C.

CONTRACT 41-9-006-09

Da. FREDERICK ADRIAN SIEGLER

ON HUSTLING
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This study developed inforration regarding the
extent and nature of casual income-producing activi ties
in the ghetto as alternatives to career employment
opportunities. The study was conducted throuch infor-
mal interviews in the ghettos of three large cities
during the summer of 1969.

2.2.05 BUREAU OF LABOR STATISTICS
U.S. DEPARTMENT OF LABOR
WASHINGTON, D.C.

Corrrits.cr 41-0-001-09

VERA C. PEszeLT--

STUDENTS AND SUMMER Joss; Yourrc WoincEss AND
THEIR EARNINGS

This two-part report on a survey of the summertime
employment of students and of :;oung workers' earn-
ings, made in October 1969, indicated that 6.1 million
students 16 to 21 years old entered the labor force for
summer jobs during 1969. This number greatly
exceeded the net increase of 3.7 million shown by the
monthly labor force figures for the comparable group
during that summer. In addition, another 3.5 million
students had jobs not limited to the summer, so that
altogether, 80 percent of the 12.1 million persons in
this age group who were enrolled in school at the time
of the October survey had been in the labor force that
summer.

Roughly half of the students who entered the labor
force for summer work were 16- and 17-year-olds--
about half of all youth of these ages- Their greater
youth and inexperience relative to the 18- to 21-year-
olds posed special problems, particularly for the Negro
youth. Almost 1 of every 5 of the younger group,
compared with 1 of every 9 or 10 of the older group,
never found a summer job. And nearly one-fourth of
the 16- and 17-year-olds attributed their failure to find
work to the fact that employers thought they were too
young. Nearly half of the nearly 1 million students of
a/I ages who could not find work said no jobs were
available. Only 1 in 8 turned down a job because it
was too hard, they did not like the kind of work, the
pay was too low, or the hours were not suitable.

Three-fifths of the students who had jobs worked
more than 2 months during their summer vacations,
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with the older students a--.1 the men more likely to
work as long as 9 weescs. Two-thirds of those who
worked put in a full workweek, with the younger ones
and the women more likely to be working less than 35
hours. Among the part-time workers, nearly one-third
reported they wanted but could not find full-time work.
This proportion was almost 40 percent among men
and among Negroes.

Over half of the men found summer jobs as laborers
(farm and nonfarm) or as service workers; about
one-fifth were white-collar workers and about the same
proportion were craftsmen or operatives. Nearly half
of the women were in white-collar jobs and almost
two-fifths in service jobs (including private house-
holds). Relatively more of the Negro than of the white
women were in clerical occupations, perhaps reflecting
more extensive participation by Negroes in various
manpower programs.

Nearly one-fifth of the students who held wage or
salary jobs earned less than $100 during the summer,
and about one-fourth earned $700 or more- Relatively
more men than women and more whites than Negroes
were in the higher earnings brackets. The 16- and
17-year-old students earned less than their older fellow
workers, mainly because the older ones tended to work
longer hours and more weeks.

The second report on the survey covers the hourly
rates of pay and the school and employment status of
all 20.1 million of the 16- to 21-year-olds as of October
1969. At that time, the student labor force bad shrunk
to less than half its summer level of 9.6 million
(including both those in the labor force for summer
only jobs and those working during the summer at
longer-term jobs). In October, only 39 percent of the
12.1 million students were in the labor force,
compared with 72 percent of the 8 million nonstudents.
The respective unemployment rates were 1L8 and 9.6
percent, representing 563,000 students and 556,000
nonstudents.

Like stunmer earnings, median hourly rates of pay
rose with age (from $1.58 at ages 16 and 17 to $2.18
at ages 20 and 21) and were lower for women ($1.77)
than for men ($L93) and for Negroes ($1.73) than
for whites ($1.86). There was also a substantial differ-
ence between students' and nonstudents' pay rates
($1.66 and $2.07, respectively), because of differences
in age, occupation, industry, and weekly hours of
work. The importance of part-time job opportunities
for students is evident; 9 percent of the unemployed
ronstudents said that lack of work had caused them to
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leave school and 30 percent of the unemployed stu-
dents reported difficulty in meeting school expenses.

The data shed little light on the argument about
whether the minimum wage affects employment of
young people. Thus, although 26 percent of the
employed youths were earning less than $1.60 an hour,
23 percent of the 16- and 17-year-olds were earning
$1.75 or more, indicating that some employers were
willing to pay even the youngest workers more than
the legal minimum.

The wage expectations of the unemployed and
potential labor force entrants (not in the labor force at
the time but intending to look for work within 6
months) were not out of line with the wages earned by
the employed, indicating a good knowledge of the job
market. The unemployed who had quit their jobs gave
reasons for doing so that did not suggest either unwill-
ingness to work or unrealistic expectations. And the
few who had turned down jobs since they started their
current search for work gave such reasons as low pay,
inconvenient hours (mostly students whose school
schedules conflicted), not liking the kind of work, or
transportation problems. Even among the nonstudents
who were not in the labor force, very few said they did
not want to work. The majority of the women gave
family responsibilities as their reason for not working
or looking for work, and about half of the much
smaller number of men cited ill health or disability,
imminent entrance into military service, and attend-
ance at special schools for occupational training. Thus,
on the whole, the study portrays a group of young
people who are both strongly work-oriented and fairly
realistic in their expectations.

2.2.06 THE UNIVERSITY OF MICHIGAN
ANN ARBOR, MICR

CONTRACT 41-8-002-24

Da. ROBERT L KAHN AND DR. RosEirr Qum, StayEy
RESEARCH CENTER

TURNOVER AND TRAINING: A SOCIAL-PSYCHOLOGICAL
STUDY OF DISADVANTAGED WOREEBS

This study compared the experience of two groups
of disadvantaged workers employed by a multi-plant
manufacturing company in a northern metropolitan

area: Trainees who participated in a federally sup-
ported vestibule training program for several weeks
before being assigned to entry-level jobs and direct
hires who were assigned to comparable jobs without
vestibule training. Both groups were composed mainly
of young black men with about 10 years of schooling
who had been "hard-core unemployed." The principal
study data were obtained by personal interviews,
focusing on attitudes toward the training program
and/or job and toward work in general, measures of
self-confidence and personal efficacy, and beliefs
concerning racial matters.

The study cited the following results of the investi-
gation:

1. The termination experiences of the two groups
indicated that the vestibule training had no effect on
job retention.

2. Over two-fifths of the direct hires terminated their
employment within 6 weeks. Factors differentiating
between relatively long and short tenure groups
included difficulty in getting relieved of disliked
assignments, excessive rotation among work stations,
conflicting demands of supervisors, boring or other-
wise unpleasant tasks, and shiftwork. Demographic
and background characteristics were far more apt to
distinguish between the two tenure groups than were
personality variables.

3. About three-fourths of the trainees completed the
training prop-am; most of the others reportedly were
discharged, usually for excessive absenteeism and tar-
diness. Characteristics of the training program were
found to be virtually unrelated to turnover. Of the
measures of trainees' attitudes, only those toward
adapting to time schedules demonstrated any relation
to termination.

4. The training program appeared to have at least
modest effects on job and job-related attitudes. The
most notable changes involved attitude toward time,
the intrinsic importance attributed to work, and feel:.
ings of personal efficacy regarding achievement Par-
ticipation in training may also have heightened train-
ees' preferences for jobs permitting a high degree of
autonomy.

The researchers drew qualified inferences about
what features of the training prouam may have lim-
ited achievement of its overall purpose. These conjec-
tures include such points as ambiguity of goals,
unrealistic training objectives, restrictions imposed by
training contract provisions, excessively large enroll-
mcnt, limited expertise, and discontinuities between
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training and work situations. They also questioned

whether any training program could markedly reduce

turnover among disadvantaged workers, since turnover

depended largely en features of the jobs and fairly

fixed characterist of trainees' backgrounds. If this

view is substantially correct, the smack on problems of

the disadvantaged should shift toward vari.:1., strate-

gies to modify the character of jobs and the work

environment in order to meet the distinctive needs of

these workers.

2.2.07 NEW YORK UNIVERSITY
NEW YORK, N.Y.

CONTRACT 41-8-006-34

DR. RAYMON1) A. KATZELL, Da. ROBERT B. Ewing, Arm

DR. ABRAHAM K. KORMAN,
DEPARTMENT OF PSY-

CHOLOGY

THE JOB ATrrrunts OF WORKERS ram DIFFERENT

Ernmc BACKGROUNDS

This exploratory study compared the job attitudes

of about 650 black and white male employees perform-

ing comparable entry-level blue-collar jobs in seven

companies in the Northeastern United States. The

sample consisted of companies that were willing to

cooperate and had enough such employees for analy-

sis.
On the whole, both black and white employee

groups expressed fairly positive attitudes toward their

jobs, with somewhat greater satisfaction regarding the

nature of their jobs and supervision and lesser satis-

faction with pay and promotional opportunities.

Although black employees were slightly more satisi2ed

than were white employees, job attitudes were neither

closely nor consistently
correlated with race.

Supervisory ratings of work performance were

found to bear a modest and direct relationship to job

satisfaction for both groups. Perhaps the most notable

finding was the relatively higher value placed ci pro-

motion by black employees.

Recommendations for further research stressed

securing similar data from larger and more heteroge-

neous samples of employees, representing both a

greater diversity of socioeconomic
backgrounds and a

larger variety of work organizationa.

2.2.08 THEWRIGHT LNSTITUTE

BERKELEY, CALIF.

CONTRACT 51-05-69-04

Mt EDWARD M. OPTON, JR.

'FACTORS
AsSOCIATED WITH EMPLOYMW1T AMONG

WELFARE MOTHERS

This study was to explore the question of why some

mothers receiving Aid to Families with Dependent

Children (AFDC) are able to become self-supporting

while others cannot do so. However, it was impossThle

to find enough who had earned their way to financial

independence in Contra Costa County, the site of the

study. Instead, the study investigated the social and

family situation, jobseeking methods, assistance from

government agencies, self-concept and values, and per-

sonality of 75 AFDC mothers (twice as many refused

to participate)
classified by current employment status

and work history.
Four characteristics distinguished the mothers with

inferior employment
records: They were more hiely

than their more successful counterparts to be Negroes,

to be immigrants from the South, to have had a child

or children when they were in their teens, and to have

been deserted by the children's father. In addition, the

researcher found that all of the AFDC mothers could

have benefited from simple, comprehensive, objective

information on how taking a job would affect their

finances, because they knew very little about making

the necessary calculations and hence based their deci-

sions on what had happened to friends and relatives.
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2.3.01 ARIZONA STATE UNIVERSITY
TEMPE, ARIZ.

ComraAcr 43-8-014-13

PARTICIPANT-OBSERVER METHODOLOGY

A persistent problem in action research is how to
retrieve useful information from an ongoing, chant
ing, service-delivery organization. The usual 'methods
of laboratory research are often inapplicable, both
because of the impossibility of holding some inputs
unchanged while varying others and because of the
need to change strategies in response to unforeseen
problems. Among the tools available in such circzun-
stances is the use of one or more participant-observers.
This is an analysis of the participant-observer experi-
ence of a team at Arizona State University which was
under contract to conduct a long-term evaluation of
the Phoenix Concentrated Employment Program.

The report identifies these strengths of the tech-
nique: (1) The closeness of the participant-observer to
the organization under study yielded a wealth of first-
hand data not ordinarily obtainable through tradi-
tional means; (2) a greater depth of understanding
and insight was obtained; and (3) the participant-ob-
server was more Iiliely to obtain a true picture of the
program than would have been obtained through tradi-
tional means. Weaknesses of the technique are: (1)
The great amount of time required to assess program
components; (2) difficulty of assuring uniformity of
data, especially when more than one observer is
employed; and (3) the inherent conflict between the
role of participant-observer and that of evaluator, the
former calling for restraint and the latter for judg-
ment.

The major issue, however, is seen as whether find-
ings are not only fed back but utilized, and opthnal

Includes selected projects completed during fiscal years
1969 and 1970.
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benefit is seen as achievable only when planning
includes an innovative approach to reporting and feed-
back structure designed for the maximum utilization
of evaluation findings on the local level.

The report includes sections on the theory of partici-
pant-observation, techniques, difficulties and obstacles,
and recurring issues, and an annotated bibliography.

2..3.02 BOYS RESIDENTIAL
CENTER

NEW HAVEN, CONN.

CONTRACT 82-07-66-64

YOUTH

THE BOYS RESIDENTIAL YOUTH CENTER (En'ECT OF
INNOVATIVE SUPPORTING SERVICES IN CHANGING ATTI-

TUDES OF "HIGH Rem" Youm)

An inner-city residential youth center was estab-
lished for housing those "high-risk" youth who were
not being reached by existing manpower programs.
Using an indigenous nonprofessional staff and working
intensively with families, this project was able to dfect
significant behavioral changes in 16- to 21-year-old
male youth who were subsequently enrolled in man-
power program.

This report is a "how-to-do-it" manual, which
includes sections on how staff worked together and
how the institution won community acceptance.

2.3.03 BUSINESS AND INDUSTRIAL COOR-
DINATING COUNCIL (BICC)

NEWARK, NJ.

CONTRACT 82-32-67-31

SKILL ESCALATION AND EMPLOYMENT DEVELOP-
MENT: PROJECT SEED
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From ghetto recruiting to job placement followup,
Project SEED was centrally planned, organized, and
carried out by a cooperating group of local business-
men. civil rights leaders, and labor union representa-
tives, organised into BICC. A skill escalation center
provided short-intensive training for metal trades
along with remedial education. Part-time prevocational
programs for a variety of occupations were sponsored
and funded by business and industry and took place
on company premises. Any applicant was accepted
unless he had serious psychological problems. Arith-
metic and English were scaled to the needs of the
trainees who averaged 22 years of age and a 6th-grade
educational level. All SEED programs stressed self-mo-
tivation, self-worth, and employment orientation, and
through these elements they were able to counteract
much of the trainees' disbelief and hopelessness.

The SEED experience led its sponsors to conclude
that- (1) "Unemployables" can be trained in short
intensive periods for entry-level jobs; (2) standard,
traditional tests are not meaningful for the disadvan-
taged and do not predict employment success; (3)
industry will become involved if the training meets
their approval and needs; and (4) a job must be
available at the end of the training.

2.3.04 CALIFORNIA NURSES' ASSOCIATION
SAN FRANCISCO, CALIF.

GRANT 92-05-68-02

STUDENT NURSES' ASSOCIATION OF CALIFORNIA Itz.-
anaratincr PROJECT

This is the final report of a project undertaken by
the Studen,. Nurses' Association of California to
develop, prepare, sad distribute current musing career
material for use by high school students and high
school and junior college counselors when they are
nialdng career decisions on nursing occupations, with
particular emphasis on recndting bier school youth
from minority groups into nursing.

2.3.05 CHICAGO CONFERENCE ON
RELIGION AND RACE

CHICAGO, ILL.

Corrrascr 82-15-68-51

Tal-Farni TRUCKING TERMINAL EMPLOYMENT Pio-
JrCT, FINAL REPonr Jura' 1, 1968-Dm:It= 31,
1969

This report deals with a project conducted by a
nonprofit social service agency, in cooperation with
Associated Truck Lines, Inc., one of the Nation's larg-
est interstate carriers. To improve hiring procedures
and reduce turnover among new truck terminal dock-
workers, the project developed and tested means for
providing pre-employment preparation, on-the-job
training, job placement, and post-placement support to
i=er-city minority group arm

The major finding was that those men the industry
has considered unqualified appear to be more reliable
dockworkers than those who have usually _been deemed
qualified. High school graduates had a higher dropout
rate than nongradnates from the training program and
men who scored lower on a standard verbal personnd
test had a higher job retention rate than men who
scored higher. It was also found that the traditional
"casual labor" policy in the *rucking industry leads to
high turnover. In addition, we report discusses the
evolution and final structure of the projeces 20-work-
day training cycle and the procedure by which the
employer was compensated for time the trainees spent
at orientation, counseling, and evaluation sessions.

2.3.06 CITIZENS' COMMITTEE ON YOUTH
CINCINNATI, OHIO

CONIRACT 82-37-69-01

Form. REPoar, TEE Mama CONSERVATION PROJECT, II

This account descriloes the third and final year of a
work-experience and job preparation project to put
largely untrained men (mostly youth) to work on
housing renovation jobs for which the project was the
construction contractor. Most of the men were not
eligNe for apprenticeship under the industry's custom-
ary standards.

With "open enrollment" and referral from youth-
serving agencies, the project enrolled more than 450
men. More than half left soon after learning about the
character of the work and the extended training
period. However, more than 200 were placed in work
crews and spent 4 to 9 months obtaining job prepara-
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tion training and related basic education. The trainees
worked at learning 1 of 7 trades (carpentry, cement
masonry, electrical wiring, painting, plastering, plumb-
ing, and roofing) under the guidance of union-member
trainers.

In this last year, UCP substantially raised the rate at
which its graduates entered the industryoften but
not always via the nonunion route. Of the 141 placed
in jobs, 28 were in union apprenticeships or other jobs
covered by a construction trades union contract. Place-
ment into higher paying jobs began to occur more
frequently as the projerA became more assertive and
achieved better status in the community.

The report also details the problems of a project
which was trainer and employer, training institution
and contractor. It discusses the difficulties of maintain-
ing a nonprofit organization with a chanT:ng work
force "in the market place."

2.3.07 COLORADO STATE UNIVERSITY
FORT COLLINS, COLO.

CONTRACT 82-06-66-62

MENTAL HEALTH AND MANPOWER (EMPLOYMENT AD-
JUSTMENT FOR MENTAL PATIENTS)

This is a 9-volume final report of a project to test
methods of support for preparing the recently released
mental pafient to re-enter the i.iid of work and to
maintain himself there.

The sections are:
1. Chapters I through VIII: A description of coun-

seling, placement, and followup programs undertaken
by the investigator.

2. Chapters IX through XII: A description of the
experimentation and research undertaken by the
project, outlining the assumptions, research design,
methodology, measurement instruments developed, and
the findings.

3. Chapters XIII through XIV: A technical discus-
sion of the economics of rehabilitation of mental
patients.

4. Summary - An overview of the various aspects of
the project consisting of a series of journal-length
articles written by those working with the project.

5. Appendix I: Reality coping and Employment
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Adjustment: A Handbook for Post-Hospital Group
Counseling.

6. Appendix II: Handbook entitled "Vocational
Counseling of Mental Patients."

7. Appendix III: Handbook on Job Development
and Placement.

8. Appendix IV: The proposed agenda of a sug-
gested conference to acquaint others with the research
finding's and experiences of this project.

9. Appendix V: A 55-page bibliography on voca-
tional rehabilitation of mental patients.

2.3.08 COMMUNITY PROGRESS, INC.
NEW HAVEN, CONN.

CONTRACT 82-07-66-105

THE DISCOVERY METHOD

This is the final report, published by the Organisa-
tion for Economic Co-operation and Development
(OECD, Paris), of an international experiment
conducted in England, Austria, Sweden, and the
United States to compare the effectiveness of conven-
tional teaching methods with a "Discovery Method"
developed by Dr. Meredith Belbin of Oxford Univer-
sity. The U.S. component was funded by the Manpower
Administration, and was conducted by Community
Progress, Inc.

The experiment found that the "Discovery Method,"
using "self-discovered learning" or "activity learning"
is more effective for older workers than learning
through detailed verbal instruction and/or demonstra-
tion.

2.3.09 DRAKE UNIVERSITY
DES MOINES, IOWA

CONTRACT 82-17-67-57

PRE-RETIREMENT PIANNING CENTER ANNUAL REPORT,
SEPTEMBER 1, 1968 TO AUGUST 31,1969

This is the second year-end report of an experimen-
tal and demonstration project in Des Moines, Iowa,
desivaed to develop and evaluate the effectiveness of a
pre-retirement planning program.
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The report details the characteristics of the project
enrollees and economic history, national and local, of
those who leave the project The procedure followed in
setting up the center, the services rendered, and the
extent of participation are explored. The changing atti-
tudes and the levels of participation of the clients are
examined through the use of questionnaires designed

at the project and by other sources. A review of the
findings in table form and narrative analysis is pre-
sented, emphasizing the project services and its func-
tions of public relations, recruitment, and program
structure.

2.3.10 BUREAU OF EMPLOYMENT
SECUR1TY,6

U.S. DEPARTMENT OF LABOR
WASHINGTON, D.0

CONTRACT 82-09-66-82

EXTENDING EMPLOYMENT SERVICES TO OIDER WORK-

ERS THROUGH NEIGHBORHOOD CENTERS MANNED BY

VOLUNTEERS

Special centers were established in the State employ-
ment service offices in Sacramento and Louisville to:
(1) Increase employment services to unemployed older
workers; (2) find and develop job opportunities in the
neighborhood over and above those normally listed in
the public employment service; and (3) test the feasi-
bility of volunteer staffing.

The experiment demonstrated the feasibility and
economy of using volunteer-staffed centers but showed
also that full-6me professional supervision was essen-
tial. Based on the results of this program, the Man-
power Administration urg.-d the establishment of vol-
unteer service activity by State employment service
agencies.

2.3.11 EPILEPSY FOUNDATION OF
AMERICA

WASHINGTON, D.C.

CONTRACT 82-09-66-28

'Now the US. Training and Employment Service.

THE MULTI-TROUBLED JOBSEEKER: THE CASE OF THE

JOBLESS WORKER wrni A CONVUISIVE DISORDER

This project dealt exclusively with the epileptic job-
seeker in three cities: Atlanta, Chicago, and San Anto-

nio. Group counseling, involving six 2-hour sessions
spaced over a 1-month period, was aimed at: (1)
Enhancing the individual's social functioning; (2) ori-
enting him to the world of work; and (3) evaluating
his long-term potential for placement. Aggressive out-
reach recruitment and intensive followup were impor-
tant components of the program.

The project demonstrated that epilepsy need not be

a barrier to finding and retaining a job when: (1)
The potential employee is assisted to become job
ready; and (2) the potential employer is made aware
of the worker's capabilities by dispelling mistaken
notions about the worker's disorder and stressing his
employment potential.

2.3.12 TEM GREATER WASHINGTON
CENTRAL LABOR COUNCIL
(AFL-CIO)

WASHINGTON, D.0

CoNTrucT 82-09-69-37

PROJECT BUILD (PRE-APPRENTICESHIP IN CONSTRUC-

TION TRADES FOR DISADVANTAGED YOUTH; SKILL

TRAINING FOR ADULTS TO ATTAIN JOURNEYMAN STA-

TUS)

The objective of this project was to develop and test

a work-experience apprenticeship-preparation program
to enable disadvantaged inner-city youth to qualify
and perform effectively in apprendceship programs in
the building and construction trades and to design a
skill refinement program for adults who lacked train-
ing necessary to attain journeyman status.

From April 1969 to March 1970, Project Build
placed most of its graduates in apprenticeship pro-
grams. The skill refinement program enabled some
trainees to reach journeyman status.

Onsite training was offered in nine major craft
areas. In addition, remedial education courses were
conducted to enable the program participants to pass
the General Aptitude Test Battery required of the
building trades apprenticeship programs and obtain a
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high school equivalency certificate. Supportive services
and intensive counseling were also made available to
the trainees, as were followup services for graduates.

The major emphasis of the second contract year was
on refinement of methods of recruitment, enrollee
retention and placement, and job retention after gradu-
ation.

This report outlines some of the major problems
confronting programs designed to place inner-city
youth in apprenticeship programs. It provides a quick
summary of one of the first pre-apprenticeship pro-
grams designed with union support.

2.3.13 HOSPITAL RESEARCH AND EDUCA-
TIONAL TRUST OF NEW jERSEY

PRINCETON, N.J.

GRANT 92-32-70-01

STUDENT HEALTH OPPORTUNITIES PROGRAM. A SUM-
MER YOUTH EMPLOYMENT PROGRAM

In the summer of 1969 the Student Health Oppor-
tunities Program (SHOP) provided disadvantaged
high school students with opportunities for self-devel-
opment by exposing them to a variety of hospital-
based health careers during the summer vacation
period. SHOP sought to help meet the growing need
for qualified personnel in the health services by stimu-
lating the interest of high school students.

Based on a Summer 1968 experience, SHOP was
administered by the Hospital Research and Educa-
tional Trust of New Jersey, the research arm of the
New Jersey Hospital Association, and was supported
by grants f:om major pharmaceutical companies.

The report on the program discusses goals of the
program, selection of hospitals, recruitment and
screening of students, orientation meetings, individual
hospital implementations, inter-hospital activities, dis-
tribution of career information, results, and recom-
mendations. Included in the appendixes are the curric-
ulum, model student application form, and suggested
guidelines for evaluation.

2-3.14 HOUSEHOLD EMPLOYMENT ASSO-
CIATION FOR RE-EVALUATION
AND TRAINING

PHILADELPHIA, PA.

CONTRACT 82-40-68-28
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THE HEART REPORT: A HOUSEHOID EMPLOYMENT
TRAINING, COUNSELING, JOB DEVELOPMENT AND
PLACEMENT PROGRAM

This is a report on a project sponsored by the
Department of Labor as part of a larger 8-project pro-
gram initiated by the National Committee on Hcuse-
hold Employment to determine the feasibility of differ-
ent approaches to restructuring the household employ-
ment occupational area to make it more attractive and
rewarding for both the worker and the employer. An
assessment of these eight projects has been made by
M. K. Trimble Associates Inc. (see 2.3.54).

The project explored the feasibility of using a new
organization with strong community support as a
source for upgrading household employment Training,
job placement, and post-placement support were pro-
vided to project participants, and seminars and train-
ing were presented to employers to develop better
understanding and cooperation for the worker. The
project accepted over 100 women of whom 72 gradu-
ated. Of these skilled household workers, 63 are
currently employed full time.

The project created, within a limited group of
employers and other interested persons and agencies, a
community awareness of the need to upgrade the
wages and status of household workers. It 6emon-
strated -that standards can be maintained for workers
who are employed in private homes through efforts of
an agency acting in their behalf. Employer orientation,
conferences, and seminars can effectively create
employer cooperation and an awareness of the need to
upgrade household employment occupations.

2.3.15 HOUSEHOLD MANAGEMENT, INC.
NEW YORK, NX.

CONTRACT 82-34-68-32

AN EXPERIMENTAL AND DEMONSTRATION PROGRAM
TO IMPROVE THE STATUS OF HOUSEHOLD EMPLOY-
MENT

This is a report on a project sponsored by the
Department of Labor as part of a larger 8-project
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program initiated by the National Committee on
Household Employment to determine the feasibility of
different approaches to restructuring the household
employment occupational area to make it more attrac-
tive and rewarding for both the worker and the
employer. The sponsor is a private-for-profit corpora-
tion. An assessment of these eight projects has been
made by M. K. Trimble Associates Inc. (see 2.3.54).

This project demonstrated the feasibility of utilizing
a commercial household service business to correct
inequities connected with the household occupation.
The projf-ct provided training, counseling, work expe-

rience, arid jobs.
The project was unable to develop the job workload

that had been anticipated ,and had difficulty in locating
employers willing to pay the cost of upgraded wages
and benefits provided by the sponsor. However, it has
concluded an arrangement with the New York City
Department of Social Services for the purchase of
household maintenance services for welfareclients who

need honsekeeping help.

2.3.16 HOWARD UNIVERSITY,
INSTITUTE FOR YCUTH STUDIES

WASHINGTON, D.C.

CorrnucT 82-08-43

NEW CAREERS FOR THE DISADVANTAGED IN HUMAN
SERVICE (AN INNOVATIVE WORK-TRAOTING EFFORT

COMBINING SOCIAL REHABILITATION AND OCCUPA-
TIONAL CHANGE

Disadvantaged youth and adults were trained and
placed in a New Careers project involving health, edu-
cation, welfare, and re-zreation professions. New jobs
were defined, training was tailored for them, and
placements were negotiated in agencies in Washington,
D.C. The training consisted of a combination of class-
room work, practice, and "core groups" (trainees
organized to discuss and solve their problems). A
report the project includes ail overview of the
project, a discussion of the New Career concept, analy-
sis of the process and problems of job development,
strategies for rem-lilt-went and selection of trainees, a
description of the training model and individual train-
ing components, and a followup study of the occupa-

tional, educational, and social functioning of the enrol-
lees during employment after they completed training.

The project report also includes a representative
selection of detailed reports, guides, and other materi-
als on individual training programs for teacher aides,
counselors in residential programs for children and
youth, community mental health aides, and counselor
interns.

The report was republished as MDTA Experimental
and Demonstration Findings No. 9.

2.3.17 HUMAN INTERACTION RESEARCH
INSTITUTE

LOS ANGELES, CALIF.

CONTRACT 82-05-68-03

A STUDY OF SUCCESSFUL PERSONS FROM SERIOUSLY

DISADVANTAGED BACKGROUNDS

This study attempted to identify the differences
between the disadvantaged man who has been able to
"pull himself successfully out" of his disadvantaged
background and the one who has not been able to do

so. The writer combined data from literature on disad-
vantaged persons with data -from interviews and dis-

cusss them in connection with the characteristks of
"mainstream" and "street" life in black and Chicano
ghettos.

2.3.18 IOWA STATE MANPOWER DEVEL-
OPMENT COUNCIL

DES MOINES, IOWA

CoNTRAcr 82-14-65

NLINPOWER DEVELOPMENT COUNCIL: THE DL vt.LOP-
MENT OF A COMPREHENSIVE SYSTEM :117 HuNtAN RE-
SOURCE DEVELOPMENT FOR IOWA

Under this contract, the Governor of Iowa estab-
lished a manpower development council for the promo-
tion of the full utilization of human resources of the
State. A coordinated interagency approach was
adopted and the council acted as the coordinator,
dcAigner, developer, and impkinenter of numerous
Federal, regional and State manpower programs.
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2.3.19 JEWISH EMPLOYMENT AND VOCA-
TIONAL SERVICE

PHILADELPHIA, PA.

CONTRACT 82-40-67-40

WORK SAMPLES: SIGNPOSTS ON THE ROAD TO OCCUPA-
TIONAL CHOICE (REAL JOB TASKS TO ASSESS POTEDI-
TIAL OF THE DISADVANTAGED)

Traditional paper-and-pencil tests have proven to be
invalid in assessing the potential of many disadvan-
taged persons. The Philadelphia JEVS has, for a long
time, held the view that sustained observation, focused
on significant work-related factors, performed in a sys-
tematic way, is the key to sound work evaluation and
can tie together questions of capability and vocational
development. An early E&D program with JEVS,
although relatively unstructured in design, showed that
a work-sample program is a promising tool in counsel-
ing. The program reported here represents a more
formal experimentation and provides the hard data to
establish the significance and potential of the work-
sample program particularly in relation to improving
human resourm development programing for the dis-
advantaged. While JEVS was the sponsor, the program
was teqted in cooperation with the North Philadelphia
Human Resources Development (HRD) Center of the
Pennsylvania State Employment Service.

The program included a series of 28 work-samples
(real job tasks) which were administered in a simu-
lated industrial setting. Each applicant participated
over a 2-week period and was evaluated on his work
performance, learning speed, and other work-related
behaviors. An experimental group of 268 applicants
received initial counseling interviews at the HRD
Center, went through the work-sample program, and
returned to the Center for completion of counseling
and referral to jobs, training, or needed services. A
control group of 206 applicants received the "regular"
HRD Center counseling and placement services only.

Careful analysis of the results supports the conclu-
sions that the work-sample program: (1) Enables the
counselor to understand, relate to, and communicate
with the disadvantaged applicant more effectively; (2)
facilitates the development of a counseling plan or
vocational objective which is better suited to the appli-
cant's "true" abilities and potentials; (3) increases the
likelihood that the applicant will complete HRD Center
counseling be referred to a wider range of job open-

bags, obtain jobs on initial referrals, and hold and
adjust to jobs and training posts; (91 helps the coun-
selor to identify more readily those anplicants in need
of referral to rehabilitation and othe- ancillary serv-
ices of various social-welfare agencies; (5) provides
knowledge on the applicant's interests, abilities, atti-
tude, motivation, and other "work-readiness" indexes;
(6) helps the counselor interpret to employers the skill
potential and job stability of the disadvantaged; and
(7) leads disadvantaged applicants to better under-
stand their vocational interests and abilities, discover
the work tools and requirements of different jobs, and
modify their personal appearance and other behavior
to perform more effectively in job interview situations
and employer work stations.

2.3.20 JEWISH VOCATIONAL SERVICE
CHICAGO, ILL

CONTRACT 82-15-.67-55

THE ALPINE PROJECT (A TEST OF THREE TECHNIQUES
FOR ASSISTING CHRONICALLY UNEMPLOYED OLDER
WoRKE Rs)

The Alpine Project, operating from June 1, 1967,
through July 31, 1969, was designed to test the feasi-
bility of a variety of service techniques to assist 300
chronically unemployed older workers in obtaining
employment These men and women were 45 to 65
years old and had been unemployed for at least 15
weeks.

The clients were assigned to three basic groupings:
(1) A rehabilitation workshop for evaluation, work
adjustment, group counseling, and job referral md
placement; (2) a prevocational training and group
counseling program with job-hunting, referral, and
placement services; and (3) a vocational counseling
program with immediate referral and placement
service. Sixty-seven percent of the enrollees obtained
employment through the Alpine Projecz or independ-
ently through their own efforts. Of these, 70 percent
were still working (not necessarily at the same job) 6
months after initial placement

The major findings of the project were: (1) Sub-
stantial numbers of chronically unemployed older per-
sons in the community do not know where to obtain
evidence or job-related training; (2) chronically
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unemployed older workers are often unrealistic about
their vocational abilities and about available employ-
ment; (3) female clients are generally less work-ready
than men, yet they have much higher employment
expectations; and (4) twice as many clients in the
three treatment groups obtained employment as those
in control or comparison groups.

2.3.21 JOBS FOR PROGRESS, INC.
SANTA MONICA, CALIF.

CONTRACF 82-46-66-53

OPERATION SER, SERVICE, EMPLOYMENT, REDEVELOP-
MENT (BROADENING EMPLOYMENT OPFORTENTTIER
FOR MEXICAN AMERICANS)

This report covers the first 2 years, 1966 to 1968, of
a major manpower project, Operation SER (Service,
Employment, and Redevelopment), to develop man-
power program activities for the Spanish-surnamed
minority in the Sorthwestern States of Texas, New
Mexico, Colorado, Arizona, and Ca Mortis. It was
funded jointly by the Department of Labor and by the
Office of Economic Opportunity. The objective of the
project was to enhance and draw on the capabilities of
major organizations representing Spanish Americans
in order to develop progams to broaden employment
opportunities for this group.

Operation SER offices and activities were established
in eaLa! State. A job skills bank was formed in
communities of Spanish-surnamed citizes with a
central activity operating in the project's home office
in Santa Monica, Calif.

Institutional training and job placement projects
were established in 11 separate nrban centers, directed
principally toward this large minority population.

2.3.22 JOBS NOW (THE YWA OF METRO-
POLITAN CHICAGO)

CHICAGO, ILL

CONTRACT 82-15-68-08

Joss Now

From September 1966 through January 1970 the
JOBS NOW project experimen'ed with the "hire first,

train later" approach to the employment of disadvan-
taged youth. Following a 2-week orientation the pro-
gram participants were placed with employers who
agreed to train them and to provide various degrees of
"high support" The project continued to work with
the newly placed employees and developed the proce-
dure of post-placement coaching, using paraprofes-
sionals as coaches. The project developed the team
approach, with each enrollee assigned to a team which
included a team chief, job developer, counselor, coach,
and employment service representative. Employers
were induced to pledge job openings and some contrib-
uted members of their staff to act as job developers
and provide liaison with local firms. JOBS NOW expe-
rience was drawn upon in the development of many of
the approaches used in regular manpower programs
for the disadvantaged.

A report on phase J, second year, describes each of
the components of the JOBS NOW project and is an
overview of the entire operation, with special emphasis
on approaches used for contacting, involving, and
developing capability on the part of business and
industry so that enrollees' movement from disadvan-
taged status to employment can be facilitated. "High
support" actions by Chicago firms are listed. Included
also are sections on coaching and counseling and a
description of a human relations session for enrollees.
(See 3.3.45.)

Coaching in a Manpower Project, produced at the
end of the final year of JOBS NOW, sums up its
observations and experiences with the post-placement
coaching activity and staff. The report includes the
following sections: "A Conceptual Backgrom.d of
Coaching," "Selection of Coaches," "Training and
Upgading of Coaches," "Coach Supervision," "In-
the-Company Coaching Hints," and "The Coach-Client
Relationship." (See 3.3A4.)

Major recommendations and conclusions are: (1)
In selecting coaches, one should look for the ability to
provide strong personal support to participants; (2)
coach training should include uses of outside resources
and interviewing skills; (3) an equitable structure of
rewards within the coaching occupation should be pro-
vided; (4) to keep track of coaches and problems in
the field, coach supervisors should develop additional
sources of feedback; (5) establishing workable criteria
for evaluating coaches is imporia ut for equitable
compensation for ability and can pzovide a tool 2o
measure company resistance and difficulty; (6) many
coach-participant relationships may require the kind of
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coach who projects street values with which the partic-
ipant can identify but who can also prod the partici-
pant into seeing the values and potential rewards of
employment; (7) coaches will find that some compa-
nies already have some form of coaching and should
determine how their services can most effectively
coincide with the company's services; and (8) compa-
nies vary in the extent to which they allow the coach
to become involved, and while some want the full
range of services, others want the coach to serve only
in a limited way as a coaching troubleshooter to
handle job difficulties of the disadvantaged that
company personnel are unable to resolve.

2.3.23 LEGAL RESOURCES, INC.
WASHINGTON, D.C.

CONTRACT 82-09-69-27

OPPORTUNITIES INDUSTRIALIZATION CENTERS: A SYN-
THESIS AND ANALYSIS OF FirrEEN OIC FINAL REPORTS

The report is a synthesis of year-end reports from
15 OIC's supported with MDTA research and develop-
ment and Office of Economic Opportunity funds. This
document is a distillation of the individual reports and
some visits to OIC sites. Subjects covered are recruit-
ment and outreach; the feeder component skill train-
ing; counseling; relations with Federal, State, and
local agencies; and relations with the community.

2.3.24 SARAH F. LEITER
WASHINGTON, D.C.

CONTRACT 82-22-67-41

TRAINING AND EMPLOYMENT OF THE OLDKR WORKER:
RECENT FINDINGS AND RECOMMMNDATIONS BASED ON
OLDER WORKER ExPER1MENTAL AND DEMONSTRATION
PROJECTS

This report pulls together the relevant experiences of
experimental and demonstration projects in meeting
the employment problems of the older worker. This
analysis is based on a review of project reports supple-
mented by field visita to three projects and a confer-

ence with the director of a fourth and on selected
papers of the published proceedings of the National
Conference on Manpower Training and the Older
Worker.

2.3.25 MANPOWER SCIENCE SERVICES,
INC.

ANN ARBOR, MICH.

CONTRACT'S 82-24-68-34AND 82-24-70-23

Roix MODELING, RoLE PLAYING: A MANUAL FOR VO-
CATIONAL DEVELOPMENT AND EMPLOYMENT AGEN-
CIES

The staffs of six manpower agencies cooperated with
the contractor to explore how sophisticated use of role
modeling and role playing techniques could help them
in their work with disadvantaged clients.

The manual was created for "counselors, coaches,
community aides, crew chiefs, vocational instructors,
employment agency administrators; in short, all of
those on the firing line who are working to break
through the employment barriers that face poor people
across the country."

Following preparation of the manual, the contractor
developed, in association with several manpower agen-
cies, a self-instructional training course in the use of
the two techniques, referred to also as 'imitation and
simulation," which counselors and others can use to
improve their ability to use these techniques. The
course consists of 10 hour-long taped sessions on
casettes and a workbook. It is undergoing field tests.

2.3.26 MEDICAL AND HEALTH RESEARCH
ASSOCIATION OF NEW YORK
MY, INC.

NEW YORX. N.Y.

CONTRACT 82-34-67-48

TOWARD A CAREER LADDER IN NURSING: UPGRADING
NURSE'S AIDES TO LICENSED PRACTICAL NURSES,
THROUGH A WORK-STUDY PROGRAM

This project demonstrated the feasibility of upp-ad-
ing nurse's aides to licensed practical nurses (LPN's)
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through a work-study program, linking up a major

urban hospital system with an MDTA training pro-

gram under union sponsorship. The project also dem-

onstrated that low-paid employees do want to better

themselves, if only some rational system is devised to

accommodate them. Conventional LPN training cannot

be combined with employment.
Nearly 3,000 of some 8,000 nurse's aides in New

York City applied for enrollment in training which

would lead to becoming an LPN. From these appli-

cants, 463 trainees were selected, including 92 persons

designated as highly motivated (the M group) made

up of those who could not meet the eligibility require-

ments or pass the placement test (Metropolitan

Achievement Test) but who had been highly recom-
mended for training by their supervisors. Of the 422

who graduated. 385 have been licensed by the State of

New York as LPN's. Of the M group: 75 graduated

(813 percent), and 63 were licensed (68.4 percent).

To achieve these results, the project provided reme-

dial education classes, classes aimed at enabling the

enrollee to pass the high school equivalency exam,
training allowances, and counseling.

2.3.27 MENSWEAR RETAILERS OF AMER-
ICA

WASHINGTON, D.C.

CONTRACT 82-09-69-35

OWNERSHIP OPPORTUNITIES PROGRAM

Tule project was based on the concept, first

advanced at the February 1968 convention of the Mens-

wear Retailers of America (MRA) of manufacturer-

retailer-trade association cooperation in minority

group ownership of menswear retail enterprises. New

stores were opened, and established stores or partmtr-
ships were bought from white owners.

As of February 5, 1970, the project had 44 stores
operating in 36 cities. Thirty-six stores were owned by

individuals; the remainder were partnerships or corpo-

rations. Owners wee. blacks, Puerto Ricans, Er
Mexican Amer;cans who got credit on merchandise

orders, free te, nical assistance, and guaranteed loans

from the program. MBA assistance to owners in the

high-fashion, quick-taste-change ghetto market areas
was held to be effective in keeping the rate of business

failures =usually low.

2.3.28 UNIVERSITY OF MICHIGAN
INSTITUTE FOR SOCIAL RESEARCH
ANN ARBOR, MICH.

CONTRACT 82-21-14

INNER-CITY NEGRO YOUTH IN A JOB TRAINING PRO-

JECT: A STUDY OF FACTORS RELATED TO ATTRITION

AND Jos SUCCESS

This was a longitudinal investigation of Job Oppor-

tunities Through Better Skills (JOBS I), a develop-

ment project for underemployed or unemployed inner-

city Negro youth. The project ran from September

1963 to the summer of 1964. Basic educationvoup
and individual counseling, and skill training were pro-
vided, as well as institutional and on-the-job training.

The study attempted to relate backgrounds, motiva-
tions, and attitudes to post-training success.

Skill training was found to be the most significant
part of this manpower program. The main problem in

basic education was not in overcoming aversion to
school bo:i in showing that training was relevant to a

job. Counseling was emphasized. Cour.selors were the

staff members to whom the youth were bftt able to

relate, as compared with teachers or vocational educa-

tion instructors, but counselors had less power in the

project. Dropping out of the program was seen to be

overrated as a problem. Rather, the basic quesCon is:

Why is there not more payoff for program

completion? Also highlighted are the differences

between individuals in what is usually considered to be

a homogeneous population. Even slight differences in

age or education have an impact on success.
As a group the youth were not lacking in "middle

class" ye-es and aspirations, but they emphasized
having feelngs of "powerlessness."

2.3.29 UNIVERSITY OF MICHIGAN
ANN ARBOR, MICE

CONTRACT 82-24-68-20

JOB DEVELOPMENT FOR THE HARD-TO-EMPLOY

This is a report by Louis A. Ferman on the elements
that must be included in a job development component

of a manpower program. It covers structure and orga-
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nization, problems of administration and management,
approaching the employer, rural areas, working with
unions, and the public sector. It summarizes the activi-
ties, skills, and role structure necessary to an effective
job development team consisting of job market ana-
lyst, employment specialist, placement specialist, job
development specialist, and job coach.

This report was republished as MDTA Experimental
and Demonstration Findings No. 4.

2.3.30 MISSISSIPPI STATE UNIVERSITY
STATE COLLEGE, MISS.

CONTRACT 82-26-69-17

A TRAINENG MANUAL LN HUMAN RESOURCE DEVELOP-
MENT

The project at the Mississippi State University
developed a training course and handbook for the
better understanding of the disadvantaged person's
needs and problems on the part of selected career
employees of the employment servit. systems of Mis-
sissippi and Alabama.

2.3.31 MOBILIZATION FOR YOUTH, INC.
AND COLUMBIA UNIVERSITY
SCHOOL OF SOCIAL WORK

NEW YORK, N.Y.

CONTRACT 82-34-66-12

THE YOUTH EMPLOYMENT PROBLEM: SOME FIND-
INGS AND IMPLICATIONS

Neighborhood Youth Corps operations at Mcbiliza-
don for Youth, Inc. (MFY), were analyzed to deter-
mine who inquires about the program, who =rolls in
it, who drops out, who completes it, who benefits from
it in terms of employment, and what kinds of employ-
ment and other outcomes are attained.

The Youth Employment Problem: Some Findings
and Implie2tions by Richard Cloward represents a
summary of the preliminary analysis of data collected
in the laboratory experiment. The following prelimi-
nary research findings are noteworthy: (1) It may not

be correct to assume that disadvantaged youth as a
whole lack work habits because they have had little or
no work experience; (2) it tiny not be correct to
assume that out-of-school slum youth are unmotivated
to work; (3) it may not be correct to assume that
disadvantaged youth generally differ from affluent
groups in the society with respect to conventional atti-
tudes about their society, its institutions, and social
roles; (4) MFY has been able to successfully operate a
youth employment program without attempting to
"cream off" (accept) good employment risks for train-
ing and other manpower development services, leaving
poor risks to fend for themselves; (5) work-experience
training may not be am-active to nor produce employ-
ment benefits for youth over 18 years of age, except
where higher level occupational cicala and other.
advanced skills can be acquired; (6) development of
work habits through work-experience training may fall
far short of meeting the real needs (such as for job
strilk in demand) of disadvantaged youth as a whole
and, therefore, have little impact on their lives (partic-
ularly in leading them to meaningful careers) ; (7)
among the wide range of demographic data, only level
of educational attainment is consistently related to
degree of employment (such as job stability, earnings,
and skill level) which disadvantaged youth can
achieve; and (8) the skill level of work-experience
training sites may be related to training attrition and
to subsequent vocational outcomes. (See 3.3.73.)

2.3.32 NATIONAL CAPITAL AREA CHII.D
DAY CARE ASSOCIATION, INC.

WASHINGTON, D.0

CONTRACT 82-09-68-437

EVALUATION OF EMPLOYER SPON1E1, CHILD DAY
CARE CENTER FOR CHM:MEN OF DEPARTMENT or
LABOR EMPLOYEES

Two independent evaluations of the Department of
Labor's Csild Day Care Demonstration Project were
prepared by A. L Nellum and Associates. The first
was conducted under a subcontract with the National
Capital Area Child Day Care Association, Inc., the

:Also funded under grant No. 92-09-70-05, An Experiment
in Employer Sponsored Day Care (see 3.3-87).
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second under a separate grant. The evaluation design
rrnrided for analysis of the project as it relates to the

employee, and the employer. Included is an
evaluation of the program planning, facilities, recruit-
ment, selection and placement of children and staff,
and followup of the program's specific objectives to
determine if they were being met, how they were met,
and ways in which the program could be improved to
provide a basis for possible duplication by other
employers.

2-3-33 THE NATIONAL COMMi 2. t.t: FOR
CHILDREN AND YOUTH

WASHINGTON, D.C.

CONTRACT 82-34-68-15

PRosEcr CROSSROADS (PaE-Tst.u. INLI.avt.NTION WITH
FIRST OFFENDERS), A FINAL REPORT

This report discusses an experimental project for
"pre-trial diversion" of young first offends from the
criminal justice process in the courts of the District of
Columbia so they could receive intensive manpower
services. During a 90-day continuance of tbeir trial,
participants who were released on their own recogniz-
ance received counseling, personal assistance, place-
ment in jobs and training, and education services. At
the end of that time, project staff recommended, if
warranted, that charges be dismissed.

Most project participants were black men who were
less than 20 years of age, born in the District of
Columbia, and high school dropouts. The staff
consisted mainly of VISTA and other volunteers. Some
ex-offenders and other nonprofessional persons were
used successfully in occupational roles that are tradi-
tionally professional.

The project's accomplishments were: (1) Charges
were dismissed because of satisfactory participation in
the project for three-fourths of the offenders between
the ages of 18 and 26 and for two-fifths of the 16- and
17-year-olds; (2) recidivism rates among the older
participants were significantly lower than for a
matched control group; (3) the older participants had
better employment records in the year following their
participation than they had previously, whether meas.
-Jr :d by proportion employed, job tenure, wages, or
skin; and (4) the project's benefits to society were

estimated to be at least twice its cost (which averaged
a little more than $500 per enrollee).

Because of the project's success, it became an inde-
pendent component of the new Superior Court of the
District of Columb;a in February 1971.

2.3.34 NATIONAL TIRE DEALERS AND RE-
TREADERS ASSOCIATION, INC.

WASHINGTON, D.C.

GRANT 92-09-69-09

PROJECT OWN (Motonn.y ErrmunasE)

This project tested the ability of a trade association
to screen, select, and assist (through the loan process
of the Small Business Administration) minority group
members who wish to go into business for themselves.
The project recruited sponsors who guided individuals
showing potential for business success through the pro-
cedures for acquiring property, equipment, and finan-
cial support.

The project's limited success in develop;ng busi-
nesses waz attributed largely to the fact that only
$10,000 was earmarked for consultant services, as well
as the inability to recruit enough volunteer experts.

2.3.35 NEIGHBORHOOD CENTERS
ASSOCIATION

HOUSTON, TEX

CONTRACT 82-46-67-14

AN OUTREACH DEMONSTRATION: A COMPONENT OF A
MANPOWER Paocruna

This outreach project was conducted by the Neigh-
borhood Centers Association and had four phases:

1. Preliminary preparation of the neighborhoods for
introduction of the program.

2. Planned, progressive, total neighborhood, doe:-
to-door recruiting by residents of the area.

3. Intake interviews by indigenous workers.
4. Flexil3le, supportive, reasonably frequent followup

focused on selectees' needs.
It was found that: (1) A geographic approach to

recruiting had definite advantages; and (2) supervi.
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sion of indigenous workers required firm direction but
also flexibility.

2.3.36 THE NEW JERSEY DEPARTMENT
OF LABOR AND INDUSTRY

TRENTON, NJ.

GRANT 32-8-3027-000

THE EMPLOYMENT SERVICE TRAINS AND UPGRADES
THE LOW-SICILL WORKER

This report discusses a program to determine if a
State employment service could conduct upgrading
programs effectively for low-skill workers. The basic
model used was the High Intensity Training (HIT)
model, calling for 40 hours of intensive in-plant train-
ing, including skill and personal development training,
for low-skill workers earning not more than 85,000 a
year.

The most significant innovation introduced in the
basic HIT model was that of human relations training
for middle management and first-line foremen.

This project was one of three similar ones. In Balti-
more, a private organization was developed to deliver
this upgrading service to employers (see 3.3.137). In
Cleveland, an organization was set up in the Mayor's
office (see 2.3.50 and 3.3.136). The experiment in New
Jersey was to test the viability of building the delivery
system int, a State employment service system. The
capability was demonstrated.

The report giv4 descriptive detail of the whole
process from approaching the employer and marketing
an upgrading service through the detail of methods
and materials used, problems met, and accomplish-
ments.

2.3.37 THE NEW YORK STATE DEPART-
MENT OF LABOR

ALBANY, N.Y.

Corrruscr 82-34-68-07

THE SYRACUSE UPGRADING Pso.ncr

This is a report of an R&D effort through an
employment service, assisted by a university research

team, to develop upgrading training for lower level
workers to fill shortage occupations, primarily in the
metalworking industries. As the project developed,
upgrading training was expanded to other occupations.

Several score of employers were found with so
interest in the experiment. Trade associations helped
develop and unions gave friendly approval to the
project which survived both layoffs and strikes during
its operation. Training took place both in and outside
plants. Most of it was on the trainees' own time,
usually in community training facilities. Training did
not result in automatic upgrading, but enabled the
employee to bid for better opportunities as they
opened.

2.3.38 NORTH CAROLINA FUND
DURHAM, N.C.

CONTRACT 82-35-67-11

MANPOWER IMPROVEMENT THROUGH Coataituary
EFFoRTMITCE

An earlier E&D program also operated by the North
Carolina Fund had tested several approaches to man-
power development assistance for the disadvantaged
rural residents in six counties. These included: (1)
Whether and how resources of rural areas could be
assembled to conduct and support job training; (2)
how an outreach effort could bring information to
persons geographically isolated and unaware of, or
unwilling to seek, available services; (3) how emerg-
ing Community Action Agencies could provide sup-
porting services especially in family problems relating
to employment; and (4) how nonprofessionals, serving
as problem finders, might supplement the problem-
solving activities of professionals.

This MITCE program built on the earlier E&D pro-
gram and focused more acutely on the vocational
problems of tenant farmere. It sought also to evaluate
the use of nonprofessionals in a rural program and to
determine whether techniques, which had been useful
in a rural setting, might aid rural residents who had
recently migrated to urban areas.

Many problems were encountered :and identified.
They included staffmg, interrelationships with the
newly established Community Action Agencies,
conflicts in administrative authority, merging profes-
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sionals and nonprofessionals into a team, development
of training, the proportion of women in the program
in excess of adequate job opportunities, and transpor-
tation and housing needs. Some of these problems
were solved; others were not. The program gained
insights that could be helpful to persons concerned
wit'a problems of rural poverty, especially manpower
problems.

The report contains detailed information on estab-
lishing a rural outreach program.

2.3.39 PRESIDENT'S COMMirrka. ON THE
EMPLOYMENT OF THE HANDI-
CAPPED

WASHINGTON, D.C.

CoNTRAcr 82-15-66-95

PROPRIETARY PRODUCTS: PROJECT EARNING Pow=
(EXPERIMENT Ix DEVELOPING OUTLET EC COMPETI-
TIVE MARKET FOR PRODUCTS OF SHELTERED WORK-
SHOP)

This project combined the talents of leading volun-
teers from the private sector (specifically those in
design, marketing, and production) in order to deter-
mine if proprietary products could be developed and
produced by sheltered workshops and then marketed
competitively.

The most significant finding from the project is,
"Product success in the competitive commercial mai.-
ketplace requires ,a combination of technical abiTity,
productive skill, human and physical facility, business
managemait, financial resources, marketing capability
and willingnens to take risks. The skills and overall
business capacity in all but a very few workshops have
simply not yet developed to the point where they can
meet the severe competuave demands necessary for
product success."

2.3.40 RANCHO LOS AMIGOS HOSPITAL
DOWNEY, CALIF.

CONTRACT 82-05-66-36

AN EXPERIMENT IN REDUCING CHRONIC UNEMPWY-
WENT AMONG THE PHYSICALLY HANDICAPPED

The Rancho Los Amigos Hospital employment dem-
onstration project began in March 1966. The first
phase. extending through September 1967, demon-
striated that the use of intensive counseling services in
a hospital sheltered workshop along with work activity
provided a basis for easing chronic unemployment
among physically handicapped women. Phase II of the
project, September 1967 through February 1969,
concentrated on the same objective, but served men
also, and enrolled more severely disabled persons.

During phase II, four techniques were used to
increase the employability of the enrollees. These
methods included: (1) Utilizing the workshop as well
as other hospital stations to assess the enrollees' ability
to tompete for employment; (2) using paraprofes-
sional volunteers and former project graduates as
counselor aides, group leaders, and trainee agents in
the community; (3) developing relationships for coop-
erative efforts between existing public and private
-.gencies and the project; and (4) using multiple coun-
selor and video tape techniques in group counseling,
placement training. and followup counseling after
placement.

2.3.41 THE REHABILITATION CENTER,
INC.

EVANSVILI.E, IND.

CoNTRAcr 82-16-66-42

BUILDING BETTER LIVES, A PROGRAM :AA THE UTILIZA-
TION OF THE EVANSVILLE REHABILITATION CENTER FOR
MANPOWER TRAININGPHAsEs I Am II

This projtsa involves a rehabilitation center which
worked with nondisabled disadvantaged persons and
facilitated their employment In the first phase, direc-
tive counseling was found to be successful with rural
disadvantaged persons. The second phase sought to
determine the effectiveness of this tecimique with
urban dwellers. The final report describes the pro-
gram's operation and the attitudes the traditional reha-
bilitation professional should develop and retain to
have any success in working with disadvantaged per-
sons. The report also descrthes efforts and training
required of staff in developing a highly directive
approach to the problems of the clients.
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2.3.4. RICHARDSON, BELLOW, HENRY &

COMPANY, INC.
WASHINGTON, D.C.

CONTRACT 82-09-69732

A STUDY OF THE FEASIBILITY OF PREDICTING JOB TEN-
URE AMONG EAr- _ -1YMENT SERVICE APPLICANTS
THROUGH THE USE .1 BIOGRAPHICAL INFORMATION

This study was ci .aigned to test the feasibility of
using biographical information to predict employment
tenure of 3 and 6 months' duration. The analysis
sample included 477 black disadvantaged men and 255
black disadvantaged women in three cities who had
received no previous manpower training or counseling
serv:ces and who were placed by State employment
Jervice offices into a range of manufacturing and
service jobs at var} ing salary levels.

The siudy included the construction and testing of
an initial experimental biographical information blank
(BIB) and the administration of the final experimental
BIB to black disadvantaged ES applicants in the three
cities. For those applicants placed, employment and
criterion data were subsequently collected from partici-
pating employers 3 and 6 months after date of hire
sooner for those sample members terminating their
jobs in the interim.

The study demonstrated the utility of biographical
information in differentiating between those untrained
and uncounseled black disadvantaged ES applicants
who have a high probability of remaining employed
for 3 and 6 months and those applicants who have a
low probability of retention for the same periods.
Since most turnover with this sample (88 percent of
the men's turnover and 86 percent of the women's
turnover) occurred early in the employment relation-
ship, recommendations and materials submitted dealt
with the 3-month period only.

2.3.43 SAGE HILL CAMP, INC.
MONTEZUMA, COLO.

GRANT 92-6-67-14

PROGRAM EXPERIMENTATION PROJECT ON SPECIAL
SUMMER CAMP AND FOLLOWUP ON YOUTH ACTIVI-
TIES TO BREAK THE POVERTY CYCLE

A residential summer work program in a camp set-
ting was conducted for disadvantaged high school
youth from welfare families in the summers of 1967
(in Montezuma, Colo.) and 1968 (in Montezuma,
Colo., and Jamaica, Vt.). Followup activities during
the school year after the youths' summer camp work
program were part of overall project operations.

The report provides full details on a project
designed to assess, through empirical research, the fea-
sibility of utilizing a brief summer camp program and
followup activities for disadvantaged youth as a means
of developing the motivations, interpersonal sldlls, and
attitudes needed to create the achievement and self-ac-
tualization process which leads out of poverty. The
nature of the research qualifies the project as a feasi-
bility study for testing issues related to social psychol-
ogy theory.

The report provides details on the nature of and
problems with the instruments chosen to assess person-
ality, attitudinal, and other behavioral factors. It sum-
marizes the key data on behavioral c-nanges as a result
of the summer residential camp work-experience pro-
gram.

2.3.44 SAINT LOUIS UNIVERSITY
CENTER FOR URBAN PROGRAMS
ST. LOUIS, MO.

CONTRACT 42-8-005-27

A GUIDE FOR SUMMER YOUTH EMPLOYMENT PRO-
GRAMS

This guide has been developed as a by-product of an
experimental program called Youth Progrs in Indus-
try (YPI) which was funded in part by the Depart-
ment of Labor_

YPI was a coordinated public and private agency
effort to provide employment during the summer of
1968 and supportive service through job coaches to
youth attending high schools located in poverty neigh-
borhoods of the St Louis area. Youth were selected on
the basis of satisfactory school attendance and good
citizenship and were designated as "YPI achievers" to
indicate they were not disciplinary problems.

The university's Center for Urban Programs, on the
basis of an exhaustive study of YPI, has developed a
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model summer youth employment program which is

presented in this publication.
The report was republished as MDTA Experimental

and Demonstration Findings No. 10.

hours a day, 5 days a week. More than half of the

trainees passed the exam and became regular employ-
ees, and most of the remainder obtained other jobs

with the assistance of the training.

2.3.45 ST. MARY'S DOMINICAN COLLEGE 2.3.47 SANTA CLARA COUNTY MEDICAL

NEW ORLEANS, LA. SOCIETY
SAN JOSE, CALIF.

CONTRACT 82-20-67-12

SECRETARIAL TRAINING WITH SPKECH IMPROVEMENT

Regional speech patterns of Negro female high
school graduates in New Orleans were a major barrier
to any but marginal employment. The St. Mary's
project offered the "language of the business commu-
nity" as a second or foreign language in its secretarial
skills program. A business English text was developed

to integrate the secretarial and language skills. Over a
2-year period, 94 percent of the project's 180 enrollees
graduated, and of these, 92 percent entered training-re-
lated jobs, many with employers who had never before
hired Negro women.

2.3.46 SAN FRANCISCO UNIFIED
SCHOOL DISTRICT

SAN FRANCISCO, CALIF.

CONTRACT 82-05-67-46

A TRAINEE UPGRADING PROJECT FOR NEWLY AP-

POINTED FEDERAL CIVIL SERVICE EMPLOYEES IN THE

SAN FRANCISCO BAY AREA

The San Francisco Post Office undertook a "hire
first, qualify later" program at the suggestion of the
President's Committee on Manpower, following the
Hunters Point riot of 1966. Five hundred persons
were hired at neighborhood centers without regard to
qualifications and were given temporary jobs for up to
a year during which they could qualify for permanent
jobs by passing the standard civil service examination.

The San Francisco Unified School District
condued a special training course to help these per-
sons pass the exam. The course was conducted at or
near the worksite before or after work hours for 2
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GRANT 92-05-68-10

FINAL REPORT, MILITARY HEALTH MANPOWER PRO-

JECT

This is a report on a project conducted by a county
medical society in cooperation with the California
State Employment Service.

The project provided ezreer guidance and counsel-
ing to discharged servicemen, referred through Project
REMED and other sources, who had some prior train-
ing in health services while they were in the military.
The project and the ES helped to find appropriate job
placement and educational training for these health-
trained veterans.

The major project finding was that veterans with
some medical training can be attracted to the health
careers if proper guidance al-A counseling is provided.
The project demonstrated that chapters of a large
national organization (the American Medical Associa-
tion) can effectively provide such guidance and coun-
seling.

The report discusses the problems involved in the
recruitment, community participation, counseling, edu-
cation, licensing, and job development and placement
for ex-servicemen with some health training.

2.3.48 E. F. SHELLEY AND COMPANY, INC.
NEW YORK, N.Y.

CorrrRAcr 87-34-69-01

WORKER RELOCATION: A REVIEW OF U.S. DEPART-

MENT OF LABOR MOBIIIIT DEMONSTRATION PROJECTS

The U.S. Department of Labor has conducted a pilot
labor mobility program in 28 States since 1965. The
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major objectives of the projects were to ascertain
whether relocatic.n of workers is effective in reducing
unemployment; to determine whether a broader relo-
cation program is desirable; and to evaluate policies
and techniques which might be incorporated in a
broader program. The objective of this study was to
produce a comprehensive, systematic review of the
knowledge gained during the 4 years these projects
operated.

The contract pulled together written material cover-
ing the experience of each labor mobility project. The
projects perform five functions in the relocation of
workers: they identify and screen the project popula-
tion; select eligible workers; develop jobs; place work-
ers on the jobs; and provide financial assistance and
followup services. Detailed discussion of these func-
tions and different approaches tested by the projects
are outlined.

Measurement of project outcomes in the areas of
program costs, training and relocation of population,
and financial assistance are discussed.

The study concludes that the labor mobility projects
demonstrated that worker relocation can be used to
assist unemployed people, with varied backgrounds
and skill levels, to find employment

2.3.49 E. F. SHELLEY AND COMPANY, INC.
NEW YORK, N.Y.

CONTRACT 82-34-70-26

TJPGRADING THE WORKFORCE : PROBLEMS AND POSSI-
BILITIES

Picking up where they left off from a Ford Founda-
tion study, "Climbing the Job Ladder," the Shelley
Company studied a mix of 20 prouams (in projects
or companies) which involved upgrading. The aim is
not to develop a "how-to guide for program implemen-
tation but rather to fertilize the thinking of decision-
makers about the problems and possibilities in provid-
ing greater opportunities for nonsupervisory workers."

The Shelley staff interviewed 172 management level
people in various parts of the country in programs
which utilized various techniques for upgradingsome
quite innovative. Their principal findings are: (1)
There is no single upgrading technique or model for
all companies; (2) management is unwilling to
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consider major changes unless faced with some busi-
ness crisis or pressures brought on by skill shortages,
Equal Employment Opportunity Commission compli-
ance actions, or threat of loss of Government contract;
(3) line managers, foremen, and workers are demand-
ing more participation in the decisionmaking process
and seeking knowledge of their role in the process;
and (4) the longest iasting =grading efforts are those
which strive for a total work environment of openness
and opportunity.

The conviction that the personnel already in use are
economically viable inhibits management from under-
taking changes that would improve the upward mobil-
ity of nonsupervisory personnel, the study notes. Fur-
ther, the most successful and lasting upgrading pro-
grams were not one-step upgrading projects but those
working toward an atmosphere of genuine manage-
ment interest in the workers. Workers seldom articu-
late career aspirations or desire for job upgrading, but
with improved two-way communications, submerged
aspirations come to the surface. The most successful
programs were those which moved the trainee into
already established promotion-ladder careers and those
which helped management communicate its broad
interest in the needs of all employees.

The report's principal recommendation is aimed at
the Federal Government: the Department of Labor
should establish an office dealing exclusively with
employee upgrading to coordinate all Department pro-
grams, and this unit should devekp solid lines of
communication with other Government agencies that
conduct Upgrade programs. Sample program profiles
for each program studied are included.

2.3.50 CITY OF CLEVELAND
OFFICE OF THE MAYOR
SKILL UPGRADING IN CLEVELAND

(SUIC)
CLEVELAND, OHIO

CONTRACT 82-37-69-04

SUIC: IMPROVING OPPORTUNITIES THROUGH IN-PLANT
TRAINING

This is a summary of activities, successes, and fail-
ures of a high intensity training (HIT) upgrading
program in Cleveland under the Mayor's sponsorship.
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The program itself is similar to ones conducted in
Newark, NJ. (see 2.3.36) and Baltimore, Md. (see
.3-3.137), under different kinds of sponsorships. The
program involves the upgrading of low-skill, low-wage
workers in a plant setting with small jumps in job
classifications and pay increase guarantees in a short-
term training course.

2.3.51 SOUTH CAROLINA DEPARTMENT
OF CORRECTIONS

COLUMBIA, S.C.

CONTRACT 82-43-66-98

PROJECT FIRST CHANCE (TRAINING, JOB PLACEMENT,
SOCIAL SERVICES, AND HALF-WAY HOUSE FACILITIES
FOR PRISON INMATES)

This is one of the earlier E&D projects, preceding
section 251 of the Manpower Development and Train-
ing Act of 1962 (which provides legislative authoriza-
tion for training prisorers), to explore the problems
involved in introducing an MDTA ft-a-Tang program
into a prison. It also attempted to determine the useful-
ness of: Incentive payments to counterbalance the
prison industry wages; counseling services for the
inmate while in prison and upon release, as v. ell as his
family; and a halfway house facility for short-term
stay upon release from prison.

Most trainees were placed in jobs upon release. In
addition, many received prevocational education, and
some completed high school, using pzogramed instruc-
tion. Generally, those who /ived in the halfway house
and received the sociai services and job placement
followup did better (as measured by recidivism, rates
of pay, and church attendance) than the control
groups who either received no training or who had
training and no ancillary services.

Project staff was also successful in getting the coop-
eration of the local Department of Vocational Rehabil-
itation to accept prisoners on referral (as "socially
handicapped") for purchase of tools and the first 2
weeks' "grubstake."

2.3.52 JOINT COUNCIL OF TEAMSTERS NO.
42

LOS ANGELES, CALIF.

Development Contracts and Grants

CONTRACT 82-05-67-38

TRANSPORTATION OPPORTUNITY PROGRAM (TOP)

A labor union with substantial influence in the
trucking and automotive service industries undertook
to increase substantially the number of multidisad-
vantaged adult men in these industries. At the same
time the program set atLeut to introduce disciplined,
systematic training methods and worker qualification
procedures to several industries in which skill acquisi-
tion processes had often been casual and not wholly
efficient. A large percentage of enrollees (three-quart-
ers of them Spanish-speaking or black) were placed in
well-paying jobs, retained these jobs and, in the truck-
ing industry, obtained union membership. The project
also provided automotive training for State prisoners
released for work training and added an upgrading
component in truck driving to move minority group
workers from docks and warehouses to "the driver's
seat."

The program is important for: (1) Union involve-
ment in historically restrictive and loosely structured
industries; (2) introducing systematized training
modes; (3) surmounting substantial interagency prob-
lems connected with recruitment and instruction proc-
esses; and (4) its possible role as precursor to nation-
wide, industry-funded training efforts-

2.3.53 TRAINlNG AND RESEARCH INSTI-
TUTE FOR RESIDENTIAL YOUTH
CENTERS, INC.

NEW HAVEN, CONN.

CONTRACT 42-9-001-7

THE TRAINING AND RESEARCH ID:S.111111h FOR RESIDEN-
TIAL YouTH CENTERS, INC.., A FINAL REPORT

The Institute, known as TRI-RYC, was created in
1968 to assist communities wishing to develop residen-
tial centers to provide supportive service to "high-risk"
youth enrolled in training, education, and job opportu-
nity programs. The program was based on the success-
ful experinnce of TRI-RYC's staff with two model
youth residential centers located in New Ha lien. The
contractor was to: (1) Identify potential locations,
sponsors, and funding agencies for other residential
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youth centers; (2) prepare and ase a training manual
with staff of such centers and similar or related pro-
grams; (3) provide technical assistance and arrange
for center programs to be coordinated with existing
local manpower programs; (4) assess the relative
effects of the centers on their enrolle; and (5) dis-
seminate the projects' experiences and findings. Under
the contract, centers were developed in Flint, Mich.;
Bridgeport. Conn.; Boston, Mass.; Cleveland, Ohio;
and Trenton, NJ.

The report describes the TR1-RYC experience in
carrying out this work, including the problems of tool-
ing up and preparing for field-tests of the RYC model.
Attention is focused on the model's staffing with indig-
enous nonprofessionals, orientation toward client serv-
ices, sensitivity training for staff, and horizontal orga-
nization structure. It also discusses the effects on the
centers' development of the quality of prime contract
input, kind and number of agencies involved, source of
funds, competence of staff, and the role of government
policy and decisionmaking. Implications are drawn for
the future development of similar residential programs.

2.3.54 M. K. TRIMBLE ASSOCIATES, INC.
ANNANDALE, VA.

CONTRACT 82-11-71-05

NATIONAL PILOT PROGRAM ON HOUSEHOLD EMPLOY-
KENT

This is a report prepared for the Department of
Labor to provide comprehensive evaluation of the
eight manpower projects (see 2.3.14, 2.3.15, and
3.3.82) which form a pilot proam that seeks to
determine whether and how new attitudes and methods
might be developed to make household employment a
more attractive and rewarding occupation.

The projects provided training, counseling, and job
placement services for household workers and sought
to improve the self-image of the worker through a
program of eight differently constructed and styled
organizations operating a group of demonstration pro-
jects. The projects fell into two general categories: (1)
Four provided training and placement with some fol-
lowup services to insure that employment standards
were maintained; and (2) four others were business-
oriented and contracted with employers for the services
of trained household workers on the project's staff.

The evaluation covers each of the eight projects in
detail, includes a clear, concise resume of project
ac:Ivities, and suggests the next steps to be taken by
the project sponsors and the Department of Labor.
The report concludes that: (1) Training and counsel-
ing programs built upon previous knowledge and
which encouraged decisionmaking and evaluation of
alternatives were more effective than those that
attempted to start over and remake the household
worker participant; (2) some form of work experience
was considered an essential component so that trainees
could make a relatively easy transition from the class-
room to the requirements of an actual job; (3)
employers are willing to pay higher wages and benefits
and agree to higher work standards, but an intermedi-
ary organization is needed to act as a bargaining agent
for the worker; (4) increased wages and benefits did
not guarantee job satisfactionparticipants in the pro-
jects were more satisfied when offered a choice of jobs
within the occupation rather than when placed only in
general housekeep-ng positions in private homes; and
(5) business-oriented projects structured to become

self-sufficient, profitmaking, or cooperative enterprises
found they could not meet overhead or training
expenses unless they progressed toward a diversified
service operation.

In addition to the comprehensive evaluation report,
three monographs concerning special asp...-cts of house-
hold employment were prepared. These monographs
are all included in a single volume entitled, Three on a
Single Theme with separate subjects including: (1)
There Can Be Career Opportunities in Household
Employment; (2) Fair Play for Household Workers:
A Training Guide for Employers with Suggested Per-
sonnel Practices; and (3) A Training Course Guide
for Upgrading Workers in Household and Home-Re-
lated Occupations.

2.3.55 VANDERBILT UNIVERSITY
NASHVILLE, TENN.

GRANT 92-45-68-08

FINAL REPORT, UPGRADING HOSPITAL EMPLOYEES
THROUGH AFTER-HOURS EDUCATION

This project was conducted by the training and edu-
cation section of the Vanderbilt University Medical
Center.
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The project provided basic education, using the
MIND (Methods of Intellectual Development) tech-
nique, to employees in a voluntary after-hours pro-
gram in the hospital complex.

The major project finding was that some long-time
employees in "deadend" jobs can be recruited for edu-
cational and job upgrading training in a relatively
inexpensive, but well-structured, program. The report
discusses the problems involved in running such a
programrecruitment methods, educational tech-
niques, selection of teacher-monitors, class scheduling,
and student motivationfor two cycles. The gradual
building of relationships between the training section
and superviors of employees is discussed.

2.3.56 TIM UNWERSITY OF WISCONSIN
MADISON, WIS.

GRANT 92-53-70-04

INTERAGENCY COOPERATION - AND. INSTI u IONAL
CHANGE

This project report details the results of a year-long
demonstration of research utilization in a regional
project involving the employment service, vocational
rehabilitation, mental hospitals, and university person-
nel.

Findings of a research and development project,

Mental Health and Manpower (see 2.3.07) which had
given vocational service and special post-placement
support and counseling to mental patients, were taken
as the subject matter of this diPsemination and utiliza-
tion effort.

Personnel were selected from mental hospitals, and
from groups of counselors in the employment service
and vocational rehabilitation agencies who served the
same areas as the hospitals. Seventeen teams from six
States were brought together in a conference at The
University of Wisconsin. At this conference the teams
reviewed the findings of the R&D project and began
work on plans each team could take back home and
implement, within existing resources.

University personnel followed up the process by
stimulating the teams to complete their plans, facilitat-
ing communication between local, State, and regional
levels, and helping to arrange for technical assistance.

The results indicatied that institutional change can
be stimulated at Inc41 levels. Key factors in the pro-
ject's success were cl)operation of both U.S. Training
and Employment Sirvice and Social Rehabilitation
Service regional staffs in planning the conference and
in selecting the participants. It was also established
that a university team can work with local groups in
followup and can intervene successfully in helping
them get needed support.

This report presents a model for developing dissemi-
nation conferences with followup to stimulate utiliza-
tion of R&D findings.
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Doctoral Dissertation Grants Under the MDTA

2.4.01 UNIVERSITY OF CALIFORNIA,
BERKELEY

BERKELEY, CALIF.

GRANT 91-05-68-70

ROBERT J. FLANAGAN, DOCTORAL CANDIDATE; DR.
LLOYD ULMAN, SPONSOR, DEPARTMENT OF ECONOM-
ICS

AN ANALYSIS OF INTERNATIONAL MFFERENCES IN NON-
CYCLICAL UNEMPLOYMENT

The purpose of this study was to determine why the
rate of unemployment associated with price stability is
considerably higher in the United States than in some
European countries. It develops a conventional Phillips
curve model, which summarizes the conflict between
price stability and full employment, and relates it to
some underlying structural factors that various public
policies could presumably change. The study then esti-
mates Phillips curves for file United States, the United
Kingdom, and Sweden, using unpublished as well as
published data en wages, profits, cost of living, and
aggregate unemployment rates. Several hypotheses on
labor policies and seasonal, frictional, and structural
unemployment were tested to determine the;7.- influence
on international differences in unemploymmt.

The major differences among the Phillips curves
were traced to the unemployment variable, which was
shown to depend on both the speed of adjustment and
the relationship between unemployment and job
vacancy rates. In some countries wage drift is in part
a reflection of efforts to provide greater adjustment
speed in situations in which the wage-setting institu-
tions tend to dampen the flexibility of these adjust-
ments. However, in the present instances, those coun-
tries which exhibited the greatest wage drift had more
favorable Phillips curves than the United States. If
drift is an indication of the speed of wage adjustment
to a labor market disequilibrium, then the apparent
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absence of substantial drift in the United States
implies that a relatively greater mismatching of supply
and demand in the labor market is the source of the
inferior U.S. Phillips curve. The evidence indicates
that the U.S. problem is due to the relatively high rate
of separations and labor force entry, with resulting
unemployment.

The researcher concluded that his results imply that
U.S. economic policies covering factors other than
prices and wages have not been adequate; US. labor
market programs do not generally treat the main
source of observed international differences in the
Phillips curvethat is, the frictional factors responsi-
ble for the high incidence of unemployment and vacan-
cies in the United States at every rate of excess
demand; and the scale of US. programs may have
been too small to affect prolonged unemployment

2.4.02 UNIVERSITY OF CALIFORNIA,
BERKELEY
IIKELEY, CALIF.

GRANT 91-05-69-54
;

MICHAEL J. BOSKIN, DOCTORAL CANDIDATE; Da.
GEORGE F. BREAK., SPONSOR, DEPARTMEIT OF Eco-
NOMICS

THE EFFECTS OF TAXES ON THE SUPPLY OF LABOR:
WITH SPECIAL REFERENCE TO INCOME MAINTENANCE
PROGRAMS

The researcher investigated the effects of taxes on
labor supply while analyzing the economic and non-
economic factors (for example, race, sex, age, or family
position) which influence aa individual to decide
whether and how much to work and examined income
maintenance proposals in the light of the results.

A theoretical model of the labor supply decisions of
family members was constructed and applied to data
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from the 1967 Survey of Economic Opportunity to
establish a basis for estimating labor supply curves for
population subgroups. Three equationsone relating
the expected wages of potential workers to personal
chaiacteristics, the second relating potential participa-
tion in the labor force to such variables as wages and
other income, and the third relating annual hours of
work to annual wages and an analogous set of varia-
bleswere combined to give an estimate of the overall
response of the labor force to incorae and taxes. The
results of this analysis were used to estimate the effects
of various income maintenance programs on the labor
supply and income of the poor and the nonpoor.

Labor supply was found to be highly inelastic with
respect to income for adult husbands. Income, taxes
affected labor supply in the same way. The author
found no empirical evidence for thinking that income
maintenance programs will adversely affect labor
supply, except for those groups which social policy
often keeps out of the labor force anyway: Wives with
children, female teenagers, and elderly men.

2.4.03 UNIVERSITY OF CALIFORNIA,
BERKELEY

BERKELEY, CALIF.

GRANT 91-05-70-22

ROBERT C. FORTHMAN, DOCTORAL CANDIDATE; DR.
KERMIT T. W1LTSE, SPONSOR, Sc Boor. or Socam..
Tri-LFARE

HARtcoRE YOUTH UNEMPLOYMENT

In this study, the researchera social worker by
professionsought to analyze the "culture" of a group
of about 100 "hard-core" youth in a poverty area in
San Pablo, Calif., principally by observing their
behavior and tape-recording their conversation in 62
weekly discussion meetings (which they were paid to
attend). He also gave them a variety of individual
services, in the hope that these services, coupled with
the peer-group discussions, vould help some of them
into jobs and better work adjustment.

About one-fourth were considered to have extreme
problems concerning employment; about one-third
were classified as having good potential for regular
employment; and the in-between group were judged

able to secure jobs fairly ...gaily but to have difficulty
in holding jobs.

The "culture" of these young people, the researcher
found, was described principally by their attitudes
toward cars, intoxication (from drugs or alcohol),
getting into trouble, their own childhood, proving
masculinity, meeting and loving girls, and marriage
and fatherhood. School and work were classified as
"minor aspects" of the perspectives of hard-core youth.

The researcher characterized his expeentions that
social work services would improve the young men's
employability as "incredibly optimistic and naive."

2.4.04 THE UNIVERSITY OF CHICAGO
CHICAGO, ILL

GRANT 91-15-68-76

LAURENCE E. DEVLIN, DOCTORAL CANDIDATE; DR- WIL-
LIAM S. Grarrma, SPONSOR, DEPARTMENT OF EDUCA-

TION

PARTICIPATION IN ADULT EDUCATION AND OCCUPA-
TIONAL Mosuzry

This study tested the hypothesis that participation in
adult education is positively associated with occupa-
tional mobility. Four groups of 40 men each were
interviewed: Participantsfrequent and infrequent
in the adult education program of a junior college in
Cicero, Ill., and nonparticipantsaware and not aware
of the program's existence. Although the demographic
characteristics of the groups did not differ signifi-
cantly, nearly one-fourth of the nonparticipants, but
none of the participants, were college graduates.
Occupational mobility was measured by the number
and direction of all job changes since first entry into
the labor market-

2.4,05 CLAREMONT GRADUATE SCHOOL
CLAREMONT, CALIF.

GRANT 91-05-69-22

DONALD EUGENE WISE, DOCTORAL CANDIDATE; DR.
PAUL SULTAN, SPONSOR, DEPARTMENT OF ECONOMICS

ILF1
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BRACERO LABOR AND THE CALIFORNIA FARM LABOR
ECONOMY: A MICRO STUDY OF TMtEE CROPS, 1952
THROUGH 1967

rths study estimated the influence of the 1951-65
bracero program on agricultural production in Califor-
nia,. A model of crop production was developed and
used to approximate the market determination of total
employment, wages, bracero employment, wholesale
prices, production, and harvest acreage for a single
crop. This model was then estimated for three crops
(melons, lettuce, and strawberries) over the period
1955 tlr-ough 1967. The actual data from these years
were compared with estimates from the model both
with and without the use of braceros.

The analysis indicated that ths termination of the
bracero program resulted in an increase in farm
wages, domestic employment, and, to some extent,
prices and that a moderate decline in production,
acreage, and total employment also occurred.

2.4.06 COLUMBIA UNIVERSITY
NEW YORK, N.Y.

GRANT 91-34-66-31

MYRON DAVID FOTTLER, DOCTORAL CANDIDATE; DR.
JAMES W. Kumv, SPONSOR, GRADUATE SCHOOL of
Busn-Ess

MANPOWER SUBSTITUTION IN THE HOSPITAL INDUSTRY:
AN EXPLORATORY STUDY OF THE NEW YORK CITY VOL-
UNTARY AND MUNICIPAL HOSPITAL SYSTEMS

This study of New York City voluntary and munici-
pal short-term general hospitals sought to determine
the degree to which less-skilled manpower is substi-
tuted for higher skilled labor, the causes of the substi-
tution, and its implications for the quality of hospital
services. Statistics on hospital skill level, hospital size,
case mix, case severity, technology, neighborhood
characteristics, skilled wage rates, skilled workload,
and costs per patient day were analyzed for 1955 and
1965. Interviews were also conducted with 11 hospital
administrators, city officials, and union leaders.

The researcher found that the municipal hospital
system, but not the voluntary hospitals, had been fol-
lowing a policy of manpower substitution. Because of
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the voluntary hospital administrator's greater auton-
omy, the voluntary system his been able to offer better
inducements for skilled labor.

Possible reasons for manpower substitution identi-
fied by the researcher include not only in...r-easing
shortages of and competition for skilled labor but the
inability of professional associations to resist the ready
availability of less-skilled labor, the declining impor-
tance of students as a source of labor, and the
increased unionization of unskilled labor- He also
found that thc lower skill level in the municipal hospi-
tals appeared to e related to lower quality service and
higher costs per patient day. In general, he concluded,
skilled and unskilled labor should be increased or
decreased simultaneously if hospitals are to avoid inef-
ficiency, poor utilization of skills and higher costs on
the one hand or inadequate supervision and deteriorat-
ing quality on the othm-.

2.4.07 COLUMBIA UNIVERSITY
NEW YORK, N.Y.

GRANTS 91-34-68-20 AND 91-34-69-19

CAROL A. BROWN, DOCTORAL. CAM:DATE; DR. TERENCE
K. HOPKINS, SPONSOR, DEPARTMENT OF SOCIOLOGY

THE DEVELOPMENT OF OCCUPATIONS IN HEALTH
TECHNOLOGY

This study of two occupational groupsX-ray tech-
nician and medical laboratory teclmicianwas
concerned with the occupations' internal development,
their relationship with organized medicine, and the
effects of governmental and educational decisions on
the growth and shape of the occupations. The develop-
ment of these two particular occupations was investi-
gated as a means of studying "the politics of occupa-
tions."

A detailed examination of the fields of radiology
and pathology, in which X-ray technicians and medical
laboratory technicians are employed, focused on the
interrelationship of superior and subordinate occupa-
tional groups and the influence of each on the division
of labor. The analysis of government's effect on the
occupations concenft-ated on licensing authority. A
limited sample of technicians in New York and Long
Island was surveyed, and officials of the various orga-
nizations involved were interviewed.
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The major thesis advanced and sustained by the
study was that the two occupa: ms were created nei-
tier by the holders of the jobs themselves, by the
nelds of the economy, nor by the health service needs
of tIte public. Rather, they were shaped to a large
extent by the consciously directed activity of organized
groups: Physicians, technicians, and other interested
parties. This activity was marked by conflict rather
then by consensus.

Conflicts over the development of the occupations
were found to be centered away from the worksite.
Qualifications for entry into the occupations as well as
standards for wages and work were typically set by
agreement between physicians' professional associa-
tions and the technicians' professional associations.
Licensing battles were fought in State legislatures or
other governmental units, and control of occupational
training was sought in colleges and junior colleges as
well as hospital-attached schools and training pro-
grams. Thus, according to the researcher, these groups
sought to assert control or influence over the formal
organizational structures which have the power to
define and impose a division of labor and of rewards
for labor in the health services industry. If this method
of occupational development is widespread, as the
study suggests, then the status and content of occupa-
tions is not necessarily determined by economic or
technological forces but may arise from the conscious
application of organized power to create and maintain
a division of labor favorable to the holders of power.

2.4.08 COLUMBIA UNIVERSITY
NEW YORK, N.Y.

GR&NTS 91-34-68-47 AND 91-34-69-44

SALLy T. HILISMAN, DOCTORAL CANDIDATE; DR. TER-
ENCE K. HOPKINS, SPONSOR, DEPARTMENT OF SOCIOL-

OGY

ENTRY INTO THE LABOR MARKET: THE PREPARATION
AND JOB PLACEMENT OF NEGRO AND WHITE VOCA-

TIONAL HIGH ScHooL GRADUATES

This study investigated whether and how much
vocational education contributes to equalizing job
opportunities for mino,-ity groups. Research was done
at the High School of Fashion Industries (HSFI) in

New York City, a public school organized to train
manpower for the apparel industry. Social security
work histories and school records of 1389 female
graduates were analyzed, and interviews were held
with administrators, teachers, and job placement per-
sonnel of the HSFI.

It was found that racial discrimination, often
unconscious, operated within the educational system at
decisive career points for the students: Placement in
tracks for training and job referral at graduation.
Placement in tracks was not based on objective
achievement criteria or student interest, but largely on
preconceived notions of the inferiority of Negro and
Puerto Rican students. The track system itself reflected
primarily the apparel industry's increasing need for
low-skilled, low-paid workers.

Referral to entry-level jobs was also determined
largely by subjective criteria. Even when educational
achievement was equal among students, minority grad-
uates were led to lower level jobs, while whites were
directed into the few elite positions. The effects of this
discrimination were cumulative; after 7 years in the
labor force, minority workers experienced more unem-
ployment, lower status jobs, and lower wages than
whites.

The author further found that: (1) The apparel
industry rarely met students' aspirations for jobs with
acceptable working conditions, pay, and social prestige
yet the goal of the HSFI was to place graduates
within this industry; (2) the students' belief that their
needs were not being met, aggravated by the feeling
among minority groups that they were judged on
racial norms, encouraged student alienation from the
school and the industry; and (3) large defections of
graduates from the apparel industry increasingly
thwarted the school's achievement of its placement
goals.

2.4.09 CORNELL UNIVERSITY
ITHACA, N.Y.

GRANT 91-34-68-14

ELIOT S. ORTON, DOCTORAL CANDIDATE; DR. GEORGE
H. HILDEBRAND, SPONSOR, DEPARTMENT OF ECONOM-
ICS

INEKpERIENCED WOTIKERS IN THE LABOR MARKET
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This study investigated the hypothesis that work
experience is an important determinant of a worker's
probability of being hired and will generally be
reflected in starting-wage differentials except in firms
that hire the less experienced and inexperiezced only
when the supply of experienced workers is depleted.

The researcher obtained data on a sample of new
hires from large firms (aver 500 employees) in a
uilddle-sized metropolitan area. A multiple regression
model, holding age and sex constant, was used to
raeasure the effect of experience on entry wages.

No experience differential was noted for wages in
roauual occupatiow. Age showed some tendency to be
a significant factor in determining wages in manual
occupations; education, in clerical positions.

2.4.10 CORNELL UNIVERSITY
ITHACA, N.Y.

GRANT 91-34-68-71

HOBERT J. HINES, DOCTORAL CANDIDATE; DR. GEORGE
IL HILDEBRAND, SPONSOR, DEPARTMENT OF ECONOM-
ICS

AN ECONOMETRIC MODEL OF EXTERNAL LABOR SUPPLY
TO DEM ESTABLISHMENT WITHIN A CONFINED GEO-
ORAPIXIC MARKET

This thesis examined the relationship of the level of
blue-collar employment to the level of hourly entry
wages in the Buffalo labor market. Data on wages and
work form from 1957 to 1968 from 39 establishments
were used for both time-series and cross-section analy-
ses for individual employers, for selected subgroups of
eroplo;-er, and for all 39 employers combined.

cases, the annual rate of change in labor
supPlY to the establishment was significantly associated
witb the rate of change in the entry level wage. The
absolute level of the entry wage was significant in
marlY cases, but less important in explaining variance.
Thus an employer who wants to increase employment
at a faster rate than his competitors must increase his
entrY Wage faster also.

At least half of the establishments experienced a
marked alteration in the elasticity of their labor supply
when the labor market began to tighten in the 1960's.
Subregional markets had a tendency to drift and
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contract in response to changes in the demand for
labor. Interaction and competition among employers
were concentrated in an area substantially smaller than
the entire SMSA.

2.4.11 THE FLORIDA STATE UNIVERSITY
TALLAHASSEE, FLA.

GRANT 91-10-70-25

KENNITH G. GORDON, DOCTORAL CANDIDATE; DR.
HALM 0. GALLINCTON arm DEL H. GRANT GOODELL,
SPONSORS, DEPARTMF.NT OF VOCAnONAL EDUCATION

A TAXONOMY or MARINE TECHNICIANS AND TEcallor.o-
GISTS AND THE IMPLICATIONS FOR TRAINING THEM

This study was designed to ascertain and describe
the essential educational, training, and classification
characteristics of marine technical personnel and to
suggest their implications for oceanographers, techni-
cal educators, and institutional administrators of pro-
grams in marine technology. Extensive interviews were
conducted with over 100 marine technical and scien-
tific personnel, including representatives from the
United States, Norway, and the Federal Republic of
Germany. Preliminary data from a pilot study of
selected marine-related employers in Florida were rein-
forced by interviews and observations on seven ocean-
ographic research vessels.

The study revealed that a strong affinity for the sea
is a prerequisite to successful oceanographic employ-
ment; that American marine technical personnel do
not share peer-group identity with scientists; that
European marine technical personnel perform more
difficult tasks, with more independence and freedom
than their American counterparts; and that Europeans
decide upon careers in marine technology earlier
because secondary school students obtain job experi-
ence as an integral part of their education. In the
United States, employers expressed preferences for
technicians and technologists who had earned at least
a bachelor's degree-

Two hypotheses were tested and rejected: ( I) That
the characteristics of marine technical personnel do
not differ significantly between the United States and
selected foreign countries; and (2) that marine scien-
tists and oceanographers do not agree on the classifica-
tion of marine technical tasks-
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Test data for the second hypothesis were obtained
with the aid of a Q-sort deck composed of 60
captioned photographs. From the same deck, it was
possible to validate a classification of marine technical
personnel which included (in ascending hierarchical
order) : Marine Technical (Oceanographic) Aides,
Marine Technicians, Resident Marine Technicians,
Senior (Chid) Marine Technicians, and Marine Tech-
nologists.

24.12 HARVARD UNIVERSITY
CAMBRIDGE, MASS.

GRANT 91-23-68-57

MICHAEL L WACHTER, DOCTORAL CANDIDATE; DR.
JOHN T. DUNLOP, SPONSOR, DEPARTMENT or Eco-
aoancs

RELATIVE WAGE DETERMINATION AMONG INDUSTRIES:
SOME THEORETICAL AND EMPIRICAL RESULTS

This dissertation developed a model of relative wage
level determination among firms, using data from a
private unpublished wage survey of the Boston labor
market during the period 1959-69.

The basic model was tested on a wage dispersion
index (the coefficient of variation of av.vage hourly
earnings, excluding overtime for two-digit manufactur-
ing industries) for 1947-67; the coefficient of varia-
tion for all industries for 1929-58; relative wage equa-
tions for each manufacturing industry for 1947-68;
and wage indexes for the Boston firms.

A basic hypothesis of the model was that industries
may be divided into high- and low-wage sectors. The
analysis revealed that wage dispersion reflects differ-
ences in the competitiveness of both product and labor
markets. During periods of low unemployment, the
low-wage industries increased their wage levels relative
to the high-wage industries (thus closing the gap) and
during periods of high unemployment, the high wage
industries gained relatively. However, trade union
policy and administered prices produced a relatively
acyclical wage pattern in high-wage industries. Indus-
tries with the largest increases in product demand were
found to have the greatest increases in relative wages.

The researcher noted that the narrowing of wage
gaps during periods of low unemployment may suggest
that the Iow-wage industries emphasize a wage policy
rather than permit a substantial downward adjustment

in work quality. If this is correct, he concluded, man-
power training programs are needed even during a
period of low tmempicyment if very low-skilled work-
ers are to find employment. He also concluded that
any governmental policy that leads to an increase in
unemployment has a discriminatory effect, hurting not
only the workers who are forced into unemployment
but also the wage levels of many workers who remain
employed. It was suggested that high rates of inflation
may in themselves benefit the workers in the low-wage
industries relative to those in the high-wage industries.

2.4.13 UNIVERSITY OF ILLINOIS
URBANA, ILL

GRANT 91-15-66-52

EDWARD W. IimmtEK, DOCTORAL CANDIDATE; Da. Jo-
SEPH R. GUSFIELD, SPONSOR, DEPARTMENT OF SOCIOL-
OGY

THE hiPACT OF SOCIOECONOMIC STATUS AND PEER
AND PARENTAL INFLUENCES UPON COLLEGE ASPIRATION

AND ATTENDANCE

With data from Project TALENT on boys who were
in the 10th and 12th grades in 1960, this research
addressed the question of whether the expectations of
peers and parents c'etermine not only the boys' college
aspirations and attenx i:st the way in which other
factors are related to those aspirations and attendance.

The study attributed more influence to peer and
parent expectations than most previous studies,
through analysis of their multiplicative as well as addi-
tive effects. It also found that the impact of other
factors on aspiration/attendance depended on whether
parents and peers were supportive, in disagreement, or
nonsupportive.

2.4.14 UNIVERSITY OF ILLINOIS
URBANA, IIL.

GRANT 91-15-70-47

ROGER HUGH BEZDEK, DOCTORAL CAND/DATE; Da.
HUGH FOLK, SPONSOR, DEPARTMENT OF ECONOMICS

MANPOWER IMPLICATIONS OF ALTERNATE PATTERNS
OF DEMAND FOR GOODS AND SERVICES
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In this study, the researcher developed a general
economic model of the industrial and occupational
manpower requirements likely to be generated by dif-
ferent distributions of the gross national product
reflecting alternate national goals and priorities.
Components of this model were: An activity-industry
matrix which transforms expenditures in 55 economic
activities into direct output requirements from 86
industries; an 84-by-84 interindustry-employment
matrix which translates output requirements into
direct and indirect industrial employment demands;
and a 66-by-185 industry-occupation matrix which
translates interindustry-employment demands into
manpower requirements. Using 1960 data, the gross
national product for that year was redistributed
according to four different expenditure patterns
reflecting different national priorities and the man-
power effects of the redistributions were estimated.

The researcher asserted that his work expands on
the pioneering work on goals analysis of the National
Planning Association by providing a framework for
investigating the manpower implications of an alirst
unlimited number of alternative resource allocation
patterns. Unlike the NPA work, his study does not
project future manpower requirements, but the system
was developed to encourage such projections.

Though the author considered his model to be in a
preliminary stage, his findings included the following:
(1) The Nation's manpower requirements are highly
sensitive to even limitej shifts in national expendi-
tures, and planners lack accurate and reliable man-
power forecasts for the sensitive areas. (2) The
demands for some occupations are tied very strongly
to specific programs, while the demands for others are
determined interdePendently by many different activi-
ties. (3) While increased technological sophistication
and specialization make employment in many indus-
tries and occupations more vulnerable to economic
changes, economic and technological interdependence
also serve to limit sensitivity to changes in demand in
most manpower categories. (4) Those highly skilled
personnel dislocated by reductions in defense spending
proaably cannot be absorbed into alternate domestic
programs, which are likely to require persons with
different education and skills. (5) There is more
reason to cut back, rather than increasP, graduate
enrollments in most speciallzed scientific and technical
fields. (6) Massive disarmament may create more
problems than are generally anticipated. (7) There is
a pressing nPf,1 for the Federal Government to stand-
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ardize its methods of collecting and classifying output
and employment data.

2.4.15 THE JOHNS HOPKINS UNIVERSITY
BALTIMORE, MD.

GRANT 91-22-69-27

PETER KomtAK, DOCTORAL CANDIDATE; DR. FRANCE; E.
ROURKE, SPONSOR, DEPARTMENT OF PourIcAL Sci-
ENCE

PRIVATE ASSUMPTION OF PUBLIC RESPONSIBILIT/Es:
THE ROLE OF AMERICAN BUSINESS IN URBAN MAN-
POWER PROGRAMS

This study of the planning, formulation, and invie.
mentation of the JOBS (Job Opportunities in the
Business Sector) Program conducted by the National
Alliance of Businessmen, partly under Government

evaluai....--d the program as an "ecology of
games" in wilich each actor plays a role, calculates his
goals, and pursues his particular game. A detailed
analysis of the development of the program in Mihvau-
kee focused on the relationship of employers, the
ghetto community, and "interested third parties." The
objectives were to develop a "process analysis"
approach to the evaluation of social programs and to
encourage assessment in political and social terms of
program feedback to facilitate adjustments to accom-
modate the differing goals of the parties involved.

Although the researcher concluded that "In terms of
its own definition of success and using its own figures,
the Alliance must be viewed as a failure,' he cautioned
that:

"NAB-JOBS . . . cannot be evaluated simply by Comparing
its avowed goals with its current outpu-- . . . The limited
basis upon which broad-aim programs are evaluated . -

comes particularly siificant, since the analysis of the Partic-
ular project is artificially cut off from the larger policy system
'of which it is a part . .. The success of such a progrurt
may rest more on its abnity to maximize social and political
benefits and minimize social and political costs than npon the
degree of efficiency in providing services which it attains.
To blame the public and private leaders of the JOBS program
alone for its failures or credit them alone with its successes is
highly misleading, for they were responding in large part to
the sociopolitical price which the majority society would pay_
. . . As the JOBS program has developed, it has performed an
important function in clarifying the nature of a voluntary
partnership between the larger organizations within the Public
and private sectors."

1 6
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2.4.16 KANSAS STATE UNIVERSITY OF
AGRICULTURE AND APPLIED
SCIENCE

MANHATTAN, KAN.

GRANT 91-18-70-17

WILLIAM E. SPELLMAN, DOCTORAL CANDIDATE; DR.

JOHN A. DELEHANTY, SPONSOR, DEPARTMENT OF ECO-

NOMICS

PROJECTIONS OF OCCUPATIONAL REQUIREMENTS FOR
KANSAS IN 1980

This study sought to quantify the occupational struc-
ture of the Kansas economy and to develop a method
of forecasting the State's occupational requirements in
1980.

The projeceons anticipate the combined effects of
changes in technology and in consumption and oroduc-
tion patterns. An interindustry in-mt-output model
developed by the Kansas Office of Economic Analysis
was used to project levels of output and employment
for each of the State's 55 industry groups. The occupa-
tional structure was determined, for nonmanufacturing
industries, by adjusting national data (from the
Bureau of Labor Statistics) and, for manufacturing
industries, by the "best practice technique." This tech-
nique, based on a mail survey of the 1969 occupa-
tional profile and financial situation of individual
firms, assumes that the industry average in 1980 will
reflect the present situation in the most efficient and
technologically advanced firms.

In comparison with projections of adjusted national
data, the best-practice projections for manufacturing
industries showed a lower growth rate for managerial
and sales workers, a smaller decline for laborers, and
greater growth for bookkeepers, cashiers, and crafts-
men. Overall, however, the similarity of the results
tended, in the researcher's opinion, to confirm the
hypothesis that the industry average occup..tional
structure in the future would follow that of the current
best-practice firms.

The researcher concluded that the 1980 projections
would provide information on which to base training
programs as well as decisions on private inveanents
in training and education. For example, area voca-
dung schools can, by concentrating on the occupa-
tional requirements of the area's predominant indus-
tries and by getting more specific information from

local firms in those industries, make plans that will
meet area skill needs.

2.4.17 UNIVERSITY OF MARYLAND
COLLEGE PARK, MD.

GRANT 91-22-70-19

BENNETT HARRISON, DOCTORAL CANDIDATE; DR. LAWR-

ENCE R. KLEIN, SPONSOR, DEPARTMENT OF ECONOM-

ICS, UNIVERSrrY OF PENNSYLVANIA

EDUCATION, TRALNING, AND THE URBAN GHETTO

This study extended the candidate's earlier research
on the Harlem economy. For the present study, the
primary sample consisted of over 11,000 household
interiews drawn from the Survey of Economic Oppor-
tunity, conducted in 1966 and 1967 by the Bureau of
the Census for the Office of Economic Opportunity.
Additional samples were drawn from the nearly 40,000
household interviews from 10 ghettos (in eight cities)
in the Department of Labor's 1966 Urban Employment
Survey.

The hypothesis that increased education is positively
associated with increased income and negatively asso-
ciated with the probability of becoming unemployed
was challenged, as it applies to minority workers. The
researcher found that, for both whites and nonwhi'es.
increased education was associated with moving into
higher status occupations. For whites, increased educa-
tion also meant higher earnings and lower expectations
of unemployment, and these improvements were
greater in the nonpoverty neighborhoods of the central
city than in the ghetto and still greater in the suburbs.
For nonwhites, however, earnings were hardly affected
by educational increments short of a college degree,
and increased education had no effect on their chances
of becoming znernpioyed. oreover, the study found
the economic value of education to be no greater for
nonwhites outside the ghetto, even ia the suburbs. In
the central-city poverty areas of the 12 largest Ameri-
can cities, graduation from high school had three
times as high a marginal earnings payoff for wh.tes as
for nonwhites. For white high school graduates from
the ghetto, unemployment rates were 4 percent lower
than for white ghetto residents who never entered high
school, but the comparable rates for nonwhites did not
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differ aPPreciahly. Although education contributed to
improved occupational status for nonwhite ghetto resi-
dents, the range of prestige positions over which these
workers were mobile was exceedingly small.

In light of the dual labor market theory, the
researcher concluded that attempts to change only the
workerWhether by correcting educational "defects"
or by tuoving him to a "better" environment--have
not and cannot prove effective as long as the demand
for the labor of these workers is not adequate. Since
he found that in no part of the metropolitan area does
the labor market "work" for nonwhites, he challenged
the suggestion of dispersal of nonwhites to the suburbs
as an effective manpower policy.

He suggested the development of a comprehensive
prograni for public emPloyment of the disadvantaged,
primarilY in new jobs involving much needed urban
services, and the support of ghetto development corpo-
rations, which could serve also as suppliers of recruit-
ment, Prevocational training, and placement services to
employers outside the ghetto.

2.4.18 MASSACOUSEITS INSTITUTE OF
TECHNOLOGY

CAMBRIDGE, MASS.

GRANT 91-23-69-02

A. BRADLEY As KIN, DOCTORAL CANDIDATE; DR. ROB-
ERT M. SOLOW, SpONSOR, DEPARTMENT OF ECONOM-
ICS

AN ECON0RIc ANALysis or BLACK MIGRATION

This study sought to determine the pat.....rns, causes,
and consequences of black migration. The researcher
developed a nuodel in Which net area migration rates
were e%Pressed as a function of economic incentives
(measured by median Income, unemployment rate, and
average benefits for recipients of Aid to Families with
Dependent Children), sociological amenities (such as
the area's Population, degree of urbanization, and
mean January teinPerature), and discrimination
(measured as the nonwhite percent of the population
and South or nonSouth location). Using data for 500
State economic areas from the 1960 census, he ,..ound
that these factors e%plained" only 13 percent of the
variation in nonwhite net migration rates between

1955 and 1960about half the "explained" variation
in total net migration.

Another model, using seven equations, wag
constructed to examine the effects of migration on
income, holding constant such other income determi-
nants as age, education, urban-rural residence, and
labor force participation. This model was applied to
data from the 1/1,000 sample of the 1960 Census of
Population.

2.4.19 MASSACHUSETTS INSTITUTE OF
TECHNOLOGY

CAMBRIDGE, MASS.

GRANT 91-23-70-23

BERTRAM CHARLES SHLENSKY, DOCTORAL CANDIDATE;
DR. CHARLES A. MYERS, SPONSOR, ALFRED P. SLOAN
SCHOOL OF MANAGEMENT

DETERMINANTS OF TURNOVER IN NAB-JOBS Pao-
GRAMS TO EMPLOY THE DISADVANTAGED

This study investigated the effects on turnover of
individual, job, and training factors in six NAB-JOBS
(National Alliance of BusinessmenJob Opportunities
in the Business Sector) programs subsidized by the
Department of Labor during 1968-69. The programs
involved a utility firm, an aerospace researLI
company, an electronics company, an insurance firm, a
bank, and a grocery-retail chain organization in a
Northeast urban area. Demographic and wage infor-
mation was obtained for 279 trainees; case studies of
fie programs were developed through interviews with
the staffs; and the 72 trainees and dropolits who could
be most easily found were interviewee about their
attitudes.

About three-fiftlri of the trainees it ere men, three-
fourths were black, their average age was 23, and their
average years of schooling were O. Men, yo&i, and
blacks had significantly higher turnover than other
trainees.

Although nearly three-fifths of the jobs paid less
than $2 an hour, pay after training proved to be the
most significant determinant of retention. It was not,
however, significant for either whites or older workers.
The researcher found that the jobs offered little signifi-
cant skill training or promotion opportunity, but they
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were clean and not demeaning, provided regular
breaks, and were covered by grievance procedures.

The three most successful programswith retention
rates exceeding 50 percentused informal recruitment
techniques and provided trainees with better informa-
tion about the advantages and disadvantages of the
job, and hence trainees had clearer expectations about
the jobs. Two of these programs had been established

to speed up integration of the company's work force.

2.4.20 MICHIGAN STATE UNIVERSITY
EAST LANSING, MICH.

GRArrr 91-24-69-49

CHARLEs A. DRAKE, DOCTORAL CANDIDATE; DR.

PHILIP M. MARCUS, SPONSOR, DEPA1TTMENT OF SOCI-

OLOGY

MANAGEMENT, TECHNOLOGY AND BEHAVIOR OF WORE

..,ROUPS

This study explored the question of what style of
supervision is most appropriate for work groups
operating under different technologies. The research
was conducted in a midwestern industrial organization
employing about 10,000 workers and producing over
400 products. The sample of 533 white-collar workers

constituted 67 work groups representing seven
industrial functions and the various tasks and techno-
logical systems throughout the company. The character
of technology was measured by interviews with man-
agement personnel and the style of supervisionau-
thoritarian or participativewas analyzed using
employees' responses to questionnaires. Group per-
formanc. ,,as assessed through measures such as job
satisfaction, commitment to organization goals, group
interaction, and congruence between personal objec-
tives and gr)up goals.

The author found a strong favorable response to
"participative management" by groups of highly
skilled and educated personnel in nonrepetitive tasks.
Conversely, as the technical structure of a work group
gave rise to more repetitive task procedures and mea-
sures of workload and performance became more
precise, the group's performance was less affected by
style of supervision.

2.4.21 THE UNIVERSITY OF MICHIGAN
ANN ARBOR, MICH.

GRANTS 91-24-67-21 AND 91-24-68-44

DOROTHY MARY CRAVE HERBERG, DOCTORAL CANDI-

DATE; DR. LOUIS A. FERMAN, SPONSOR, DEPARTMENT

OF SOCIOLOGY

CAREER PATTERNS AND WORK PARTICIPATION OF GRAD-

UATE FEMALE SOCIAL WORKERS

This study attempted to develop career pattern types
for graduate women social workers which could be
used to predict work participation levels. Career pat-
tern types were formed by combining measures of
early sex role ideology and sequence of marriage and
professional education. Time actually worked divided
by total possible work time in a given period was the

measure of work participation. Data were obtained by
questionnaires from 1,037 women 40 to 60 years old
with graduate degrees in social work pertaining to
family background, marital status, work and sex role
attitudes, work history, and future work plans of those

not working.
Situational factorssuch as marriage, number of

children, or geograiNc locationappeared to have
more effect on the working lives of these women than
factors like work commitment and aspirations.

2.4.22 THE UNIVERSITY OF MICHIGAN
ANN ARBOR, MICH.

GRANT 91-24-70-49

BARRY Dov FINE, DOCTORAL CANDIDATE; DR. STANLEY

E. SEASh3RE, SPONSOR, INVITI Ulk. FOR SOCIAL RE-

SEARCH

CONV,ARISON OF ORGANIZATIONAL MEMBERSHIP AND

SELF-EMPLOYMENT

This study compared the characteristics and work
values of the self-employed with these of other
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employed persons and attempted to determine the
extent of the psychological advantages or disadvan-
tages of self-employment. Employees of organizations
and self-employed workers were conceived of as differ-
ing in organizational membership. A member was
defined as one who works for someone else who
employs 10 or more persons; self-employed workers
who employ no more than nine others were classified
as nonmembers. Survey data from a representative
national sample were used to compare 1,092 members
and 183 nonmembers.

Members scorr3 somewhat lower in job satisfaction
and higher in role strain and indexes of mental health.
However, when demographic and job characteristics
were held constant, average scores of members were
better than those of nonmembers.

2.4.23 UNIVERSITY OF MINNESOTA
MINNEAPOLIS, MINN.

GRANT 91-25.-69-29

C. RUSSELL HILL, DOCTORAL CANDIDATE; DR. N. J.
SIMLER, SPONSOR, DEPARTMENT OF ECONOMICS

THE EcoNOnIC DETERMINANTS OF LABOR SUPPLY FOR
THE URBAN POOR

This study investigated the effects of economic and
demographic factors on the quantity of labor supplied
by white and Negro male heads of poor families, in
comparison with the nonpoor. A model was
constructed based on the concept that individuals allo-
cate their time betweem labor force participation and
all other pursuits so as to obtain maximum utility for
the family as a whole. In this model, the amount of
labor supplied deper is on tastes, "effective wage
rates," nonlabor income (separated between invest-
ment income and transfer payments), net worth, edu-
cational attainment, health, and number of dependent
children. Using data for 213 Negro and 125 white poor
families and for 273 Negro and 582 white nonpoor
families drawn trom the 1966-67 survey of 30,000
households by the Office of Economic Opportunity, the
,odel was tested by running separate regressions for
....gro and for white male household heads.

The researcher concluded that his definitions of the
amount of labor supplied (weeks spent in 1966 in job
search ane at work multiplied by 40 hours for full-

time and 30 hours for part-time workers) and the
effective wage rate (measured as the bead's and his
wife's annual earnings divided by the number of hours
spent not only at work but in looking for work) gave
more appropriate measures than those in similar stud-
ies. However, he pointed out that large standard errors
of estimate limit the use of the estimated regressions
for prediction.

2.4.24 UNIVERSITY OF MINNESOTA
MINNEAPOLIS. MINN.

GRANT 91-25-70-59

ROBERT RoY TRUMBLE, DOCTORAL CANDIDATE; DR.
RENE V. DAWIS, SPONf 'ID, DEPARTMENT OF IN-
DUSTRIAL RELATIONS

PREDICTION MODELS FOR INSii uliONAL TRAINING PRO-
GRAMS UNDER THE MANPOWER DEVELOPMENT AND
TRAINING ACT

In this study of the immediate outcomes of MDTA
institutional training programs, the researcher devel-
oped trainee profiles and models for use in selecting
and placing trainees. He used data for approximately
1,000 persons who entered training courses in 10 large
metropolitan areas from November 1969 to March
1970, based on interviews conducted when they
entered training and from 1 to 6 wLeks after they
dropped out or completed the course.

At the time of the second interview, trainees who
were employed (regardless of how much they were
earning), in school or receiving further training, or in
the Armed Forces were counted as successful. Trainees
who were unemployed, in a penal institution, or on
welfare were classified as unsuccessful. Data for those
not in the labor force or ill were not analyzed. Two
measures of success we calculated for each trainee: A
simple dichotomous split and a ranking based on the
value assigned to the trainees' employment status.

Trainee profiles were constructed from 49 question-
naire items, and 21 of these items were used in testing
eight prediction modelsone each for black and white
men and women for each of the two measures of
success. The queons covered such matters as how the
trainee learned of the program, why he entered it,
whether he bought food stamps or participated in a
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surplus food plan, what he thought of his previous job,
whether transportation had been a problem on his
previous job, whether he had ever been picked up by
the police, what he thought of his chances of getting
into his desired line of work, and what his best friend
usually did.

The modeLs for white men were not useful for pre.
dicting succms, in the researcher's opinion. For black
men and black women, he asBerted that cross-validated
models which showed a correlation of .32 and .33
between observed and predicted outcomes would be
useful for selection or placement For white women, he
termed his models "marginally beneficial."

2.4.25 NORTHWESTERN UNIVERSITY
EVANSTON, ILL.

GRANT 91-15-70-18

WENDY LEE GRAMM, DocroaAL CANDIDATE; Da.
GEORGE E. DELEHANTY, SPONSOR, DEPARTMENT OF
ECONOMICS

A MODEL OF THE HOUSEHOLD SUPPLY OF LABOR OVER
THE LIFE CYCLE: THE LABOR SUPPLY DECISION OF
MARRIED SCHOOL TEACHERS

This study developed a model of consumer choice
from which implications were derived about the life-
cycle labor supply patterns of married women, with
special reference, io the effect of the presence of chil-
dren on the household's economic decisions. In the
model, the woman's decisions to teach (or not) and to
be a substitute or a regular teacher were assumed to
maximize the household's utility, discounted and inte-
grzted over the life of the household. Household utility
in any period was defined as a function of the total
amount of consumption in that period and th e amount
of leisure (thne not spent at market labor) of the wife
and of the husband. The model specified how the
household utility function changes over time to reflect
the presence and aging of children in the household by
affecting the marginal utility of household consump-
tion and of the wife's leisure time. The model was
tested with data obtained by questionnaire from 45
former teachers, 1.26 part-time teachers, and 269 full-
time teachers in suburbs of Chicago.
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The results confirmed the hypothesis that the ages of
children are very important in explaining variations in
the workloads of married women, showing that women
with young children tend to spend less time teaching.
In two-child families, the age of the second child did
not affect the wife's work pattern as much as the age
of the first child.

It was also found that the woman's labor supply was
negatively related to the husband's wage and positively
related to her own -vage. This latter relationship was
very weak for substitute teachers, indicating that once
a woman decides to be a substitute teacher, her wage
does not determine how many days per week she
works.

Thus, the researcher concluded, increasing the part-
time wage relative to the full-time wage might cause
full-time teachers to switch to substitute or part-time
teaching. When teachers are unemployed, switching to
double shift achedules could increase employment even
if the women were able to teach both shifts if they
wished. On the other hand, if there were a shortage of
teachers, increasing the wage would increase the
amount of labor supplied by married women.

2.4.26 PRINCETON UNIVERSITY
PRINCETON, N.J.

GRANT 91-32-68-19

PAUL OFFNER, DOCTORAL CANDIDATE; DR. ALBERT
REEs, SPONSOR, DEPARTMENT OF ECONOMICS

LABOR FORCE PARTICIPATION IN THE GHETTO: A Srumr
or NEW YoaK CITY' POVERTY AREAS

This study investigated the effect of residential
location within a metropolitAn area on employment,
unemployment, hours of work, occupations, and earn-
ings, usini data from a 1968 study for the New York
City Planning Commission and from the 1960 census
for 379 "poverty tracts" in New York City. Included
in these tracts were Harlem and Bedford Stuyvesant,
two of the cour::ty's largest and most concentrated
Nerro ghettos. Thi major concentration of jobs open
to poor people in these areas was in midtown Manhat-
tan, rather than in growing suburban employment
centers, as in many other urban. areas.

Analysis of the data showed that ghetto residence
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per sein either Harlem or Bedford Stuyvesantwas
the most powerful influence in depressing labor force
participation and that it was more powerful for prime-
age workers (25 to 54 years old) than for teenagers or
older people. The distance from residence to the Man-
hattan employment center did not explain this result;
labor force participation rates for prime-age workers
had a smaller negative relationship to the distance
variable than those for other age-sex groups.

The study attributed the lower labor force participa-
tion rates for prime-age workers in the ghetto primar-
ily to the combined effect of poor health and the
relative scarcity of jobs in the ghetto and surrounding
areasparticularly jobs suitable for these workers.
The health finding was largely inferred from other
studies; the health variab'es in this study were not
directly related to ability t work. Analysis of postal
zone data demonstrated that the ghettos studied and
nearby areas were particularly deficient in the kinds of
jobs that prime-age workers are relatively most
concentrated inmanufacturing, transportation,
communic ation and utilities, and wholesaling. Instead,
these areas had dispropor6onate amounts of employ-
ment in retail trade and services.

The researcher concluded that prospects for solving a
manpower problem of this magnitude by encouraging
firms to locate in the ghetto were not promising. He
estimated that Harlem alone would need 6,000 rr-w
jobs just to bring prime-age labor force participation
up to standard. Efforts to develop ghetto area jobs
should be coupled with a greater investment in the
health ef ghetto residents, improvements in public
transportation, and a vigorous attack on residential
segregation in suburban areas, in his opinion.

2.4.27 PRINCETON UNIVERSITY
PRINCETON, NJ-

GRANT 91-32-70-01

RONALD L OAXACA, DOCTORAL CANDIDATE; DR. AL-
BERT REES, SPONSOR, DEPARTMENT OF ECONOMICS

MALE-FEMALE WAGE DIFFERENTIALS IN URBAN LABOR
MARKETS

This study used regression analysis of wage rates
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for men and women, by color, to estimate the effects of
sex discrimination in the labor market. Conceptually,
discrimination was defined as the difference between
the observed male-female wage ratio and the ratio that
would prevail in the absence of discrimination. Opera-
tionally, the so-called coefficient of discrimination
became the male-female differential in the variations in
wan.0 e rates which were not associated with measures of
personal and employment characteristics in two alter-
native models.

Both models related the hourly wage to investments
in human capital in the form of years of schooling and

timated years of potential work experience (with an
adjustment for women for time lost because of child-
bearing). Both also linked wages to health problems
that limit the kind or amount of work, part-time
employment, migration, marital status, size of commu-
nity, region of residence, and, for women, number of
children. One model also included measures of class of
worker/union membership, industry, and occupation.
The models were applied to data from the February
1967 Survey of Economic Opportunity for respon-
dents aged 16 and over who lived in urban areas and
reported an hourly wage in the preceding week.

Gross average wages (geometric means) for men
exceeded those for women by 54 and 49 percent for
whites and Negroes, respectively. The personal charac-
teristics variables used in the less comprehensive
model "explained" only 14 percentage points of the
male-female differential for whites and 4 percentage
points of that for Negroes, averaging slightly different
computations based on the male and female wage
structures. The more comprehensive model, including
empioyment characteristics, "explained" an additional
11 percentage points of the white differential and 20
more points of the Negro differential. The "unex-
plained" difference, sometimes called the starriard er-
ror of estimate- 40 or 29 percent for whites and 45 or
2.5 per .ent for Nsrroes, depending on the model
was attributed to sex discrimination.

The researcher asserted that the more comprehen-
sive model was too conservative a measure, since it
controlled for "virtually all" of the sources of employ-
ment discrimination against women. Apparently, then,
most of the wage discrimination against women can-
not be linked with any specific differential in employ-
ment conditions.

Other results concerned the relative effects on men's
and women's wages of the several variables and
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comparative rates of return on investment in human
capital.

2.4.28 PURDUE RESEARCH FOUNDATION
LAFAYETTE, IND.

GRANT 91-16-70-26

THOMAS ANTHONY JESWAI1), DOCTORAL CANDIDATE;
DR- JOSEPH TIFFIN, SPONSOR, DEPARTMENT OF PSY-
CHOLOGY

PSYCHOLOG/CAL AND ORGANIZATIONAL CORREIATES OF
CAREER PATTERNS IN CLLIVICAL LABORATORY OCCUPA-
TIONS

This study explored the extent of occupational
commitment, needs, satisfaction, and professional-
ization among clinical laboratory personnel. Da f.... on
attitudes and job satisfaction were obtained by ques-
tionnaire from about 1,500 laboratory employees, and
data on administrative goals and attitudes towrrd sub-
ordinates were obtained from 66 pathologists serving
as laboratory directors in 124 hospitals in Indiana and
Illinois. These cooperating hospitals constituted 37
percent of the short-term general hospitals that were
invited to participate; the laboratory employees
accounted for slightly more than half of those
employed in the cooperating hospitals.

2.4,29 STANFORD UNIVERSITY
STANFORD, CALIF.

GRANTS 91-05-68-56 AND 91-05-69-55

J. SIEGEL, DOCTORAL CANDIDATE; DR- JULIUS MARGO-
LIS, SPONSOR, DEPARTMENT OF ECONOMICS

INTRAMETROPOLITAN MIGRATION or MINORITY
GROUPS: RESIDENTIAL CHANGE IN RESPONSE TO OCCU-
PATIONAL OPPORTUNITIES

The central focus f this study was the relationship
between the home and job l -ion of the household
within a metropolitan area: What factors explain the
decentralization of the metropolitan population? Are

there corresponding differences between white and
minority group households?

A model was constructed in which the household
simultaneously chooses the residential and employment
location, monthly rent, number of rooms and the type
of structure of the dwelling unit, so as to maximize its
utility subject to the budget constraint. Deter '-aants
of these factors were defined as: (1) for hcAne location
job iocation, income, number of workers; (2) for
job locationhome location, time to the average joh
location in the industry of employment; (3) for
rentprice, home location, number of rooms, age of
structure; (4) for rooms--income, age and type of
structure, size of household, sex - and (5) for type
home location, number of rooms, number of workers,
education.

The data base was the Home Interview Survey of
approximately 30,000 households selected randomly
throughout the San Francisco Bay area conducted in
1965 by the Bay Area Transportation Study Commis-
sion. Extensive socioeconomic information, including
the location of employment by census tract, was
obtained for each household. A special survey of 3,000
households obtained further information on hc.usehold
residential and employment mobility. A 1965 Inter-
zonal Driving Times and Distance Matrix permitted
the use of automobile driving time between two loca-
tions as the measure of distance.

The coefficients in the simultaneous model were esti-
mated by two-stage least squares. The cross-section
sample was stratified by tenure (renters and homeown-
ers), by race (white, black, Oriental, and persons with
Spanish surnames), and by position in the life cycle.
The results of the regressions supported the modeL

Black and white households had almost identical
behavioral responses. The per unit, location free, price
of housing was lower for minority groups than for
white households, which argues that minority groups
do not face price discrimination in the housing
market. However, there was evidence that black house-
holds do face a gecraphically segregated market for
renting but not owning.

For all groups, the elasticity of home location with
respect to job location was much larger than the elas-
ticity with respect to income. This, coupled with the
movement of low-skilled jobs into the suburbs, argues
that the decentralization of the metropolitan popula-
tion will continue and is not due solely to rising
incomes. Furthermore, subsidies to employers to locate



2.4 Completed Dissertation Grants

in the central city, although they would increase the
incomes of central-city residents, would provide a
strong inducement for those residents to remain in the
central city and might attract others to move into the
central city. Thus a policy that is meant to allevirte the
plight of the central Oty msv only strengthen the
racial raid income split betwsen the suburban and the
central-city inhabitants.

2.421 TUFTS UNIVERSITY
MEDFORD, MASS.

GRANT 91-23-69-37

Ricst Ann N. HARRIS, DOCTOR.AL CANDIDATE; DR. EDWIN
M. SCHUR, SPONSOR, DEPARTMENT OF SOCIOLOGY

THE POLICE ACADEMY: A PSYCHO-STRUCTURAL ANAL-
YSIS

The study investigated the place of police work in
society and in the hierarchy of occupations. It ana-
lyzed the police academy as a mechanism for training
law enforcers and considered various influences on
recruits' behavior and attitude formationsuch as the
academy's organization and orientation, the staff's atti-
tudes, and the group's norms. The study also examined
the adaptation of training procedures to contemporary
law enforcement problems such as civil disturbances
and public hostility.

The researcher became a participant observer for
his study of a police academy's 12-week training pro-
gram. In addition, he constructed a trainee profle
from a review of academy records, submitted a ques-
tionnaLv to the recruits, and interviewed them as well
as academy staff, academy administrators, and the
local commissioner of police.

When the recruits entered the academy, they seemed
to manifest three orientations within academy life: An
ethic of masculinity, a desire for improving occupa-
tional and financial statvs, and a "cops and robbers"
interactional framework- The academy's "unrecognized
and perhaps unintended" function appeared to be the
cultivation of solidarity among the recruits to provide
the patrolman with moral si.apport in performing his
duties in an environment which he was trained to
perceive as hostile. The academy apparently tried to
develop standardized behavior to lessen the individu-
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ars need to depend on his own judgment as well as to
protect the department from criticism. Training experi-
ences and role models encouraged defensiveness by
fostering in-group/out-group distinctions which mir-
rored suspicion, hostility, and distrust of those outside
the group and cooperation within; a superficial
concept of professionalismthat is, primary emphasis
on courtesy and neatness to build the public image;
and a depersonalized perception of self and the citi-
zenry. The complex, sometimes ambivalent aspects of
human behavior were not considered, and, although
the curriculum contained some material on minority
groups and unconventional life styles, the study
concluded that the training tended to reinforce existing
intolerance. In the substantive train-rig, means of
reaching objectives were emphasized, rather than why
the patrolmen act or should act as they do.

2.4.31 UTAH STATE UNIVERSITY
LOGAN, UTAH

GRANT 91-47-68-52

GARY B. HANSMN, DOCTORAL CANDIDATE; DR. FELICIAN
F. FOLTMAN, SPONSOR, DEPARTmENT or Ecoszosfics,
CORNELL UNrvEusrry.

BRITAIN'S INDUSTRIAL TRA/NENG ACT: A CASE STUDY TN

THE DEVELOPMENT OF Pussuc MANPOWER POLICY

This dissertation investigated the impact of opera-
tions under the Industrial Training Act of 1964 on
British skill development and manpower utilization
programs.

The new system operates through training boards,
which will have been set up for all industrial sectors
by the end of 1971. These boards levy assessments on
firms in their industry and then issue training grants
to distribute the costs of training more equally and
encourage more firms to train. Only recently have the
boards begun to work with the manpower research
unit of the Department of Employment and Productiv-
ity in setting up a system for manpower forecasting,
with particular attention to the individual firm.

Criticism of the law has centered on the levy-gran
systemthat it is too complicated and that it is neithe
fair in redistributing cost nor geared to achieve
correct amount of training. The composition of
work force, the rate of expansion or contraction, and
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the rate of labor turnover all affect the size of the
training effort required in particular firms.

The researcher concluded that the levy-grant system
should not be used muoh longer, although he found
that it had been useful in the educational process that
was needed to modernize "the archaic structure of the
system, the retrograde attitudes of management and
labor towards the role of training as part of human
resource development and the shortage of general
training."

The first major objective of :he actto insure an
adequate supply of properly trained men and women
at all levels of industrywas still far from realization,
the researcher found. The sharp upturn in unemploy-
ment since the devaluation of the pound in 1967 has
required that priority be given to retraining in order
to redeploy manpower from one firm or industry to
another, and the government is operating an adult
retraining system parallel to the industrial training
system required by the act.

It was the researcher's judgment that the act has
made its most significant contribution in improving
the quality and efficiency of trainingits second
major objective. A training staff of 850 has been built
ur, primarily to advise employers on their training
r.teas and how best to meet them. As the head of the
Industrial Training Service observed, "The effective
development of systematic training . . . over the
major part of industry seems likely to depend upon
adequate specialist help being made readily available
to employers.

For the United States, the researcher argued that a
manpower training advisory service with a broad range
of functions could help insure that Federal funds spent
for manpower training would result in higher quality
training and contribute both to the overall improve-
ment of training in industry and to a more effective
manpower policy. He also singled out the industrial
training boards as a useful model for the development
of a comprehensive manpower training system in the
United States. He concluded that the British govern-
me: t has attempted to create a broader and more
comprehengive framework for their manpower policy
than has the United States.

2.4.32 THE UNIVERSITY OF WISCONSIN
MADISON, WIS.

GRANTS 91-53-66-10 AND 91-53-67-16

COLLETTE HELEN MOSER, DOCTORAL CANDIDATE; DR.

GER !ID G. SOMERS, SPONSOR, DEPARTMENT OF Eco-
NOMICS

AN EVALUATION OF AREA SKILL SURVEYS AS A BASIS
FOR MANPOWER POLICIES

The purpose of this study was to evaluate the
accuracy and usefulness of the Area Skill Surveys in
which the US. Training and Employment Service°
collects data from employers on current employment
and projected manpower needs in 50 to 200 occupa-
tions. Data were obtained from publications, inter-
views with producers and users of the surveys, a
resurvey of two firms to compare projected with actual
employment, and detailed analysis of two surveys.

The researcher concluded that the surveys can pro-
vide the kind of information needed by manpower
planners, vocational educators, and employers, but
more cooperation is needed among these groups to
improve both accuracy and usability of the data.

2.4.33 'THE UNIVERSTTY OF WISCONSIN
MADISON, WIS.

Ga&Yr 91-53-66-27

JACK H. SNYDER, DOCTORAL CANDIDATE; DR. GERALD
G. Sontits, SPONSOR, INDUSTRIAL RELATIONS RE-
S EA RCH hsiiiu*r.

PERSONAL AND BEHAVIORAL FACTORS AFFECTING THE
SUPPLY OF THE SELF-EMPLOYED

This study sought to identify personal and behav-
ioral factors differentiating both self-employed retail
managers who started their own businesses from those
who bought au existing business and the self-employed
from salaried managers, as a basis for ft-timating the
number of self-employed in a general population of
retail managers. Data were obtained in interviews with
132 self-employed and 68 salaried retail managers in
Madison, Wis., who had operated their businewee for
at least 3 years.

Those who started their businesses were found tc be
more satisfied with the performance of their businesses

°Formerly the U.S. Employment Service.
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and to work fewer hours than those who had bought
businesses. The self-employed managers had more
years in the labor force and tended to be more self-re-
liant than salaried managers, but the latter had larger
businesses. From these and other findinp, the
researcher developed a formula to estimate the number
of self-employed and, by subtraction, the number of
salaried workers, in a general population of managers.

2.4.34 THE UNIVERSITY OF WISCONSIN
MADISON, WIS.

GaArrr 91-53-69-07

JOHN STIRLING HAINES, JR., DOCTORAL CANDIDATE;
Da. W. LEE HANsEN, SPONSOR, DEPARTMENT OF Ec0-
71C.AtICS

FIErstAN-CAPrrAz. OBSOLESCENCE: THE EFFECTS ON
EARNINGS PATTERNS OF ENGINEERS OF THE EXPANSION
OF TECHNICAL KNOWLEDGE

This study analyzed the effects on the earninp pat-
terns of engineers (classified by branch of engineer-
ing, industry, and age) of the expansion of knowledge
in their field, the dete:ioration of learning capacity,
and formal on-the-job training and inlormal on-the-job
learning. The expansion of knowledge was measured
by the increase in the number of periodicals relating
to the particular branch of engineering, and informa-
tion on earnings (both cross-section and longitudinal)
was taken from several published sources covering the
period from 1946 to 1966. Training was inferred from
data on years of school completed in one of these
sources.

The analyses did not fully supportbut aid not
contradictthe hypothesis that the deterioration in the
relative earnings position of older engineers is induced
by the obsolescence of their technical knowledge. The
fact that the evidence on d'e relationship between th..
earnings variables and tF .ne-ures of education and
training was often contrE to anticipations was attrib-
uted to possible defects i ne measures.

2.4.35 THE UNIVERSITY OF WISCONSIN
MADISON, WIS.

GRANT 91-53-69-09
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JOHN WALTER HAMBLETON, DOCTORAL CANDIDATE;
DR. W. LEE HANSEN, SPONSOR, DEPARTMENT OF Eco-
NOMICS

DETERMINANTS OF GEOGRAPHIC DIFFERENCES IN THE
SUPPLY OF PHYSICIAN SERVICES

This study focused on the relative importance of
factors underlying a physician's choice of location for
his practice, primarily focusing on income and "net
advantages" (such as recreational and camping facili-
ties, reasonable and attractive housing, and good
schools) but also on the availability of pharmacists
and other medical personnel, hospitals, and govern-
ment-subsidized m...clical care for elderly and welfare
patients. Using ' census data., the study analyzed
and compared the major determinants of the distribu-
tion of general practitioners, specialists, and intern-res-
idents by State, county, and postal zone.

2.4.36 THE UNIVERSITY OF WISCONSIN
MADISON, WIS.

GRANT 91-53-69-41

ANDREW J. WINNICK, DOCTORAL CANDIDATE; DR. GLEN
G. CAL:A, SPONSOR, DEPARTMENT OF ECONOMICS

THE CHARACTERISTICS, EDUCATION AND EARNINGS OF
TECHNICIANS

This study focused on the impact of personal and
family characteristics and amount and type of educa-
tion and training on the earn:92gs of technicians. Tech-
nicians were defined as draftsmen, desivmers, medical
and dental technicians, surveyors, electrical and elec-
tronic technicians, other engineering and physical
science technicians, and technicians not otherwise clas-
sified. The researcher used data for nearly 5,000 work-
ers in these occupations from the 1962 postcensal
survey of scientific and technical personnel, adjusted
to eliminate those reporting inconsistencies in job
titles, changes of occupation between 1960 and 1962,
and excessive heterogeneity of jot, duties, as well as to
minimize overlap between classifications. The adjust-
ments were made by applying discriminant analysis
and principal component analysis to reported data on
job activities.
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Earnings were found to be related to childhood socio-
economic status, size of city in which the worker
grew up, sex, family structure, age, region of employ-
ment, and type of high school ( academic, vocational,
or general) attended. The major conclusion, however,
was that, although the values of training and education
were interdependent, 2 years of study at a college or
technical institute were neither necessary nor, without
additional training, sufficient to insure economic
success as a technician in most of the occupations.
Hence, the researcher concluded that other types of
training programs, particularly apprenticeships with
their combination of on-the-job training and formal
instruction, would provide a more than adequate alter-
native to higher education by itself.

The researcher also maintained that previous studies
using =adjusted census occupational data have sys-
tematically underestimated the impact of both educa-
tion and training.

2.4.37 THE UNIVERSITY OF WISCONSIN
MADISON, WIS.

GRANT 91-53-70-20

MYRON ROOMXIN, DocrottAL CANDIDATE; Da. GERALD
G. SOMERS, SPONSOR, Ixnusrant. RELATIONS RE-
SEARCH INSEizuLt.

AN EVALUATION OF ADULT BASIC EDUCATION UNDER
THE MANPOWER DrVELOPMENT AND TBAninvc ACT IN
MILWAUKEE, WISCONSIN

This study assessed two short-term adult basic edu-
cation (ABE) programs conducted in Milwaukee
under the Manpower Development and Training Act.

I Data were collected from interviews, a questionnaire,
i and employment service files for three sample groups:
200 individuals who completed either program; 50
who dropped out of the programs; and 50 who were
eligible for but did not enter either of the programs.

Cost-benefit analysis showed a positi7e initial, earn-
ings differential for participants in the ABE programs,
although their labor force participation rates were
lower than those for the other groups. Those who went
on to further training indicated that the basic educa-
tion had pro- kled tbem with the necessary background
to master their occupationally oriented curricula and

was excellent preparation for their most recent job.
The program was found to have produced little or no
improvement in reading habits, knowledge about polit-
ical officeholders, and group affiliation. The researcher
concluded that alternative approaches might be more
effective for disadvantaged adults than short-term
compensatory education.

2.4.38 YALE UNIVERSITY
NEW HAVEN, CONN.

GRANT 91-07-69-46

DONALD D. BOWEN, DOCTORAL CANDIDATE; DR. DOUC-
IAS T. HALL, SPONSOR, DEPARTMENT OF ADMINISTRA-
TIVE SCIENCES

AN EVALUATION OF MOTIVATIONAL SIMILAR= IN
WORK GROUPS

The researcher sought to adapt the "modal personal-
ity" approach (previously limited to investigating the
linkage between behavior and general personality
traits in groups such as nations and tribes) to the
study of work organizations. He assumed that the
work group is an appropriate unit of analysis in orga-
nizational research and that personality patterns, as
measured by individual needs scores, contraute to
major differences in the functioning of the work
group. He explored the propositions that differences in
work-group motivation would be associated with: (1)
The use of d:iferent selection promsses; (2) the pres-
ence of different socialization processes; and (3) dif-
ferences in on-the-job behavior and attitudes as related
to the organization's effectiveness and health.

One mall, owner-managed electronics firm in a
Northeastern State was studied. Nearly one-filth of t7-.e
staff of 330 were supervisors, managers, or profes-
sional or technical workers; the remainder were
clerical or production workers. Eighty workers (evenly
divided between men and women) were given the The-
matic Apperception Test to measure their needs for
achievement, affiliation, and power, and questionnaires
to obtain demographic, job satisfaction, and group
cohesiveness data. In addition, supervisors' evaluations
of the workers were obtained, personnel procedures
and supervisory practices were reviewed, and other
members of the larger work groups leere interviewed.
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Finally, relevant studies from the fields of cultural
anthropology, social psychology, industrial psychol-
ogy, and organizational research, were received.

Leadership styles emphasizing selection (large
number of interviews required for a hiring decision)
and socialization (frequent and detailed reports
required of subordinates) were identified. These styles
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were found to be related to the need levels and pat-
terns of motivation among subordinates, as well as to
turnover. Differences in motivation among work
groups definitely moderated the relationships between
leadership style and employees' job attitudes.

The approach was considered fruitful, and further
research was suggcsted.
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2.5.01 U.S. DEPARTMENT OF AGRICUL-
TURE GRADUATE SCHOOL

WASHINGTON, D.C.

GRANT 91-09-70-61

ROBERT B. SCHWENGER, LECTURER, INTERNATIONAL
TRADE AND COMMERCIAL Poucr

A CONCEPTUAL FRAMEWORK FOR MEASUREMENT OF
THE IMPACT OF FOREIGN TRADE ON WORKERS

This study examined US. measures of the impact of
foreign trade on manpower in the context of the
theory of international trade and related discussion, to
develop a valid conceptual framework for measuring
the full costs and benefits to American manpower of
changes in U.S. foreign trade.

The researcher concluded that foreign trade must be
conceived of primarily as part of the dynamic world
production-distribution-consumption process rather
than as an aggregate exchange of goods between sepa-
rate national economies. The latter concept, he found,
has guided the dominant measure of the impact of
trade on workersthe official figures on the aggregate
number of jobs attributable to exports and the jobs
which would have been required for U.S. production
of "competitive" imports in a given year. According to
the researcher, this concept omits the greatest source
of benefits to workersthe innovation and growth
made possible by tradeand includes large hypotheti-
cal costs in job losses, most of which never occur.

The researcher suggested that the costs to the
economy and to workers which should be measured
are those incurred by specific firms that have to adjust
because imports cut into the market for their product
and by workers who arc dismissed, who must move,
whose skills become obsolescent, or whose communi-
ties become depressed. Hypothetical costs should be
excluded, but the real costs should be measured as
completel7 as possible, using techniques developed by
the Bureau of Labor Statistics in pilot studies. The

benefits to be measured are those derived from the
change in the world economic processincreased
product, reduced prices, expanded consumption, higher
wages and profits, and more employment. Both mea-
sures should include the real repercussions in other
industries. An illustrative application of these concepts
was made in an analysis of the effects of the US.-Can-
ada automobile agreement.

The study proposed four modifications for the
Department of Labor's trade-impact research program:

1. Establish two series of import studiesone on the
overall relation of changes in imports, both aggre-
gately and by industry, to the economic welfare of
workers (as measured by such developments as prices,
shipments, employment, productivity, wages, and prof-
its), and the second on specific injury due to specific
imports (emphasizing results such as losses to workers
in wages, needed changes in skills, relocation, prema-
ture removal from the labor force, and family disrup-
tion).

2. Initiate a major series of studies of specific trade
changes on a world product-economy basisincluding
changes in world output and distribution of the
product, the costs to workers of those changes, and the
pattern of costs-benefits for the product economy, as
well as the effects on direct commodity substitutes and
components.

3. Deemphasize the present import-export job
comparisons by eliminating the computation of hypo-
thetical jobs required to manufacture competitive
imports.

4. Establish a series similar to the first import
series, measuring the relation of changes in exports to
changes in the econoniic welfare of domestic workers.

2.5.02 AMERICAN SOCIETY FOR TRADING
AND DEVELOPMENT 9

MADISON, WIS.

°In the 1970 projects book, this grant was inadvertently
listed under the University of Utah.
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GRANT 91-53-70-40

DR. GARTH L MANGUM, HUMAN RESOURCES INSTI-
TUTE, UNIVERSITY OF UTAH

2.5 Completed Research Project Grants

TRAINING DIRECTORS IN PROGRAMS TO HIRE THE DB-
ADVANTAGED

This survey of private industry's efforts to hire and
train the disadvantaged was undertaken to provide the
basis for a discussion of the subject at the 1970
convention of the American Society for Training and
Development. Ques6onnaires were sent to all ASTD
members employed in private industry. Because only
about one-tenth of the 1,100 questionnaires were
returned, the survey yielded merely insights and infer-
ences, rather than representative data.

2.5.03 BOWDOIN COLLEGE
BRUNSWICK, ME.

GRANT 91-21-69-4310

Da. JonN C. DONOVAN, DEPARTMENT OF Gomm-
MENT AND LEGAL STUDIES

BRITISH MANPOWER Poucy AND THE PROCESS OF IN-
STITUTIONAL CHANGE

This study analyzed recent British experience in
developing manpower policy as an instrument of insti-
tutional change. It focused on the influence exerted on
manpower policy by national economic policies, pri-
vate groups, and key civil servants. Data were
obtained from descriptive literature on the British pro-
grams and interviews with British government
officials, trade union and business group spokesmen,
and leading academic specialists.

The principal findings were: The overt purpose of
British manpower policy is far more economic than
social; career government professionals have been
influential in social and institutional change; and the
employment service has a key role in a continuing
manpower revolution, especially in a situation calling
for the substantial upgrading of skills. Because of its

" The project also received support from the Ford Founda-
bon.

present unglamorous image, the task of remodeling the
employment service has become an urgent necessity.

This is also true in the United States, the author
concluded, although an American observer can make
only limited comparisons because British manpower
policy has relatively little to do with the problems of
the severely disadvantaged.

2.5.04 BOWLING GREEN STATE
UNIVERSME

BOWLING GREEN, OHIO

GRANTS 91-37-66-71 AND 91-37-67-39

DR. ROBERT M. GUION, DEPARTMENT OF PSYCHOLOGY

THE MEANING OF WORK AND ITS RELATION TO THE
DEVELOPMENT OF THE MOTIVATION TO WORK

This research project tested the hypothesis that an
individual's motivation to work is a function primarily
of tile meaning work has for him and secondarily of
his general level of activity (ranging from laziness"
to energetic purposiveness), his principal orientation
to the work situation (to task, interaction with fellow
workers, or self-enhancement) and the prevailing atti-
tudes toward work in his work group. Measures of
these factors were constructed for 91 male college sen-
iors in engineering who accepted positions in eight
firms cooperating in the study. Data were collected in
three stages: Prior to employment, when expecta6ons
and ideals were probed; 8 :o 10 months later, when
corresponding questions about experience on the job
were asked; and 2 months later, when the worksites
were visited and peer ratings obtained.

The data did not satisfactorily support the basic
hypothesis except for one group whose members were
characterized as task-oriented but low in general activ-
ity level.

2.5.05 COLUMBIA UNIVERSITY
NEW YORK, N.Y.

GRANT 91-34-68-26

CYNTHIA FUCHS EPSTEIN, DEPARTMENT OF SOCIOLOGY
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SOCIAL FACTORS AFFECTING UTILIZATION AND MOBILI-

ZATION OF TRAINED PERSONNEL IN ELITE OCCUPATIONS

This project focused on the processes which both
hinder and facilitate women's participation in profes-
sional careers as lawyers, doctors, scientists, and
academics. Data were collected from interviews, the
Bureau of the Census, and relevant national and inter-
national literature. The major product of the study
Woman's Place: Options and Limits in Professional
Careersis summarized here. (For other reports pre-
pared under the grant, see 3.6.07.)

Research indicated that the small percentage of
women who pursue male-dominated professions have
experienced severe obstacles because a large propor-
tion of both men and women in the United States
think women ought not to or cannot engage in profes-
sional activity. Examination of the solutions employed
by professional women to overcome personal and pro-
fessional obstacles to the pursuit of their careers
revealed that the women by ani large followed an
idiosyncratic process in finding the means by which
they could fulfill multiple roles.

The research further found that the socialization
process imposed upon girls and young women 83 they
are educated and enter work situations greatly influ-
ences their occupational expectations and self-esteem.

The study noted that a worker's racial, ethnic, and
sex status have always been crucial to his or her abil-
ity to acquire and perform occupational roles in Amer-
ican society. And the changes in occupadonal images
and traditions which have began breaking down racial
and ethnic barriers were not found to have had the
same effect on the sex barrier.

Several trends were noted which might lead to an
increase in the number of women in professional life:
(1) The accelerated rate at which women in underde-
veloped countries have approached equality with men is
likely to reinforce pressure for further improvement in
the position of women in the industrial societies; (2)
because the number (although not the proportion) of
women in the male-dominated professions has
increased, professional women are becoming more visi-
ble; and (3) the traditional prejudices vis-a-vis women
do not prevail in many of the newer professional jobs
associated with the growth of civil rights, poverty, and
legal aid programs, community health programs, and
developing areas of technology such as information
retrieval.
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2.5.06 INDIANA UNWERSITY FOUNDATION
BLOOMINGTON, IND.

GRANTS 91-16-6632 AND 91-16-67-40

DR. C. L CHRISTENSON AND DR. W. H. ANDREWS, Dz-
PARTMEW OF ECONOMICS

MANPOWER AND TECHNOLOGY EV BITUMVOUS COAL
MLNING: 1956-70

This is a study of manpower adjustments in bitumi-
nous coal production necessitated by changes in the
sources of consumer demand, with concomitant shifts
in production sources and technology. It is based on
data from the Bureau of Mines and a synthesis of
the literature.

In 1964, the number of mineworkers was 100,000
below 1956, whereas production was virtually equal
for these two years. Mine shutdowns may have
accounted for about one-fourth of the decrease, while
the remaining workers were employed more hours per
week and more weeks per year. But the major factor
in the lower employment level was an increase in
output per man-day from 10.3 to 183 tons. Productiv-
ity rose as strip and auger mines increased their share
of the market and many underground mines adopted
undercutting machinery, mechanized loading, and the
"continuous miner," which coMbines both operations.
Underlying the chang= in productivity were the
increasing prevalence of long-term contracts and
captive ownership, as manufacturing firms and elec-
tricity generating stadons, plus foreign buyers, sup-
planted railroads and households as the industry's
major customers.

It was estimated that nearly 50,000 of the displaced
mineworkers were not absorbed by normal attrition,
internal transfer, or early retirement. The authors
asserted that almost nothing was done to aid these
workers directly, and manpower programs during the
early 1960's were of little help. Heavy unemployment
continued for many years in some coal communities,
particularly in Appalachia, which used a dispropor-
tionate share of the industry's manpower.

The researchers concluded that manpower needs in
bituminous coal mining are likely to remain stable for
some years unless breakthroughs in nuclear technology
threaten coal's position as the chief electricity generat-
ing fuel. They also cited the possibility that operations
may shift back to underground mining to maintain
constant a supply should reserves dwindle. Neverthe.
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less, they found that mining companies are beginning

to recruit younger workers with higher education and

supervisory potential both to meet the needs of man-
agement and to utilize more sophisticated equipment
However, the prospect of high wages alone may not be

enough to compensate for the industry's lagging safety
standards and persistently low status, in the research-

ers' opinion.

2.5.07 UNIVERSITY OF MASSACHUSETTS
AMHERST, MASS.

GRANT 91-23-66-55

DR. EVERETT S. LEE, DEPARTMENT or SOCIOLOGY

DIFFERENTIALS IN SPATIAL MOBILIIT

Using data from the 1960 census on migration
between 1955 and 1960, this project analyzed differen-

tials in migration by direction, distance, age, sex, race,
education, and occupation. The researcher recom-
mended changes in public policy, particularly with
respect to vocational education.

2.5.08 MICHIGAN STATE UNIVERSITY
EAST LANSING, MICH.

GRANT 91-24-66-30

DP.. MICHAEL E. BORUS, SCHOOL OF LABOR AND IN-

DUSTRIAL RELATIONS

RESEARCH TO DEMONSTRATE THE USES OF UNEM-

PLOYMENT INSURANCE WAGE REPORTS

This grant was used to conduct substantive studies
of manpower programs and problems and to demon-

strate some of the possible uses of a hitherto neglected
data sourcethe "wage reporting" data collected from

employers by State unemployment insurance agencies.

The first study under the grant was a benefit-cost

evaluation of the Ntighborhood Youth Corps out-of-
school program in Indiana, using wage reports to the

Indiana Employment Security Division. This study
concluded: (1) The earnings gain as a result of NYC

participation is substantial for men but not for women,

with corresponding social benefit-cost ratios; (2) high

school dropouts benefit more from the program than
do high school graduates; and (3) the longer the
participants remain in the NYC, the greater are the
increases in postprogram earnings.

In another study, the researcher compared two ques-

tioning techniques for securing earnings information.

Two broad earnings questions and detailed work his-

tory information were asked of 300 residents of low-in-

come neighborhoods. When the estimates for low-in-
come respondents were compared with wage reporting.
data, the broad question approach was as accurate as

the work history method, and therefore preferable
because of its lower cost and grenter ease of use. For
respondents with higher incomes, however, the work
history approach provided more accurate earnings esti-

mates. Here, the survey analyst wO1 have to weigh the
improved accuracy of the work l&tory against its dis-

advantages.
Work under the grant also included a third study,

dealing with the benefits of training under the Man-

power Development and Training Act in Indiana,
which is not yet published. Wage reporting data on the
1967 and 1970 earnings of a sample of 5,600 persons
who took MDTA courses in 1965 and 1966 provide a
large sample to test the validity of earlier evaluations
of institutional retraining and show the effect's of
cyclical downturns on the benefits from retraining.

On the basis of these studies, the researcher
concluded that the wage reporting data of the unem-
ployment insurance system are a valuable research tooL

2.5.09 THE UNIVERSITY OF MICHIGAN
ANN ARBOR, MICH.

GRANT 91-24--67-56

Da. Lours A. FERMAN AND OTHERS, INS1 LUIZ OF

LABOR AND INDUSTRIAL RELATIONS

THE HARD-CORE UNEMPLOYED OF DzTROIT: AN Eco-

NOMIC AND SOCIAL PORTRAIT

This study used data from the Michigan Employ-

ment Security Comoticcion for 2114 Detroit residents
who had bvat unemployed for 26 weeks or more in

22 2
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February 1962 and followup data for 260 of these
persons in 1964.

Through the use of multiple classification analysis
on data from the larger group, personal characteris-
tics, background, and labor market attributes were
ranked by their relative contribution to the length of
unemployment. The two most important were the
worker's previous industrial attachment (about one-
third had worked in the auto industry) and the
number of "employment aids" (such as a truck or car,
tools, or a license) he had. Education and age ranked
next, probably reflecting the high proportion of
Detroit residents born and schooled in the South who
had come to Detroit during the 1940's.

From the data on the smaller group, the researchers
concluded that a longitudinal, rather than a cross-sec-
tional, measure of unemployment would be superior
for policy purposes.

2.5.10 UNIVERSITY OF OREGON
EUGENE., OREG.

GRAN'T 91-39-66-38

DR. DONALD A. WATSON, BUREAU OF BUMESS AND
ECONOMIC RESEARCH

AN INPUT-OUTPUT MODEL FOR STATE MANPOWER
PROJECTIONS

This study developed an input-output model of the
Oregon economy in 1963 which was designed to
permit distinctions between the effects of imports and
exports on the State's economy and included house-
holds as a producing and consuming industry. This
model was used to examine the demand for employ-
ment by occupation group for 68 major industrial
classifications, corresponding to the classifications used
in a national interindustry model for 1958. The study
then illustrated use of the model for manpower plan-
ning.

Asserting that input-output analysis is the best
currently available technique for bringing economic
data to bear on policy decisions concerning manpower
development, the researcher maintained that tying
State or area models closely to national data and refin-
ing those data for local use can save much time and
money.

2.5.11 PURDUE RESEARCH FOUNDATION
LAFAYETTE, IND.

GRANT 91-16-68-36

DR. WILLIAM K. LEBOLD AND DR. DONALD A. WOOD,
SCHOOL OF ENGINEERING

A MULTIVARIATE ANALYSIS or ENGINEERING JOB SATIS-

FACTION

This comprehensive analysis of professionals' job
satisfaction focused on engineering and science gradu-
ates, but the techniques of analysis and the results
were intended to have application for other professions
and occupations. The researchers investigated not only
the nature of job satisfaction per se but also the rela-
tionship httween job satisfaction and a wide variety of
external factors including working conditions, d-nno-
graphic variables; career patterns, professional activi-
ties, ccmmunity leisure activities, and opinions and
values.

Data were collected from two samplesengineering
graduates in a National Goals of Engineering Educa-
tion survey and engineering and science graduates of
Purdue University. Variance analysis, multiple regres-
sion, and canonical correlation techniques were used to
relate job satisfaction to the professionals' background
variables, including education, employment, profes-
sional activities, and communities. The study
concluded that multivariate techniques can be of par-
ticular value in understanding the complex of interre-
lationships involved in job satisfaction.

In the two samples, similar factors contxThuted to
job satisfaction: Supervisory relations, professional
recognition, job security, job status, professional chal-
lenge, job autonomy, and interpersonal relations. The
three analytical techniques resulted in similar but
complementary findings.

The investigation indicated the primary importance
to professionals of the work itselfincluding chal-
lenge, professional recopition, and autonomyas well
as the importance of work associates. Job satisfaction
was found to be especially high if technical and super-
visory responsibilities were high, if demands were
high, if there were continued opportunities to learn, if
tangible professional accomplishments were evident
and previous jobs had been satisfying, and if there
was active participation in professional, cultural, and
community activities.
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2.5.12 UNIVERSITY OF ROCHESTER
ROCHESTER, N.Y. Da. JACIC BARRASH, D,SPARTMENT OF ECONOMICS

Gavin 91-34-66-48 AND 9144-67-53 TRADE UNIONS AIM NATIONAL ECONOMIC POLICY IN
WESTERN EUROPE AND THE UNITED STATES

DR. DEAN H. HARPER, DEPARTMENT OF SOCIOLOGY

This study investigated the involvement of trade
THE RELATIONSHIP OF MIGRANT WORKERS' ATTITUDFS unions in the making of national economic policy in
AND BEHAVIOR TO THEIR WORK EsvatoNmENT six European countries (the United Kingdom, West

Germany, The Netherlands, Sweden, Austria, and
This investigation set out to examine the proposition France). In each country, union, management, and

that given the opportunity to earn a decent wage, the government aaminiorators were interviewed, union
migrant farmworker would work hard=, have less decisionmaking activities were observed, and operating
absenteeism. and have more favorable attitudes documents examined.
toward work. The Swedish case was found to be particularly sig-

At two camps in upper New York State (one where nificant because the "centerpiece" of national
it appeared that working conditions were good, one economic policy is an active manpower policy formu-
where they were not), workers were interviewed at the lated, implemented, and administered in part by the
beginning and end of the summer work season. Insur- labor movement
mountable obstacles (for example, rapid turnover and In France, on the other hand, the national bureauc-
the hostility of a crew boss) prevented the collection of racy and business interests dornirate the formulation
data on changes in behavior as a consequence of camp of policy and the trade unions are excluded from the
environment process. Union involvement in economic phmning

serves a "public relations" function for the govern-
ment, but the actual influence of unions is largely
peripheral. The union effect on industrial relations

SAN DMGO STATE COLLEGE reform and national wage policy has had to be
SAN DIEGO, CALIF. achieved by confrontation and disruption.

The study found the circumstances of Western
GRANT 91-05-68-32 Europe to be sufficiently different to preclude the graft-

ing of the European experience directly on to Ameri-
DR. OSCAR I. KAPIAN, DEPARTMENT OF PSYCHOLOGY can trade unionism. However, American and European

experiences were found to be convereng in one
PLACEMENT OF U1VEMPLOYED M1DDLE-AGED WORKE/r reveal: In collective bargaining, government attention
LN SAN DIEGO, CALIFORNIA has been shifting from the procedures to the economic

terms. The significant involvement of the trade union
This report presents data for 1,428 persons aged 40 movement in the negot:ation of the terms of national

and over who registered for work with the San Diego inm P- d wage policy was cited as the most relevant
office of the California Department of Employment in unplication of the European experience for American
early 1968. The researcher also interviewed persons trade unionism.
who were familiar with existing employment programs The study concluded that the strong type of
for unemployed workers. His recommendations imply economic and social council found in Austria and The
that he found shortcominp in the programs: Netherlands is neither feasible nor desirable for the

United States. However, the researcher recommended
the reactivation and strengthening of the US. Labor-
Management Advisory Committee established in the

2.5.14 THE UNIVERSITY OF WISCONSIN early 1960's. The European experience with union
MADISON, WIS. involvement in policies relating to the construction

industry was also cited as particularly promising as
GRANT 91-53-68-33 regards the United States.
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The findings indicated that research support is
crucial to union involvement in national income and
manpower policy. Trade union research in this country
could not now meet the demands which extensive
involvement in policy issues would make oa it. The
AFL-CIO, with a membership of about 16 million
workers, has a smaller research staff than its Swdclish

counterpart with one-tenth the membership.
Although noting a number of instances of US.

union involvement in economic and social policy (for
example, influencing the passage of manpower legisla-

tion and the administration of manpower programs for
the disadvantaged), the study characterized the general
posture of American trade unionism toward economic
policy as defensive and reactive. The AFL-CIO was
cited as the proper body to take up the question of
union involvement in policy because it could take initi-
atives which may not be available to its constituent
unions and provide a forum for discussions of the
issues among the unions. The study concluded that the
AFL-CIO's role need not be so much to urge a partic-
ular policy as to create a climate of union responsive-
ness to economic policy.

2.5.15 YALE UNIVERSITY
NEW HAVEN, CONN.

GRANT 91-07-0-48

DR. ROBERT S. GOLDFARB, DEPARTME1T OF ECONOM-
ICS, AND DR. DANIEL HAMELMESB, DEPARTMENT or

Ecoxosucs, PRINCETON UNIVERSITY

A "NEW" APPROACH TO LOCAL LABOR MARKET ANALY-

sLs: A FrAsmarrY STUDY

While most studies of the operation of local labor
markets have relied largely on data collected from

2{3.5
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workers, this project esPlored the feasibility of coll,,st-

ing data kens firms' records. Specifically, the study
sought infottuntioo on the policies and characteristics
of a firm which affect its ability to attract and retain
workers. with special attention to absenteeism as an
inAtkator of job disutisfaction and a major cause of

turnover. For sia l;ew Haven, Coen.. firms, individual
personnel records were analyzed and aggregate data
were collected as termination, absenteeism, applica-
tions, and hires.

The individual Personnel data were difficuh to

extract and frequently left crucial gaps so that they
of liwere mite o. But the researchers concluded thatd

the collection of aggregate data on applications and
terminations *as both feasible and fruitful.

Auslysis of the job applications data indicated that
categorizing firms according to the types of labor
marker fortes which affect applications for their jobs
would give irssiglits into constraints on recruitment
and strstegies of recruitment. It would also give

insight int,° the waY in which people "filter" through a
labor mar"t; for examPle, certain "visalle" firms, by
virtue of their oe and location, appeared to act as
gatewar t° the 'labor market, so that their ability to
absorb 'Aar determined the flows to less visible firms.
Among the six firms studied, terminations (primarily
eini) responded quite differently to such labor market
variables as eruploYment in manufacturing, the unem-
ployment rate, emPloYment at the particular firm, and

the season-

The influeoees on applications and terminations dif-

fered markedly between clerical workers and factory
workers, with the latter doing much more "job shop-
ping,' strhett the labor market tightenedperhaps
because of *.cater variation in factory jobs- Clerical
workers were mach more likely to use formal sources
than workers applying for nonclerical work. These and
other suggestive results Persuaded the researchers that
further efforts should be made to collect sirnilsr data.



SECTION 3. LIST OF REPORTS COMPLETED,
FISCAL YEARS 1969-71

This section lists the completed reports descrilped in section 2 and those completed
from July 1, 1968 through June 30, 1970, on research contracts, development con-

tracts and grants, institutional grants, doctoral dissertation grants, and resrarch
project grants.

2f$



ABBREVIATION KEY AND EXPLANATION

PLEASE READ CAREFULLY TO AVOID UNNECESSARY DELAYS IN OBTAIN-
ING REPORTS. DO NOT ROUTINELY WRITE TO THE MANPOWER ADMINIS-

TRATION FOR THESE REPORTS.

Section 3 lists reports on research and development proje.xs completed for the
Manpower Administration under contracts and grants during fiscal years 1969-71.
(A few projects which did not remit in formal reports are omitted; for example,
machine printouts of special tabulations.)

Since the Manpower Administration's supply of these reports usually permits distri-
bution only on a highly selective lags, arrangements were made during fiscal year
1968 for sale of the reports through two federally operated information storage and
retrieval systems. These arrangements, as well as other sourcm of tbe reports and
related publications, are indicated in the right-hand coluum of the lilting. The key to
the abbreviations used there and instructions for obtaining the publications are as
follows:

NITSNational Technical Information Service, Operations Division, Springfield,
Va. MU. Information on the price of paper copies may be obtained from
NTIS; microfiche copies are $0.95 each. Send rematance with order directly
to NTIS and specify the accession number (AD or PB plus a 6-digit num-
ber) given in the listing.

ERICEducational Resources Information Cemer, EDRS, c/o NCR Co., 4936
Fairmont Ave., Bethesda, Md. 20014. Copies are priced according to the
number of pages. Tbe first price in the listing is for paper; the Mf price is
for microfiche. Send remittance with order directly to ERICEDRS and
specify the acceslion number (ED or MP plus a 6-digk number) given ir.
the listing.

GPOGovernment Printing Office.. Send orders directly to Superintendent of
Documents, U.S. Government Printing Office, Washington! D.C. 20102, with
remittance for specified amount.

MkManpower Administration. Single copies free upon request to U.S. Depart-
ment of Labor, Manpower Administration, Associate Manpower Administra-
tor, Washington, D.C. zoo, as long as they are available.

Other soureat axe hidicated for a few publications. Order from the specified
source or, for books, from bookstores.

In addition, reports on contract research projects (3.1 and 3.2 of this section) are
available for inspection in the Manpower Administration's Office of Research and
Development or in regional offices of the Bureau of Labor Statistics (BIS) and the
Manpower Administration (MA). (See addresses, p. 213.) They may also be inspected
at the universities which hold manpower research institutional grants (section L4).
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They may also be available at certain libraries on pp. 214.218. However, some
of these libraries were not subscribers at the time some of the reports were distributed.

Reports on dissertation research grants (included in 3.5 of this section) can some-
times be purchased from University Microfilms, Inc., 300 North Zeeb Road, Ann
Arbor, Mich. 48102, as well as from NTIS.



U.S. Department of Labor's Manpower Administration wad Bureau of
Labor Statistics Regional Offices

John F. Kennedy Fed. Bldg.
Boston, Mass. 02203
(MA and BIS)

341 Ninth Avenue
New York, N.Y. 10001
(MA and BIS)

5000 Wissahickon Avenue
Philadelphia, Pa. 19144
(MA)

1317 Filbert Street
Philadelphia, Pa. 19107
(BLS)

14th and E Streets, NW.
Washington, D.C. 20004
(MA)

1371 Peachtree Street, NE.
Atlanta, Ga. 30309
(MA and BLS)

300 South Wacker Drive
Chicago, Ill. 60604
(MA and BLS)

1100 Commerce Street
Dallas, Tex. 75202
(MA and BIS)

911 Walnut Street
Kansas City, Mo. 64106
(MA and BLS)

1961 Stout Street
Denver, Colo. 80202
(MA)

450 Golden Gate Avenue
San Francisco, Calif. 94102
(MA and BLS)

1321 Second Avenue
Seattle, Wash. 98101
(MA)
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Libraries Receiving Contract Research Reports and Manpower Administration
Research Publications

Documents Department
General library
University of California
Berkeley, Calif. 94720

Government Documents Department
University of California Library
Davis, Calif. 95616

Government Publications Section
John F. Kennedy Memorial library
California State College at Los Angeles
5151 State College Drive
Los Angeles, Calif. 90032

Professional Reference Center and Regional Curric-
ulum Materials Depository

155 West Washington Boulevard
Los Angeles, Calif. 90015

Institute of Industrial Relations
9244 Bunche Hall
University of California, Los Angeles
Los Angeles, Calif. 90024

Government Publications Services
The University Library
University of California, Los Angeles
College Library Building
Los Angeles, Calif. 90024

Industrial Relations blrary
California Institute of Technology
Pasadena, Calif. 91109

California State Library
P.O. Box 2037
Sacramento, Calif. 95809

Institute of Labor Economics
Department of Economics
San Diego State College
San Diego, Calif. 92115

Labor Management School
University of San Francisco
2130 Fulton Street
San Francisco, Calif. 91109
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Documents Librarian
Gleeson Library
University of San Francisco
San Francisco, Calif. 94117

Institute of Industrial Relations
Building 0, Room 11
San Jose State College
San Jose, Calif. 95114

Documents Department
Jackson Library
Graduate School of Business
Stanford University
Stanford, Calif. 94305

Libraries
Colorado State University
Fort Collins, Colo. 80521

Docaments Librarian
Morris Library
University of Delaware
Newark, Del. 19711

Documents Department.
The University of Florida
The University Libraries
Gainesville, Fla. 32601

Documents Division
Florida State University Library
Tallahassee, Fla. 32306

Center for Manpower Studies
Atlanta University Library
Atlanta, Ga. 30314

Government Documents Collection
University of Hawaii Library
2425 Campus Road
Honolulu, Hawaii 96822

Library
Institute of Labor and Industrial

Relations
University of Illinois
504 East Armory Avenue
Champaign, Ill. 61820



Documents Librarian
University of Chicago Library
Chicago, Ill. 60637

Documents Librarian
University of Illinois at Chicago Circle
The Library
Box 8189
Chicago, Ill. 60680

Institute of Industrial Relations
Loyola University
820 North Michigan
Chicago, EL 60611

A. G. Bush Li inary
Industrial Relations Center
The University of Chicago
1225 East 60th Street
Chicago, EL 60637

Documents Librarian
Southern Illinois University Library
Edwardsville, EL 62025

Documents Librarian
Northwestern University
The University Library
Evanston, IlL 60201

Illinois State University
Milner Library
Documents Department
Normal, Ill. 61761

Documents Librarian
Documents Division
University of Illinois Library
Urbana, Ill. 61801

Indiana University Library
Documents Department
Bloomington, Ind. 47401

Documents Lffirarian
Purdue University Libraries
Lafayette, Ind. 47907

Herman C. Krannert Graduate School
Purdue University
West Lafayette, Ind. 47907
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University of Notre Dame
Industrial Relations Section
Department of Economics
Box 476
Notre Dame, Ind. 46556

Documents Librarian
Iowa State Univ...tsity
The Library
Ames, Iowa 50010

Industrial Relations Center
Iowa State University
Ames, Iowa 50010

Center for Labor and Management
The University of Iowa
Iowa City, Iowa 52240

Documents Department
Kansas State University Library
Manhattan, Kans. 66502

Government Publications Department
Library
University of Kentucky
Lexington, Ky. 40506

Manpower Research Project
University of Maine
Orono, Me. 04473

Documents Librarian
Raymond H. Fog ler Library
University of Maine
Orono, Me. 04473

Documents Department
The Milton S. Eisenhower Library
The Johns Hopkins University
Clor les and 34th Streets
Baltimore, Md. 21218

Social Sciences Reference Room
McKeldin Library
University of Maryland
College Park, Md. 20742



Library
Labor Re/ations and Research Center
University of Massachusetts
Amherst, Mass. 01002

Economics Department Library
Northeastern University
Room 21 OUR
Boston, Mass 02115

Harvard Trade Union Program
Harvard Business School
Boston, Mass. 02163

Industrial Relations Library
Room E53-238
Massachusetts Institute of Technology
Cambridge, Mass. 02139

Florence Heller Graduate School
Brandeis University
Waltham, Mass. 02154

Industrial Relations Library
322 School of Business Administration
University of Michigan
Ann Arbor, Mich. 48104

Gifts and Exchanges
University Libraries
Wayne State University
Detroit, Mich. 48202

Institute of Labor and Industrial Relations
Wayne State University
5229 Cass Avenue
Detroit, Mich. 48202

Documents Librarian
Documents Department
Michigan State University Lffirary
East Lansing, Mich. 48823

School of Labor and Industrial Relations
11:,om 403, South Kedzie Hall
Michigan State University
East Lansing, Mich. 48823
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Documents Librarian
Dwight B. Waldo Library
Western Michigan University
Kalamazoo, Mich. 49001

Documents Librarian
Documents Section
Central Michigan University Library
Mount Pleasant, Mich. 48858

Documents Division
Wilson Library
University of Minnesota
Minneapolis, Minn. 55455

Industrial Relations Center
309 BAWest Bank
University of Minnesota
Minneapolis, Minn. 55455

Mitchell Memorial Library
P.O. Box 5408
State College, Miss. 39762

Library
Documents Section
University of Missouri
Columbia, Mo. 65201

School of Business and Public Administration
University of Missouri
Columbia, Mo. 65201

Government Publications Department
Rutgers University Library
New Brunswick, NJ. 08901

Institute of Management and Labor Relations Unary
Lewis M. Hermann Labor Education Center
RutgersThe State University
New Brunswick, N.J. 08903

Princeton University
Industrial Relations Section
P.O. Box 248
Princeton, NJ. 02540

New York State Lilirary
Gift and Exchange Section
Albany, N.Y. 39994



Documents Section
Library
State University of New York at Binghamton
Vestal Parkway East
Binghamton, N.Y. 13901

Documents Department
Milne Library
State University College
Geneseo, N.Y. 14454

Documents Department
Hofstra University Unary
Heznpstead, Long Island, N.Y. 11550

ILR Library
Ives Halt
Cornell University
Ithaca, N.Y. 14850

Columbia University LThraries
Documents Acquisitions
535 West 114th Street
New York, N.Y. 10027

Documents Lilmarian
Frederick W. Crumb Memorial Li Irary
The State University College
Potsdam, N.Y. 13676

Documents Lffirarian
Syracuse University
Library
Syracuse, N.Y. 13210

Library
University of North Carolina
BA/SS DivisionDocuments
Chapel Hill, N.C. 27514

Duke University Library
Public Documents Department
Durham, N.C. 27706

Institute for Research in Htmian Resources
North Carolina State University
Greensboro, N.C. 27411

North Carolina State University
P.O. Box 5036
Raleigh, N.C. 27607

Documents Librarian
Bowling Green State University Library
Bowling Green, Ohio 43402

Ohio State University Libraries
Documents Division
1858 Neil Avenue
Columbus, Ohio 43210

Center for Human Resource Research
Ohio State University
Columbus, Ohio 43210

Documents Division
University Libraries
Kent State University
Kent, Ohio 44240

Government Documents Department
Max Chambers Library
Central State College Library
Edmond, Okla. 73034

Documents Department
The University Library
Oklahoma State University
Stillwater, Okla. 74074

Manpower Research and Training Center
Oklahoma State University
Stillwater, Okla. 74075

University of Oregon Lffirary
Documents Section
Eugene, Oreg. 97403

Institute of Industrial and Labor Relations
University of Oregon
Eugene, Oreg. 97403

The Pennsylvania State Library
Government Publications Section
Box 1601
Harrisburg, Pa. 17126
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Free Library of Philadelphia
Public Documents Department
Logan Square
Philadelphia, Pa. 19103

Wharton School of Finance and Commerce
Industrial Research Unit
3905 Spruce Street
Philadelphia, Pa. 19104

St. Joseph's College
Institute of Industrial Relations
18th and Thompson Streeb
Philadelphia, Pa. 19121

School of Business Administration
Temple University
Philadelphia, Pa. 19122

Department of Labor Studies
209 Engineering E
The Pennsylvania State University
University Park, Pa. 16802

Documents Librarian
University of Tennessee
Cumberland Avenue
Knoxville, Tenn. 37916

Division of Urban Regional Studies
Memphis State University
Memphis, Term. 38111

Documents Librarian
Dallas Public Liin.2ry
1954 Commerce
Dallas, Tex. 75201

Department of Economics
Southern Methodist University
Dinac, Tex. 75222

University of Houston
Cullen Blvd.
Houston, Tex. 77004

Documents Section
Brigham Young University Lawary
Provo, Utah 84601

218

214

Institute of Industrial Relations
University of Utah
412 College of Business
Salt Lake City, Utah 84112

Public Documents
Alderman Library
University of Virginia
Charlottesville, Va. 22901

Norfolk State College
2401 Corprew Avenue
Norfolk, Va. 23504

Department of Econcmies
Virginia State College
Petersburg, Va. 23803

Documents Section
Washington State Library
Olympia, Wash. 98501

WPshington State University Library
Serial Record Section
Pullman, Wash. 99163

West Virginia University
Library
Morgantown, W. Va. 26506

Division of Social Work
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3.1 LIST OF REPORTS COMPLETED, FISCAL YEARS 1969-71
Research Contracts Under the MDTA

Institution, Issvestigator(s), Contract No., and
Tide of Report

3.1.01
Association for the Help of Retarded Children, New

York ChapterJack Tobias, Ida Alpert: and
Arnold Birenbaum, No. 81-31-21

A Survey of the Employment Status of Mentally
Retarded Adults in New York City

3.1.02
Atlantic Research Corp.John F. Wallerstedt, Hans

W. Weigert, and CoL W.iter R. Lawson, USA
(Rec.), No. 81-49-68-19

An Analysis of Post-World War II Manpower
Research, Policy and Program Experience Applicable
to Current Manpower Planning f..a. Peacetime Conver-
sion of Military Manpower to Civilian Occupations

3.1.03
California, University of, BerkeleyEdward R. F. W.

Crossman and Stephen Laner, assisted by Stanley
H. Caplan, Tara ld Kvalseth, and Frederick
Schneider, No. 81-05-66-30

The Impact of Technological Change on Manpower
and Skill Demand- Case-Study Data and Policy Impli-
cations

3.1.04
California, University of, BerkeleyMargaret S.

Gordon and Margaret Thal-Larsen, No.
81-05-67-24

Employer Policies in a Changing Labor MarketRe-
port of the San Francisco Bay Area Employer Policy
Survey

3.1.05
California, University of, BerkeleyMargaret Thal-

Larsen, Gordon Cavana, and John Dana, No.
81-05-68-43

Placement and Counseling in a Changing Labor
Market; Public and Private Employment Agencies and
Schools

Source of Copies (See abbreviation key and
explanation, p. 211)

NTISPB 185574; "Retardation, Poverty, and Jobs,"
Manpower, vol. 1, No. 8, Sept. 1969, pp. 30-32; Jack
Tobias, "Vocational Adjustment of Young Retarded
Adults," Mental Retardation, voL 8, No. 3, June 1970,
pp. 13-16.

NTISPB 183258.

NTISPB 191290.

NTISPB 188051; "Changing Employer Policies in a
Large Urban Labor Market," IRRA Proceedings,
Winter 1968, pp. 248-256.

NTISPB 197271.
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220 3.1 AIDTA Research Contracts Completed, Fiscal Years 1969-71

Institution, Investigator(s), Contract No., and
Tide of Report

3.1.06
California, University of, Los AngelesPaul Prasow

and Fred Massarik, No. 81-04-36
A Longitudinal Study of Automated and Nonauto-
mated Job Patttrns in the Southern California Aero-
space Industry

3.1.07
Census, Bureau oi theDavid P. Mc Neils, No.

81-09-66-10
Characteristics of Local Government EmployeesA
Pretest Survey

3.1.08
Columbia UniversityEli Ginzberg, No. 81-34-67-25
Men, Money, and Medicine (First of eight reports on
this contract)

3.1.09
Columbia UniversityAlfred S. Eichner, No.

81-34-67-25
State Development Agencies and Employmmt Expan-
sion (Second of eight reports on this contract)

3.1.10
Columbia UniversityMarcia Freedman and Gretchen

Maclachlan, No. 81-34.-67-25
The Process of Work Establishment (Third of eight
reports on this contract)

3.1.11
Columbia UniversityHarry I. Greenfield, No.

81-34-67-25
Allied Health Manpower: Treads and Prospects
(Fourth of eight reports on this contract)

3.1.12
Columbia UniversityDean Morse, No. 81-34-67-25
The Peripheral Worker (Fifth of eight reports on this
contract)

3.1.13
Columbia UniversityBeatrice G. Reubens, No.

81-34-67-25
The Hard-to-Employ: European Programs (Sixth of
eight reports on this contract)

Source of Copies (See abbreviation key and
explanation, p. 211)

NTISPB 184856.

NTISPB 177323.

NTISPB 193413; Columbia University Press, New
York, 1969 ($8.50).

Policy Paper No. 18, Institute of Labor and Industrial
Relations, P.O. Box 1567, Ann Arbor, Mich. 48106
($2.25).

Columbia University Press, New York, 1969 ($6.75).

Columbia University Press, New York, 1969 ($8.00) ;
"Making Better Use of Health Personnel," Manpower,
voL 1, No. 3, April 1969, pp. 3-6.

Columbia University Press, New York, 1969 ($7.50).

NTISPB 193414; Columbia University Press, New
York, 1970 ($12.00) ; MASpecial fob Creation for
the Hard-to-Employ in Western Europe, Manpower
Research Monograph No. 14, 1970 (summary of two
chapters of full report; GP0$0.50).
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3.1 MDTA Research Contracts Completed, Fiscal Years 1969-71 221

Institution, Investigator(s), Contract No., and Source of Copies (See abbreviation hey and
Tide of Report explanation, p. 211)

3.1.14
Columbia UniversityThomas M. Stanback, Jr., and

Richard V. Knight, No. 81-34-67-25
The Metropolitan Economy : The Process of Employ-
ment Expansion (Seventh of eight reports on this
contract)

Columbia University Prws, New York, 1970 ($10.00).

3.1.15
Columbia UniversityDale I- Iriestand, No. Columbia University Press, New York, 1970 ($6.50).

81-34-67-25
Career Changers: Professional and Graduate Students
After Thirty-Five (Last of eight reports on this
contract)

3.1.16
Cornell UniversityDavid Rogers, with the assistance NTISPB 184848.

of Faith Korthener and Roslyn Menzel, No. 81-
34-68-39

An Exploratory Study of Interorganizational Relations

3.1.17
Derryck Associates, Inc.Dennis A. Derryck No. NTIS-200454.

81-34-70-23
Modernizing Se:talon and Promotion Processw in the
State Employment Service

3.1.18
Employr-nit Service, U.S. Training and Wisconsin NTISPB 19330L

Stale Employment ServiceWilliam R. Fischer,
No. 81-53-67-04

Project Vision, An Experiment with Occupational
Needs Projection Techniques for Vocational Educaion
Curriculum Planning Purposes in the Milwaukee, Wis-
consin SMSA

3.1.19
Florida, University ofJ. Kama Dow, No. NTISPB 191289.

81-10-68-34
irastorical Perspective of the Florida Qtrus Industry
and the Impact of Mechanical Harvesting on the
Demand for Labor

3.1.20
Greenleigh Associates, Inc.Hazel McCalley and NTISPB 115L

Qara Friedman, No. 81-34-68-27
A Study to DeTelop a Model for Employment Services
for the HancEcapped
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222 3.1 MDTA Research Contracts Completed, Roca Years 1969-71

Institution, Intestiggator(s), Contrart No., and Source of Copies (See abbreviation hey and
Tide of Report end explanadon, p. 211)

3.1.21
Harvard UniversityPeter B. Doeringer and Wichael

J. Piore, No. 81-23-66-22
Internal Labor Markets and Manpower Analysis

NTISPB 193079; D.0 Heath and Company, Lex-
ington, Mass., 1971 (33.95).

3.1.22
Hsrvard UniversityJames G. Scoville, No. NTISPB isnot

81-23-67-23
Concepts and Measurements for Manpower and
Occupational Analysis

3.1.23
Harvard UniversityDaniel Quinn Mills, No.

81-23-68-11
A Study of Problems of Manpower Utilization in the
Constriction Industry: Intennittmicy of Employment,
Unemployment and Labor Shortages

3.1.24
Harvard UniversityRichard B. Freeman, No. 81-

23-68-37 1

Engineers and Seimitists in the Industrial Economy

3.1.25
Houston, University of, and Texas Southern University

Joseph E. Champagne and Robert L Frater,
No. 81-46-68-02

Teenage Employment: A Study of Lc.w Income Youth
in Houston, Texas

3.1.26
Illinois Institute of TechnologyElmer E Burack and

Thomas J. McNichols, No. 81-15-66-17
Management and Automation

3.1.27
Kentucky Research Foundation, The University of

Vernon M. Briggs, Jr., No. S1-19-68-13
Negro Employment in the SouthVolume I: The
Houston Labor Market

This study was cosponsored by the National Science Foundation.

NTISPB 184849.

NTISPB 186507.

NTISPB 179315.

MAManpower Research Monograph .No. 23,1971.



3.1 MDTA Research Contracts Completed, Fiscal Years 1969-71

Institution. Insesdessor(s). Contract No, sod
Tide of Report

3.1.28
Kentucky, The University of, Research Foundation

Niles M. Hansen, Nc. 81-19-68-17
Urban and Regional Dimensions of Manpower Policy

3.1.29
Labor Statistics, Boreau ofFranz A. Groemping, No.

81-09-68-08
Transition from School to Work in Selected Countries

3.1.30
Maryland, University ofGeorge A. Pownall, No.

81-19-37

Employment Problems of Released Prisoners

3.1.31
Michigan State UniversityEinar Hardin and Brichael

E. Bonn+, No. MDTA 9-63
Econcniic Benefits and Costs of Retraining Courses in
lifichigan

3.1.32
Iffichigan State UniversityHarvey M. Choldin and

Grafton D. Trout, No. 31-24-66-32
Mexican Anians in Transition. Migration and
Employment in Michigan Cities

3.1.33
Michigan State UniversityEditors B. F. Cargill and

G. E. Rossmiller, No. 81-24-68-42
Fruit and Vegetable Harvest Mechanization, Techno-
logical Implications (Fust of three reports on this
contract)

3.1.34
Brichigan State UniversityFAtors B. F. Cargill and

G. E. Rossmiller, No. 81-24-68-4
Fruit and Vegetable Harvest Mechanization, Man-
power Implications (Second of three reports on this
contract)

Wichigan State UniversityEditors B. F. Cargill and
G. E Rossmiller, No. 81-24-68-42

Fruit and Vegetable Harvest Mechanization, Policy
Implications (Third of three reports on this contract)

Scarce oil Copies (See obbrevietion ks7 and
expianation, n. 211)

NTISPB 186252; Rural Poverty and the Urban
C r isis A Strategy for Regional Developnent, Indiana
University Press, Bloomington. Ina. ($12.50) : "Urban
Alternatives for Eliminating Poverty," Monthly Labor
Review, August 1969. pp. 46-47.

NTISPB 132965; printed in The Transition from
School to Work: A Report Based on the Princeton
Manpower Symposium, May 9-10, 1968, pp. 132-188,
Industrial Relations Section, Princeton University.
Research Report Sm-ies No. 111 ($4.00).

NTISPB 183543.

NTISPB 189116: Retraining Courses: Economic
Costs and Benefits, D.C. Heath and Company, Lexing-
ton, Maas., 1971 ($15.00).

NTISPB 19990L

Rural Manpower Report No. 16, fr.merican Society of
Agricultural Engineers, St. Joseph, Wick 49085, and
Bulletin Office, Agriculture Hall, Brichigan State Uni-
versity, East Lansing, MIL 48823 ($3.50).

Rural Manpower Report No. 17, Bulletin Office, Agri-
culture Hall, Wichigan State University, East Lansing,
hfich. 48823 ($230).

Rural Manpower Report No. 18, Bulletin Office, Agri-
culture Hall, Wichigan State University, East Lansing,
Prick 48823 ($2.00).
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224 3.1 MDTA Research Contracts Completed, Fiscal Years 1969-71

Institution, Investigator(s), Contract ro., and Source of Copies (See abbreviation key. and

Tide of Report explanation, p. 211)

3.1.36
Michigan, The University ofGerald Gurin, No. NTISPB 193723.

MDTA 17-63
A National Attitude Survey of Trainees in MDTA
Institutional Programs

3.1.37
Michigan, The University ofEva Mueller and others, NTISPB 184794.

No. 81-24-67-02
Technological Advance in an Expanding Economy: Its
Impact on a Cross-Section of the Labor Force

3.1.38
Michigan, The University ofKent H. Marquis and NTISPB 188456.

Charles F. Cannell, No. 81-24-68-26
A Study of Interviewer-Respondent Interaction in the
Urban Employment Survey

3.1.39
Minnesota, University ofHerbert G. Heneman, Jr., NTISPB 183074.

and Rene V. Dawis, No. 81-22-01
Youth Unemployment: Frictions in the Threshold of
the Work CareerAn Exploratory Probe

3.1.40
Nathan Associates, Inc., Robert ILEdward D. Hol- NTISPB 192690.

Lander, No. 81-09-68-01
Transferability of Military-Trained Medical Personnel

to the Civilian Sector

3.1.41
National Academ) of SciencesNational Research NTISPB 199754.

CouncilAdvisory Committee on Problems of
Census Enumeration, No. 81-09-70-17 2

America's Uncounted People, Report of the Advisory
Committee on Problems of Census Enumeration

3.1.42
National Industrial Confezence BoardMaria Elena NTISPB 1.79316.

Gonzalez, No. 81-34-66-13
An Optimal Sample Design for a Job Va=ncy Survey
(First of two reports on this contract)

This project was ftmcled jointly with the Bureau of the
Census and the Office of Economic Opportunity.



3.1 MDTA Research Contracts Completed, Focal Years 1969-71

Institution, Investigator(s), Contract No., and Source of Copies (See abbreviation key and
and explanation, p. 211)Tide of Report

225

3.L43
National Industrial Conference BoardJohn G. NTISPB 179864; NICB Studies in Business

Myers, No. 81-34,66-13 Economics No. 109, 1969.
Job Vacancies in the Firm and the Labor Market
(Last of two reports on this contract)

3.1.44
National Manpower Policy Task ForceVarden Policy Paper No. 15, Publications Office, Institute of

Fuller, No. 81-09-66-31 Labor and Industrial Relations, P. 0. Box B-1, Ann
Rural Worker Adjustment to Urban Life, An Assess- Arbor, Mich. 48106 ($2.25).
ment of the Research (First of six reports on this
contract)

3.1.45
National Manpower Policy Task ForceDale L Hie- Policy Paper No. 16, Publications Office, Institute of

stand, No. 81-09-66-31 Labor and Industrial Relations, P.O. Box B-1, Ann
Discrimination in Employment, An Appraisal of the Arbor, Mich. 48106 ($2.00) .
Research (Second of six reports on this contract)

3.L46
National Manpower Policy Task ForceEdward Kala- Policy Paper No. 12, Publications Office, Institute of

chek, No. 81-09-66-31 Labor and Industrial Relations, P.O. Box B-1, Ann
The Youth Labor Market (Third of six reports on this Arbor, Mich. 48106 ($150).
contract)

3.1.47
National Manpower Policy Task ForceJuanita Policy Studies in Employment and Welfare No. 11,

Kreps, No. 81-09-66-31 The Johns Hopkins Press, Baltimore, Md., 1971
Sex in the Marlietplace: American Women at Work ($1.95).
(Fourth of six reports on this contract)

3.1.48
National Manpower Policy Task ForceCharles A.

Myers, No. 81-09-66-31
The Role of the Private Sector in Manpower Devel-
opment (Fifth of six reports on this contract)

3.1.49
National Manpower Policy Task ForceGeorge

Strauss, No. 81-09-66-31
Apprenticeship Problems and Policies (Last of six
reports on this contract)

Policy Studies in Employment and Welfare No. 10,
The Johns Hopkins Press, Baltimore, Md., 1971
($1.95).

NTISPB 183096.
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226 3.1 MDTA Research Contracts Completed, Fiscal Years 1969-71

Insfitutioft, Investigator(s), Contract No., and
Tide of Report

3.1.50
National Manpower Policy Task ForceNo.

81_61-68...22

The Traositintt from School to Work, A Report Based
on the frineeton Manpower Symposium, May 9-10,
1968

3.1.51
National Manpower Policy Task ForceNo.

81-09-69--01
Report of Conference of New Manpower Researchers,
November 1968

3.1.52
National Manpower Policy Task ForceNo.

81-09-70,03

Report 4:4 COnference of New Manpower Researchers,
October 1969

3.1.53
National Manpower Policy Task ForceSar A. Levi-

tan sod Lowell M. Glenn, No. 81-11-71-03
Report, New Manpower Researchers Conference,
October 1970

3.1.54
National Planning Association--Norman Frum Idn,

No. 61-130-67-08
Manpower,13nPlications of Alternative Priorities for
Coping vn"' Poverty

National Planking AssociationLeonard A. Lecht, No.
81-09'68-36

Poor Pale's 14 the Labor. Force: A Universe of Need

3.1.56
New Yorlt UniversityDaniel E. Diamond and Hrach

Bedt's,ien, No. 81-34-66-25
Industry Oiling Requirements and the Employment of
Disadvantaged Groups

3.1.57
New yot' tniversityRonald D. Corwin, No.

81-34-69-02
New Wotkera in the Banking Industry: A Minority
Report

Source of Copies (See abbreviation key and
explanation, P. 211)

NTISPB 182965; Research Report Series No. 111,
Industrial Relations Section, Princeton University
($4.00).

NTISPB 180946.

NTISPB 187701.

NTISPB 201286.

NTISPB 182143; GPOFederal Programs for the
Development of Human Resources, A Compendium of
Papers Submitted to the Subcommittee on Economic
Progress of the Joint Economic Committee, vol. 1,
1968 ($1.00).

NTISPB 196742.

NTISPB 191278; MAHiring Standards and fob
Performance, Manpower Research Monograph No. 18,
1970 (GP0$0.50).

NTISPB 192569.



3.1 MDTA Research Contracts Completed, Fiscal Years 1969-71

Institution, Investigator(s), Contract No., and
Title ot Report

3.1.58
Newark College of EngineeringRobert Kiehl, No.

81-32-69-14
Opportunities for Blacks in the Profession of Engi-
neering

3.1.59
North Carolina State University and North Carolina

Agricultural and Technical CollegeCharles H.
Rogers, Rudolph D. Anis, Leonard J. Hausman,
Christopher Green, and Waher R. Parker, No.
81-35-67-273

Teenage Unemployment in Two Selected Rural Coun-
ties in the South

3.1.60
North Carolina, University ofJames P. Harkness,

Robert R. Cadmus, and Lois P. Tillman, No.
MDTA 26-64

A Manpower Study of Technical Personnel in Hospital
Clinical Laboratories

3.1.61
Northeastern UniversityMorris A. Horowitz and

Irwin L Herrnstadt, No. 81-20-34
A Study of the Training of Tool and Die Makers

3.1.62
Ohio State University Research Foundation, TheNo.

81-37-70-184
Career Thresholds, A Longitudinal Study of the Edu-
cational and Labor Market Experience of Male Youth

Vol. I (1966 survey), by Herbert S. Parnes,
Robert C. Miljus, and Ruth S. Spitz
Vol. II (1967 survey), by Frederick A. Zeller,
John R. Shea, Andrew L Kohen, and Jack A.
Meyer
VoL III (1968 survey), by Andrew L Kohen and
Herbert S. Parnes

Cosponsored by the Office of Education, US. Department
oi Health, Education, and Welfare.

'Formerly 81-34-28 and 81-37-68-2L

Source of Copies (See abbreviation key and
explanation, p. 221)

227

NTISPB 197065; MA"Wanted: Black Engineers,"
Monthly Labor Review, June 1971, pp. 8-10.

NTISPB 188105.

NTISPB 180437.

NTISPB 187558; Department of Economics, North-
eastern University, Boston, Mass. 02115; MALearn-
ing the Tool and Die Maker Trade, Manpower
Research Monograph No. 17, 1970 (summary; GPO
$0.30).

VoL INTIS--PB 183539; MAManpower Research
Monograph No. 16, voL 1, 1970 (GP0$2.00) ; Her-
bert S. Parnes and Ruth S. Spitz, "A Conceptual
Framework for Studying Labor Mobility," Monthly
Labor Review, Nov. 1969, pp. 55-58; "Effects of
Changes in the Federal Minimum Wage on Employ-
ment of Young Men, 1966-67," in BLS Bulletin 1657,
1970 ($1.50).
VoL IINTISPB 201288; MAManpower
Research Monograph No. 16, voL 2, 1971 (GPO
$1.25) .

VoL IIINTISPB 201287; MA--Manpower
Research Monograph No. 16, vol. 3, 1971 (GPOin
process).



228 3.1 MDTA Research Contracts Completed, Fiscal Years 1969-71

hutitudon, Invessigator(s), Contract No., and
Tide of Report

3.1.63
Ohio State University Research Foundation, The--

John R. Shea, Ruth S. Spitz, and Frederick A.
Zeller, No. 81-37-70-186

Dual Careers: A Longitudinal Study of Labor Market
Experience of Women, Vol. I (1967 survey)

3.1.64
Ohio State University Research Foundation, TheNo.

81-37-70-186
The Pre-Retirement Years: A Longitudinal Study of
the Labor Market Experience of . . . Men

Vol. I (1966 survey) , by Herbert S. Parries,
Belton M. Fleisher, Robert C. Miljus, and Ruth S.
Spitz
Vol. II (1967 survey) , by Herbert S. Prunes, Karl
Egge, Andrew I. Kohen, and Ronald AL Schmidt

3.1.65
Ohio State University Research Foundation, The

John R. Shea, Roger D. Roderick, Frederick A.
Zeller, and Andrew L Kohen, No. 81-37-70-187

Years For Decision : A Longitudinal Study of the Edu-
cational and Labor Market Experience of Young
Women, Vol. I (1968 survey)

3.1.66
Oklahoma State University of Agriculture and Applied

Science, Research FoundationPauI V. Braden
with James L. Harris and Krishan K. Paul, No.
81-38-69-10

Occupational Training Information System

3.1.67
Pennsylvania State University, TheJames S. Holt,

Reuben W. Hecht, and Neil B. Gingrich, No.
81-40-68-12

Agricultural Labor in the Northeast States; Agricul-
tural Labor Statistics with Special Reference to the
Northeast States (A Statistical Supplement)

g Formerly 81-34-28 and 81-37-68-21.
'Formerly 81-34-28 and 81-37-68-21.
'Formerly 81-34-28 and 81-37-68-2L

224

Source of Copies (See abbreviation key and
explanation, r 211)

NTISPB 193239; MAManpower Research Mono-
graph No. 21,1971 (GPO-82.25).

Vol. I- -NTISPB 180530; MAManpower Research
Monograph No. 15, vol. 1,1970 (GP0$225).
Vol. IINTISPB 192671; MAManpower
Research Monograph No. 15, voL 2, 1970 (GPO
$1.25) .

NTISPB 201289; MAManpower Research Mon-
ograph No. 24,1971 (GP0$2.00).

NTISPB 193078.

NTISPB 197868 (voL I) ; NTISPB 197867 (voL
H).
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Institution, Investigator(s), Contract No., and Source of Copies (See abbreviation key and
Tide of Report explanation, p. 211)

3.1.68
Pennsylvania State University, TheJacob J. Kauf- NTISPB 182157.

man and Louis Levine, No. 81-4048-20
A Report on Two Workshops on Manpower Research,
conducted at the University of Tennessee, April 1968
and San Francisco State College, May 1968

3.1.69
Pennsylvania State University, TheJacob J. Kauf- NTISPB 188363.

man and Louis Levine, No. 81-40-69-06
University Manpower Rearch Seminar for the Stimu-
lation of Professional Research Interest

3.1.70
Pennsylvania State University, The, and Bureau of

Employment SecurityJ acob J. Kaufman and
David W. Stevens, Nos. 81-40-67-05 and
81-40-67-09

Supplemental Labor Market Information as a Means to
Increase the Effectiveness of Job-Search Activity

3.1.71
Peansylvania, University ofAnn R. Miller and Susan

Klepp, No. 81-40-69-13
Occupations of the Labor Force According to the
Dictionary of Occupational Titles

3.L72
Philadephia, City ofRichard L Olanoff, No. MDTA

14-64
A Study of the Effects of Pre-Vocational Training and
Family Service Counseling on the Long-Term Unem-
ployed

3.L73
Planning Research Corp.Norman Jones and others,

No. 81-05-68-06
A Model for Manpower Training Evaluation (First of
two reports on this contract)

NTISPB 180531.

NTISPB 197920.

NTISPB 183758.

NTISPB 201102.

3.1.74
Planning Research Corp.Norman Jones and others, NT1SPB 200455.

No. 81-05-68-06
Social Security Data: An Aid to Manpower Program
Evaluation (Last of two reports on this contract)
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230 3.1 IVIDTA Resear4:1 Contracts Completed, Fiscal Years 1969-71

Institution, Investigator(s), Contract No., and
Tide of Report

3.1.75
Princeton UniversityOrley Ashenfelter, No.

81-23-67-198
Second Year Report on Systems Analysis and the
Labor Market

3.1.76
Purdue Research FoundationAlfred S. Drew, No.

81-13-33

Educational and Training Adjustments in Selected
Apprenticeable Trades; Appendices

3.1.77
Research Triangle InstituteWilliam C. Eckerman,

Eva K Gerstel, and Richard B. Williams, No.
81-35-67-01

A Comprehensive Assessment of the Problems and
Claracteristics of Neighborhood Youth Corps Enrol-
lees: A Pilot Investigation

3.1.78
Software Systems, Inc.Harold C. Strasel and Patd G.

Larkin, No. 81-49-68-31
Rioters in Washington: A Study of People and
r:mployment

° Cosponsored by the Office of Education of the US. Depart-
men. of Health, Education, ar,:. Welfare, US. Department of
Commerce, the National Science Foundation, and the National
Bureau of Standards.

226

Source of Copies (See abbreviadon key and
explanation, p. 211)

NTISPB 184961; Orley Ashenfelter and George E.
Johnson, "Bargaining Theory, Trade Unions, and
Industrial Strike Activity," The American Economic

Review, March 1969, pp. 35-49; H. H. Kelejian,
"Missing Observations in Multivariate 7:egression:
Efficiency of a First-Order Method," Journal of the
American Statistical Association, December 1969, pp.
1609-1616; S. W. Black and H. H. Kelejian, A_
Macro Model of the US. Labor Market," Econome-
trica, September 1970, pp. 712-741; "Changes in
Labor Market Discrimination over Time," The Journal
of Human Resources, Fall 1970, pp. 403-430.

NTISPB 190547 (voL I) ; NTISPB 190996 (voL
II-Appendices) ; MAToward the Ideal Journeyman,
vol. I, An Optimum Training System in Apprenticeable
Occupations, Manpower Research Monograph No. 20,
1971 (GP0$0.25) ; voL 2, The Training System in
the Pipe Trades (GPO$0.35) ; voL 3, Apprentice-
ship Training in the Machinist and Tool and Die
Maker Trades (GP0$0.25) ; voL 4, The Training
System in the Printing Trades (GPOW.25) ; and
vol. 5, The Training System in the Pipe Trades
(GP0$0.20).

NTISPB 183080; MAThe Neighborhood Youth
Corps: A Review of Research, Manpower Research
Monograph No. 13,1970 (summary; GPOSO.60).

NTISPB 179565; NTISPB 179566 (detailed
tables).



3.1 11IDTA Research Contracts Completed, Fiscal Years 1969-71

&agitation, Investigator(s), Contract No., wad
Tide of Report

3.1.79
Stanford UniversityJoseph Katz, Harold A. Korn,

Carole A. Leland, and Max M. Levin with the
assistance of Ronald L Starr, No. 81-05-66-11

Class, Character, and Career: Determinants of Occupa-
tional Choice in College Students

3.1.80
System Development CorporationMarvin Adelson,

Joseph Fmk, and Harvey M. Adelman, No.
81-05-68-28

Manpower, Adjustment, and the System

3.1.81
Trans Century CorporationDavid S. North, No.

81-09-69-08
The Border Crossers, People Who Live in Mexico and
Work in the United States

3.1.82
Upjohn Institute for Employment Research, The W. E.

Sidney Fme, No. 81-09-67-22
The Feataility of a Direct Method of Obtaining Man-
power Demand Data, Report for DiscussionPhase I,
Nov. 8,1968

3.1.83
Utah State UniversityH. Bruce Bylund, No.

81-47-70-05
Social, Cultural, and Educational Factors Associated
with Relative Vocational Success of Navajo Eligh
School Graduates

3.1.84
Wayne State UniversityReuben M. Baron and Alan

R. Bass, No. 81-24-66-04
The Role of Social Reinforcement Parameters in
Improving Trainee Task Performance and Self-Image

3.1.85
Wayne State UniversityHjalmar Rosen and Jobn

Theahan, No. 81-24-68-24
A Group Orientation Approach for Facilitating the
Work Adjustment of the Hard-Core Unemployed

Source of Copies (See abbreviation key and
explanation, p. 211)

NTISPB 184979.

NTISPB 192678.

NTISPB 191692.

NTISPB 182146.

NTISPB 189902.
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NTISPB 187700; MAManpower Research Study
Sint:unary, 1970.

NTISPB 188045; R. A. Hudson Rosen, "The Hard
Core and the Puritan Ethic," Manpower, voL 2, No. 1,
January 1970, pp. 29-31; Brian S. Morgan, Melvin R.
Blonsky, and Hjalnutr Rosen, "Employee Attitudes
Toward a Hard-Core Hiring Program," Journal of
Applied Psychology, vol. 54, No. 6, December 1970,
pp. 473-478.
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Instiustios, Investicator(s), Contract No., and
Tide of Report

3.1.86
Wayne State UniversityHjalmar Rosen, Gerald

Cooke, and Lynn B. Anderson, No. 81-24-68-35
0n-the-Job Orientation of Unemployed Negrts Slo 11
Center Trainees and Their Supervisors

3.1.87
Wisconsin, The University ofGerald G. Somers and

J. Kenneth Little, No. 81-53-68-41
Cost-Benefit Analysis of Manpower Policies, Proceed-
ings of a North American Conference

3.1.88
Women's BureauPearl G. Spindler, Women's

Bureau, and Seth Low, Children's Bureau, No.
81-08-809

Child Care Arrangements of Working Mothers in thf.1
United States

3.1.89
Women's BureauMary Dublin Keyser ling, No.

81-09-68-15
Report of a Conference on Meeting Medical Manpower
Needs--The Fuller Utilization of the Woman Physi-
cian, January 12-13, 1968, Washington, D.C.

3.1.90
Yale UniversityM. Harvey Brenner, No.

81-07-69-22
Time-Series Analysis of Relationships Between
Selected Economic and Social Indicators; VoL I, Text
and Appendices; VoL II, Detafied Graphic Analyses

'In cooperation 'WA US. Department of Health, Education,
and Welfare, Social and Rehabilitation Service, Children's
Bureau.

Source of Copies (See abbreviation key and
=planation, p. 211)

NTISPB 192568.

Industrial Relations Centre, Queens University, rmgs-
ton, Ontario, Canada ($5.00).

GP0$L25.

Women's Bureau, U.S. Department of Labor, Washing-
ton, D.C. 20210; American Medical Women's Associa-
tion (2 to 99 copies, $1.25 each; 100 or more copies,
$L00 each).

NTISPB 199900 (voL I) ; NTISPB 199899 (voL
TO.



3.2 LIST OF REPORTS COMPLETED, FISCAL YEARS 1969-71
Research Contzacts Under the EOA and the SSA

Contractor, Investigator(s), Contract No., and

Title of Report

3.2.01
Arizona State UniversityCalvin Daane, No.

41-7-005-03
Developing Group Counseling Models for the Neigh-
borhood Youth Corps

3.2.02
Bureau of Social Science Research, Inc.Leonard H.

Goodman and Thelma D. Myint, No.
41-7-007-09

The Economic Needs of Neighborhood Youth Corps
Enrollees

3.2.03
Bureau of Social Science Research, Inc.Leonard II

Goodman, Laure M. Sharp, and Jean Ruffr., No.
51-09-69-03

Employment Contexts and Disadvantaged Workers,
Phase Irmal Report

3.2.04
Case Western Reserve UniversityMelvin E. AI ler-

hand, Frank Friedlander, James E. Malone,
Herman Medow, and Marvin Rosenberg, No.
41-7-002-37

A Study of Impact and Effectiveness of the Compre-
hensive Manpower Project of Cleveland (AIM-JOBS),
volume I-Summary, volume H-Technical Report,
volume III-Appendices

3.2.05
Cornell UniversityPaul L. Gaurnier and William

risher, No. 41-9-003-34
A Study of Career Ladders and Manpower Develop-
ment for Non-Management Personnel in the Food
Service Industry

Source of Copies (See abbreviation key and
explanation, p. 211)

NTLSPB 182512; MAThe Neighborhood Youth
Corps: A Review of Research, Manpower Research
Mowgraph No. 13, 1970 (summary; GPOSO.60).

NTISPB 186526; MAThe Neighborhood Youth
Corps: A Review of Research, Manpower Research
Monograph No. 13, 1970 (summary; GPOS0.60) ;
"Youth Corps PayWhere It Goes," Manpower, voL
2, No. 2, February 1970, pp. 29-3L

NTISPB 190927.

MISPB 190037 (voL I) ; NTISPB 190038 (vol.
II) ; NT1SPB 190039 (voL HI).

NTISPB 193299 ; Career Ladders in. the Food Service
Industry, National Restaurant Association, 1530 Lake
Shore Drive, Chicago, Ill. 60610, January 1971 (sum-
mary).
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Contractor, Investigator( .), Contract No., and
Title of Report

3.2.06
Fordham UniversityMary G. Powers, Gerald M.

Shattuck, Charles Elliott, No. 41-7-010-34
The Job Supervisor's Role in Neighborhood Youth
Corps Programs for Out-of-School Youth

3.2.07
George Washington University, TheRegis H. Wal.

ther, No. 41-7-004-09
A Study of the Effectivesess of Selected Out-of-School
Neighborhood Youth Corps Programs, Phase HI (A
Study of NYC-1 Projects)

3.2.08
George _Washington University, TheRegis H.

Walther, No. 41-9-001-09
A Study of Negro Male High School Dropouts Who
Are Not Reached by Federal Work-Training Programs

3.2.09
Kennedy Memorial, The Robert F.Frederick Adrian

Siegler, No. 41-9-006-09
On Hustling

3.2.10
Labor Statistics, Bureau ofVera C. Perrella, No.

41-0-001-09
Stadents and Summer Jobs; Young Workers and
Their Earnings

3.2.11
Michigan, The University ofRobert L Kahn and

Robert P. Quinn, No. 41-8-002-24
Turnover and Training: A Social-Psychological Study
of Disadvantaged Workers

3.2.12
Minnesota, University ofRichard E. Sykes, with

chapters by Popie Mohring, Fraine Whitney, and
Duane Wallen, No.41-7-008-25

A Pilot Study in Observational Measurement of Behav-
ioral Factors Associated with Increased Employability
of Out-of-School Neighborhood Youth Corps Enrollees

230

Swarm of Copies (See abbreviadon key and
eXpOft p. 211)

NTISPB 194711.

NTLSPB 187933.

NTISPB 202110.

Monthly Labor Review, February 1"-'71, pp. C5-61;
July 1971, pp. 3-11, respectively. Reprinted with addi-
tional data as Special Labor Force Reports Nos. 129
and 132 (Washington: U.S. Department of Labor,
Bureau of Labor Statistics, 1971).

NTISPB 194775.

NTISPB 189034.
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Contractor, haressigasor(s). Co ',tract No., and Soarer ot Copies Me abloveiogiess key endTisk ol Report

explessetiosa, p. 211)
3.2.13
Minnesota, University ofR. Frank Falk, No.

41-8-003-25
The Frontier of Action: New Careers for the PoorA
Viable Concept

3.2.14
National Analysts, Inc.Gerald D. Robin, Nos.

41-7-001-40 and 81-40-66-18
An Assessment of the In-Public School Neighborhood
Youth Corps Projects in Cmcinnati and Detroit, with
Special Reference to Summer-Only and Year-Round
Enrollees; Interview Schedule Supplement

3.2.15
National League of aties--Floyd A. Decker, Andrew

B. Horgan III, and Lawrence A. Williams, No.
41-8-001-09

Municipal Government Efforts to Provide Career
Employment Opportunities for the Disadvantaged

3.2.16
New York, The Research Foundation of State Univers-

ity of, BuffaloJohn E. Drotning, David B.
Lipsky, and Myron D. Fottler, No. 41-8-005-34

Jobs, Education, and Training: Research of a Project
Combining On-the-Job and Literacy Training for the
Disadvantaged, Phase 1

3.2.17
New York UniversityRaymond A. Katzell, Robert B.

Ewen, and Abraham K. Korman, No.
41-8-006-34

The Job Attitudes of Workers from Different Ethnic
Backgrounds

3.2.18
North Star Research and Development Institute--Guy

H. Mlles, No. 41-7-006-25
Survey of Recent Literature Relevant to Opdmizing
the Benefits of Neighborhood Youth Corps Projects
for Rural Youth

NTISPB 191291.

NTISPB 183081; NTISPB 183082 (interview
schedule supplement) ; MAThe Neighborhood Youth
Corps: A Review of Research, Manpower Research
Monograph No. 13,1970 (summary; GPO-40.60).

NTISPB 189912; "City Jobs: inch Potential for the
Poor," Manpower, voL 2, No. 5, May 1970, pp. 12-15.

NTISPB 183331.

NTIS--PB 194777.

NTISPB 184980; MAThe Neighborhood Youth
Corps: A Review of Research, Manpower Research
Monograph No. 13,1970 (summary; GPO-40.60).
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Contractor, Investigator( s), Contract No., and
Title of Report

3.2.19
North Star Research and Development InstituteGuy

H. Miles, No. 41-7-006-25
Phase IOptimizing the Benefits of Neighborhood
Youth Corps Projects for Rural Youth

3.2.20
North Star Research and Development InstituteGuy

H. Miles, William F. Henry, and Ronald N. Tay-
lor, No. 41-7-006-25

Final Report on Optimizing the Benefits of Neighbor-
hood Youth Corps Projects for Rural YouthPhase
2: A Follow-Up Study of 1144 Young Adults

3.2.21
Rice UniversityEdwin Harwood and Robert Olasov,

No. 41-7-003-46
Houston's Out-of-School Neighborhood Youth Corps:
A Comparative Observational Study of the NYC's
Impact on the Work Attitudes and Job Futures of
Poverty Youths

3.2.22
Staten Island Mental Health SocietyWallace Man-

dell, Sheldon Blackman, and Clyde E. Sullivan,
No. 41-7-009-34

Disadvantaged Youth Approaching 1nt World of
Work: A Study of NYC Enrollees in New York City

3.2.23
Wright Institute, TheEdward M. Opton, Jr., No.

51-05-69-04
Factors Associated with Employment Among Welfare
Mothers

932

Source of Copies (See abbreviation key and
explanation, p. 211)

NTISPB 184977; MAThe Neighborhood Youth
Corps: A Review of Research, Manpower Research
Monograph No. 13, 1970 (summary; GP0$0.60) ;
MA"The Neighborhood Youth Corps in Rural
Areas," Farm Labor Developments, March 1969 (arti-
cles).

NTISPB 185881; MAThe Neighborhood Youth
Corps: A Review of Research, Manpower Research
Monograph No. 13, 1970 (summary; GP0$0.60).

NTISPB 184978; MAThe Neighborhood Youth
Corps: A Review of Research, Manpower Research
Monograph No. 13, 1970 (summary; GP0$0.60).

NTISPB 189015; MAThe Neighborhood Youth
Corps: A Review of Research, Manpower Research
Monograph No. 13, 1970 (summary; GP0$0.60).

NTISPB 201109.



3.3 LIST OF REPORTS COMPLELLV, FISCAL YEARS 1969771
Development Contracts and Grants Under the MDTA and the EOA

Institution. Contract or Grant No., Source of Copies (See abbreviation key
and Title of Report and explanation, p. 211)

3.3.01
Abt Associates, Inc.No. 82-30-70-16
An Assessment of the Experimental and Demonstration
Interstate Program for South Texas Migrants

3.3.02
Adult Education Center, Inc.No. 92-20-68-07
Business Training with Business Speech (A Partner-
ship Between Business and Government)

3.3.03
Arizona State UniversityNo. 43-8-014-13 NTISPB 201217.
Participant-Observer Methodology

3.3.04
Boston Planning DepartmentNo. 92-23-67-16 NTISPB 199770.
Work Adjustment Problems of Employed Low-Income
Workers: Review of Professional Literature of the
1960's

NTISPB 199487.

3.3.05
Boys Residential Youth CenterNo. 82-07-66-64 NTISPB 199502.
The Boys Residential Youth Center (Effect of Innova-
tive, Supporting Services in Changing Attitudes of
"High Risk" Youth)

3.3.06
Business and Industrial Coordinating Council (BICC) NTISPB 199766.

No. 82-32-67-11
Skill Escalation and Employment Development:
Project SEED

3.3.07
California Nurses' AssociationNo. 92-05-68-02 NTISPB20I164.
Student Nurses' Association of California Recruitment
Project

3.3.08
Campfire Girls, Inc., and Girl Scouts of the U.S.A. NTISPB 199524.

No. 82-34-68-02
An Experimental Project for Administrative Trainees

237



238 3.3 MDTA and EOA Development Contracts and Grants Completed, Fiscal Years 1969-71

Institution, Contract or Grant No., Source of Copies (See abbreviation key
and Title of Report and explanation, p. 211)

3.3.09
Chicago Conference on Religion and RaceNo. NTISPB 199133.

82-15-68-51
Tri-Faith Trucking Terminal Employment Project,
Final Report, July 1, 1968-December 31, 1969

3.3.10
Citizens' Committee on YouthNo. 82-37-67-53 NTISPB 199765.
The Urban Conservation Project (An Experiment in
Using Housing Renovation in an Urban Renewal Area
to Train Unemployed Youth)

3.3.11
Citizens' Committee on YouthNo. 82-37-67-53 NTISPB 199765.
The Urban Conservation Project, Basic Skills Orien-
tation

3.3.12
Citizens' Committee on YouthNo. 82-37-69-01 NTISPB 199516.
Final Report, The Urban Conservation Project, II

3.3.13
Colorado State UniversityNo. 82-06-66-62
Mental Health and Manpower (Employment Adjust-
ment for Mental Patients)

3.3.14
Colorado State UniversityNo. 82-06-69-11
The Manpower Laboratory: Applied Problems in Man-
power Development (Nine volumes)

3.3.15
Community Progress, Inc.No. 82-07-66-105
The Discovery Method

NTISPB 199552.

NTISPB 199512.

3.3.16
Drake University Pre-Retirement Planning Center NTISPB 199495.

No. 82-17-66-61
A Program to Prepare Older Workers for Retirement
and Interest Community Groups in Pre-Retirement
Planning

3.3.17
Drake University Pre-Retirement Planning Center NTISPB 199526.

No. 82-17-67-57
Pre-Retirement Planning Center, Annual Report, Sep-
tember 1, 1968 to August 31, 1969
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Institution, Contract or Grant No., Source of Copies (See abbreviation key
and Tide of Report and explanation, p. 211)

3.3.18
Educational Computer Corp.Nos. 82-40-67-56 and NTISPB 199976.

82-32-70-06
Final Report, The SMART/SNAP Project

3.3.19
Employment Security, Bureau of, U.S. Department of NTISPB 199179.

LaborNo. 82-09-66-81
Increasing the Employability of Applicants in Profes-
sional Occupations

3.3.20
Employment Security, Bureau of, U.S. Department of NTISPB 199523.

LaborNo. 82-09-66-82
Extending Employment Services to Older Workers
Through Neighborhood Centers Manned by Volunteers

3.3.21
Epilepsy Foundation of AmericaNo. 82-09-66-28
The Multi-Troubled Jobseeker: The Case of the Job-
less Worker with a Convulsive Disorder

3.3.22
Evaluation Technology Corp.Nos. 42-9-003-05 and

42-0-001-05
NYC Goes to a Community College, 1970

3.3.23
Evaluation Teolmology Corp.Nos. 42-9-003-05 and

42 0 001-05
Summer NYC Goes to a Community College, 1971

NTISPB 201478.

3.3.24
Goodwill Industries Vocational ServiceNo. NTISPB 199385.

82-20-47
The Vocational Rehabilitation of the Youthful
Offender

3.3.25
City of Hartford, Department of Public WelfareNo. NTISPB 199403.

87-07-66-14
Hartford Labor Mobility Demonstration Project
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Institution, Contract or Grant No., Source of Copies (See abbreviation keyand Tide of Report and explanation; p. 211)

3.3.26
Hospital Research and Educational Trust of New NTISPB 199112.

JerseyNo. 92-32-70-01
Student Health Opportunities Program, A Summer
Youth Employment Program

3.3.27
Household Employment Association for Re-evaluation NTISPB 199498.

and TrainingNo. 82-40-68-28
The Heart Report: A Household Employment Train-
ing, Counseling, Job Development and Placement Pro-
gram

3.3.28
Household Management, Inc.No. 82-34-68-32 NI1SPB 200128.
An Experimental and De=onstration Program to Im-
prove the Status of Household Employment

3.3.29
Houston, University ofNo. 82-46-67-15 NTISPB 19908L
Retooling Our Human Resources for the Space Age

3.3.30
Howard University, Institute for Youth StudiesNo. NTISPB 199127; MAMDTA Experimental and82-08-43 Demonstration Findings No. 9.
New Careers for the Disadvantaged in Human Service
(An Innovative Work-Traing Effort Combining So-
cial Rehabilitation and Occupational Change)

3.3.31
Hull House AssociationNo. 42-7-015-15
WORK KAMP (Work Oriented, Residential, Pre-Vo-
cational Training Program for Out-of-School, Out-of-
Work Teenagers)

NTISPB 199135.

3.3.32
Human Interaction Research InstituteNo. NTISPB 199438.

82-05-68-03
A Study of Successful Persons from Seriously Disad-
vantaged Backgrounds

3.3.33
Humanic Designs CorporationNo. 82-34-70-04 NTISPB 199129-
A Har.dbook for Upgrading Low-Skill Workers
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Institution, Contract or Grant No., Source of Copies (See abbreviation keyand Tide of Report and explanation, p. 211)

3.3.34
Humanic Designs CorporationNo. 82-34-70-04 NTISPB 201148.
Upward Mobility for the Underemployed Worker
(Issues and Problems Series/Manpower and Mobil-
itY)

3.3.35
Httmanic Designs CorporationNo. 82-34-70-04 NTISPB 201149.
Follow-up Analytic Study of a Three-Qty Upgrading
Program

3.3.36
Illinois Bureau of Employment SecurityNo. NTISPB 199120.

92-15-69-22
Human Services Manpower Career Center, The First
Year, December 1970

3.3.37
Illinois JOBSNc. 37-15-66-04 N11SPB 199767.The Chicago JOBS Labor Mobility Demonstration
Project

3.3.38
Iowa Employment Security CommissionNo. Nnspg 199445.87-17-67-02
Iowa Labor MoBility Demonstration Project

32.39
Iowa State Manpower Development CouncilNo- NTISPB 199177.82-14-65
Manpower Development Connell: The Development of
a Comprehensive System of Human Resource Develop-
ment for Iowa

3.3.40
Jacksonville (Fla.) CIPTivber 3f CommerceNo.

92-10-68-03
Jobs for Jacksonville

3.3.41
Jewish Employment and Vocational Service (Philadel-

phia)No. 82-40-67-40
Work Samples: Sipaposts on the Road to Occupational
Choice (Real Job Tasks t, Assess Potential of the
Disadvantaged)

NTISPB 201966.
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Institution, Contract or Grant No., Source of Copies (See abbreviation key
and Tide of Report and en/lanai:ion, p. 211)

3.3.42
Jewish Vocational Service (Chicago) No. NTISPB 190178.

82-15-67-55
The Alpine Project (A Test of Three Techniques for
Assisting Chronically Unemployed Older Workers)

3.3.43
Jobs for Progress, Inc.No. 82-46-66-53
Operation SER, Service, Employment, Redevelopment
(Broadening Employment Opportunities for Mexican
Americans)

3.3.44
JOBS NOWNo. 82-15-68-08
Coaching In A Manpower Project

3.3.45
JOBS NOWNo. 82-15-68-08
JOBS NOWFmal Report for Phase I, Second Year
(Hire Now, Train Later Prcgram Emphasizing Orien-
tation, Coaching, and Employer Involvement)

3.3.46
Kansas State UniversityNo. 82-18-68-31
Homemaker Service Demonstxation Training Project:
Fmal Report

3.3.47
Kansas State UniversityNo. 82-18-68-31
Haraemaker/Home Health Aide Service: Conference
Follow-up Report

3.3.48
John F. Kenneay Family Service Center, Inc.No.

82-20-20
The Aging Worker - Irmights Into the Massachusetts
Problem

3.3.49
Lo-al Resources, Inc.No. 82-09-69-27
Opportunities Industrialization Centers: A v-ynthesis
and Analysis of Fifteen OIC Fmal Reports

3.3.50
Lefter, Sarah F.No. 82-22-67-41
Training and Employment of the Older Worker:
Recent Findings ;mil Ref-ommendations Based on
Older Worker Experimental and Demonstration Pro-
jects

NTISPB 199510.

NTISPB 199436.

NTISPB 199473.

NTISPB 199176.

NTISPB 19955L

N-ISPB 202482.
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Institution, Contract or Grant No., Source of Copies (See abbresiation key

and Title of Report
and explanation, p. 211)

3.3.51

Loyola University, Institute of Human RelationsNo.
82-20-67-51

Project REACH: Rural Employment Action and Coun-
seling Help

3.3.52

Maine, University ofNo. 43-9-009-21
An Experiment in Change (Final Report and Evalua-
tion of Girls Residential Youth Center, Portland,
MainePhase II)

3.3.53
Manpower Science Services, Inc.No. 82-24-70-23
Role Modeling, Role Playing: A Manual for Voca-
tional Development and Employment Agencies

3.3.54
Medical and Health Research Association of New York

City, Inc.No. 82,34-47-48
Toward A Career Ladder in Nursing: Upgrading
Nurses Aides to Licensed Practical Nurses Through A
Work-Study Program

3.3.55
Menswear Retailers of AmericaNo. 82-09-69-35
Ownership Opportunities Program

NTISPB 199771.

NTISPB 199426.

NTISPB 199840.

NTISPB 199441.

NTISPB 199402.

3.3.56

Ifichigan, The University of, Institute for Social MAMDTA Experimental Demonstration FmdingsResearchNo. 82-21-14 No. 7.
Inner-City Negro Youth in a Job Training Project: A
Study of Factori Related to Attrition and Job Success

3.3.57

Michigan, The University ofNo. 82-24-68-20
Job Development for the Hard-To-Employ

3.3.58
Minneapolis Rehabilitation Center, Inc.No. 87-25-

66-13

The Relocatioa of the Hard Core Unemployed, Phase I

NTISr. B 202461; MAYIDTA Experimental and
Demonstration Fmdings No. 4.

NTISPB 19920.

3.3.59
11,rmneapolis Rehabilitation Center, Inc.No. NTISPB 199501.

87-25-66-13

Rehlailitating and Relocating the Hard Core Unem-
ployed, Phase II
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Institution, Contract or Grant No., Source of Copies (See abbreviation key
and Tide of Report and explanation, p. 211)

3.3.60
Minneapolis Rehabtation Centex, Inc.No. 87-25- NTISPB 199506.

69-02
An Out-Migration System for the Unemployed

3.3.61
Mississippi State UniversityNo. 82-26-69-17 NTISPB 199482.
A Training Manual in Human Resource Development

3.3.62
Mississippi Systematic Training and Redevelopment NTISPB 199755.

(STAR) ProjectNo. 87-26-66-09
Mississippi Labor Mobility Demonstration Project

3.3.63
Mobile Area Committee for Training and Develop-

ment, Inc.No. 82-01-66-89

Project MACTAD (Mobile Area Committee for Train-
ing and Development)

3.3.64
Mobilization for Youth, Inc.No. 82,34-66-25
New Occupations Demonstration Project: New Health
Occupation Program

3.3.65
Mobilization for Youth, Inc.No. 82-34-66-25
New Careers: Making Post-secondary Education More
Access' Ile to New Careerists (A Conference Report)

3.3.66
Mobilization for Youth, Inc. No. 82-34-69-18
Establiqhing A New Career: The Social Health Tcrilni-
cian

3.3.67
Mobilization for Youth, Inc.No. 82-34-69-18
New Health Occupations Program: Selection Proce-
dure and Screening Instruments

3.3.68
Mobilization for Youth, Inc.No. 82-34-69-21
Comprehensive Report or WY Laboratory Activities
in 1970 (Two volumes)

NTISPB 199488.

NTISPB 199082.

NTISPB 201723.

NTISPB 199118.

NTISPB 201174.

NTISPB 201473.
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Institution, Contract or Grant No., Source of Copies (See abbreviation key
and Tide of Report and explanation, p. 211)

3.3.69
Mobilization for Youth, Inc.No. 82-34-69-21
Fulfilling the Potential of NYC-2 (Four parts: Inte-
grating Remedial Education Into NYC Training Pro-
grams; Criteria for the Selection and Training of NYC
Work Supervisors; New Directions in the Vocational
Counseling of NYC Trainees; The Utilization of
Industrial Advisory Committees to Increase Employ-
ment Opportunities)

NTISPB 199437.

3.3.70

Mobilization for Youth, Inc.No. 82-34-69-21 NTISPB 19948L
Industrial Guidelines for Undertaking a Hard-Core
Employment Prop-am: An Analytic Case Study of the
Experience of An Urban industrial Organization

3.3.71
Mobilization for Youth, Inc.No. 82-34-69-21 NTISPB 19943L
Problems of the Disadvantaged in Test-Taking

3.3.72
Mobilization for Youth, Inc.No. 82-34-69-21 NTISPB 199474.
The Work Sample: Reality-Based Assessment of Voca-
tional Potential

3.3.73
Mobilization for Youth, Inc., and Columbia University NTISPB 19941L

School of Social WorkNo. 82-34-66-12
The Youth Employment Problem: Some Fmdings and
Implications

3.3.74

Montana State Employment Service, Unemployment NTISPB 199439.
Compensation Commission of MontanaNo.
1101

Montana Labor Mobility Project

3.3.75

National Capital Area Child Day Care Association,
Inc.No. 82-09-68--43

Evaluation of Employer Sponsored Child Day Care
Center for Children of Department of Labor Employ-
ees, by A. L Nellum and Associates

3.3.76

Natk nal Ovil Service LeagueNo. 82-09-69-31
Public Employment and the Disadvantaged
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3.3.77
National Commission on Resources for Youth, Inc.

No. 42-7-001-34
Youth Tutoring Youth (Supervisor's Manual)

3.3.78
National Committee for Careers in Medical Technolo-

gyNo. 82-08-67
Laboratory Assistant Fuld Project

3.3.79
National Committee for Children and Youth, The

No. 82-34-68-15

Project CrossroadsPhase I (Pre-Trial Intervention
with First Offenders)

3.3.80
National Committee for Children and Youth, The

No. 82-34-68-15

Project Crossroads (Pre-Trial Intervention with First
Offenders), A Fmal Report

NTISPB 199527.

NTISPB 199768.

NTISPB 199504.

NTISPB 199131.

3.3.81
National Committee on Employment of YouthNo. NTISPB 199497; MAMDTA Experimental and92-34-69-08 Demonstration Fmdings No. 8.
Career Mobility for Paraprofessionals in Haman
Service Ageruiies

3.3.82
National Committee on Household EmploymentNo.

82-34-66-18
Curriculum for Training Household Workers

3.3.83
National Tire Dealers and Retreaders Association, NTISPB 199440.

Inc., TheNo. 92-09-69-09
Project OWN (Minority Enterprise)

3.3.84
National Urban LeagueNo. 82-34-67-28
Project Assist (A ProgTam to Motivate High School
Graduates to Acquire Remedial Education to Qr Alify
for Employment)

NTISPB 199080.

3.3.85
Neighborhood Centers AssociationNo. 82-46-67-14 NTISPB 199764.
An Outreach Demonstration: A Component of A Man-
power Program
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3.3.86
A. L Nellum and AssociatesNo. 82-09-68-10 " NTISPB 201722.
A Study of Manpower Development and Training Pro-
grams Which are Operating in Conjunction with Reha-
bilitation of Substandard Housing

3.3.87
A. L Nellum and AssociatesNo. 92-09-70-05 NTISPB 198985.
An Experiment in Employer Sponsored Day Cate

3.3.88
New Jersey Department of Labor and Industry, The NTISPB 199179.

No. 32-8-3027-000
The Employment Service Trains and Upgrades the
Low-Skill Worker

3.3.89
New York, The aty University ofNo. 42-9-007-34
Enrichment Services to Qualify the Disadvantaged for
College Entrance

3.3.90
New York, aty University of, Research Foundation

No. 82-34-69-34
The Occupational Structure of New York aty Hospi-
tals, by Eleanor G. Gilpatrick and Paul K. Corliss

3.3.91
New York, Gty linivezsity of, Research Fotmclation

No. 82-34-69-34
Technical Report No. 8 (Interim report through June
1970)

NTISPB 199086.

Praeger, 1970.

3.3.2
New York State Department of Labor, TheNo. NTISPB 201159.

82-54-68-07
The Syracuse Upgracrmg Project

3.3.93
New York State Division of PicoleNo. 82-34-66-71 NTISPB 199425.
Project Develop (Developing Educational-Vocational
Experience for Long-Term Occupational Adjustment
of Parolees)

" Funded jointly by the Department of Labor, Office of Eco-
nomic Opportunity, and Department of Housing and Urban
Development.
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3.3.94
North Carolina FundNo. 82-35-67-11
Manpower Improvement Through Community Effort
MITCE

NTISPB 199774.

3.3.95
North Carolina lianpower Development Corporation NTISPB 199522.

No. 87-35-68-06
North Carolina Mobility ProjectSupplementary
Report

3.3.96
Oak Ridge Assodated Universities, Inc.No.

82-45-66-100
Training and Technology (An Experiment in Using
Resources of Modern Industry to Train for High Level
Technical Jobs), Phase I

3.3.97
Oak Ridge Associated Universities, Inc.No.

82-45-69-09
The Development of Human Potential: Transition
from Experimental to Regular MDTA Program; with
Appropriate Modifications and Improvements

NTISPB 199518; NTISPB 199769, Technical
Training for the Disadvantaged (Proceedings of a
Workshop).

NTISPB 199513.

3.3.98
Oak Ridge Associated Universities, Inc.No. NTISPB 199513.

82-45-69-09
TAT Satellite Training Project with the National Ac-
celerator Laboratory, January 1970

3.3.99
Oak Ridge Associated Universities, Inc.No. NTIS--PB 200652.

82-45-69-09
Training and Technology, 1970 Annual Report, March
1971

3.3.100
OR;Opportunities Industrialization Center, Inc.

No. 82-52-68-11
Charleston Opportunities Industrialization Center

3.3.101
OICOpportunities Industrialization Center, Inc.

No. 22-36-68-13

Cincinnati Opportunities Industrialization Center
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3.3.102
OICDallas Opportunities Industrialization Center,

Inc.No. 82-46-68-17
Dallas Opportunities Industrialization Center

3.3.103
OICOpportunities Industrialization Center of Dan- NTISPB 199525.

phin County (Pa.), Inc.No. 82-40-67-07
Dauphin County Opportunity Industrialization Center

3.3.104
OICErie Opportunities Industrialization Center, Inc. NTISPB 199685.

No. 82 40 67 25
Erie Opportunities Industrialization Center

3.3.105
OICJacksonville (Fla.) Opportunities Industriali- NTISPB 199992.

zation Center, Inc.No. 82-10-68-35
Jacksonville Opportunities Industrialization Center

3.3.106
OICLittle Rock Opportunities Industrialization NTISPB 200064..

Center, Inc.No. 82-04-67-18
Little Rock Opportunities Industrialization Center

3.3.107
OICOpportnnities Indushialization Center West,

Inc.No. 82-05-67-08
Menlo Park/East Palo Alto Opportunities Industrial-
ization Center

3.3.108
OICMilwaukft Opportunities Industrialization

Center, Inc.No. 82-53-68-23
Milwaukee Opportunities Industrialization Center

3.3.109
OICSouthern New Jersey Opportunities Industriali-

zation Center, Inc.No. 82-32-68-14
Camden Opportunities Industrial Center

3.3.110
OICOpportunities Industrialization Center of Okla-

homa City and County, Inc.No. 82-38-67-21
Opportunities Industrialization Center of Oklahoma
City and County

NTISPB 199550.
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3.3.111
OICOmaha Opportunities Industrialization Center,

Inc.No. 82-29-68-12
Omaha Opportunities Industrialization Center

3.3.112
OICOpportunities Industrialization Center of Roan- NTISPB 199686.

oke Valley, Inc.No. 82-49-67-19
Opportunities Industrialization Center of Roanoke
Valley

3.3.113
OICSeattle Opportunities Industrialization Center,

Inc.No. 82-51-67-22
Seattle Opportunities Industrialization Center

3.3.114
OICOpportunities Industrializafion Center in Wash-

ington, D.C.No. 82-09-67-20
Opportunities Industrial Center in Washington, D.C.

3.3.115
President's Committee on the Employment of the

HandicappedNo. 82-15-66-95
Proprietary Products: Project Earning Power
(Experiment in Developing Outlet in Competitive
Market for Products of Sheltered Workshop)

3.3.116
Puerto Rican Forum, Inc.No. 82-34-68-04
Basic Occupational Language Training (B.O.L.T.),
September 1, 1967-January 31, 1969

3.3.117
Puerto Rico, Commonwealth of, Department of Labor,

Migration DivisionNo. 32-41-69-12
A Demonstration Program to Relocate, Stabilize and
Upgrade Puerto Rican Migrant Workers

3.3.118
Rancho Los Amigos HospitalNo. 82-05-66-36
An Experiment in Reducing Chronic Unemployment
Among the Physically Handicapped

3.3.119
Rehabilitation Center, Inc., TheNo. 82-16-66-42
Building Better Lives, A Program for the Utilization
of the Evansville Rehabilitation Center for Manpower
TrainingPhases I and II

NTISPB 199549.

NTISPB 199517.

NTISPB 199383.

NTISPB 201469.

NTISPB 199415.

NTISPB 199183.

NTISPB 199087.
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3.3.120
Rehabilitation Research Foundation, TheNo. NTISPB 199763; MAMDTA Experimental and

82-01-67-36 Demonstration Findings No. 6.

The Draper Project, Final Report, Vol. I, Training
and Placement of the Youthful Inmates of Draper
Corgectional Center

3.3.121
Rehabilitation Research Foundation, TheNo. NTISPB 201478.

82-01-67-36
The Draper Project, Final Report, Vol. II (Guidelines
for Administrator, Counselor, Instructor, and Job
Developer in Prison Programs)

3.3.122
Rehabilitation Research Foundation, TheNo.

82-01-67-36
The Draper Project, Final Report, Vol. III, How To
With P.I. (A Systematic Approach to the Use of
Programmed Instruction)

3.3.123
Rehabilitation Research Foundation, TheNo. NTISPB 199401; MAMDTA Experimental and

82-01-67-36 Demonstration Findings No. 3.
Manpower Development and Training in Cor ectional
Programs

3.3.124
Rehabilitation Research Foundation, TheNo.

82-01-69-06
The Experimental Manpower Laboratory for Correc-
tions, Phase I

3.3.125
Rehabilitation Research Foundation, TheNo.

82-01-69-06
The Experimental Manpower Laboratory for Correc-
tions, Phase II

3.3.126
Residential Youth Center of Downeast, -Women in

Community Service (WICS), Inc.No.
42-7-006-21

Use of A Residential Center to Serve Girls Rejected
by Women's Job Corps
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3.3.127
Richardson, Bellow, Henry & Company, Inc.No. NTISPB 202200.

82-09-69-32
A Study of the Feasibility of Predicting Job Tenure
Among Employment Service Applicants through the
Use of Biographical 'aformation

3.3.128
Sage Hill Camp, Inc.No. 92-6-67-14 NTISPB 199483.
Program Experimentation Project on Special Summer
Camp and Followup on Youth Activities to Break the
Poverty Cycle

3.3.129
Saint Louis UniversityNo. 42-8-005-27 NTISPB 199519.
A Guide for Summer Youth Employment Programs

3.3.130
St. Mary's Dominican CollegeNo. 82-20-67-12 NTISPB 202460.
Secretarial Training with Speech Improvement

3.3.131
San Francisco Unified School DistrictNo. NTISPB 199507.

82-05-67-46
A Trainee Upgrading Project for Newly Appointed
Federal Civil Service Employees in the San Francisco
Bay Area

3.3.132
Santa Clara County Medical SocietyNo. NTISPB 200152.

92-05-68-10
Fmal Report, Military Health Manpower Project

3.3.133
Shelley, E. F., and Company, Inc.No. 87-34-69-01
Worker Relocation : A Review of U.S. Department of
Labor Mobility Demonstration Projects

NTISPB 199499.

3.3.134
Shelley, E. F., and Company, Inc.No. 82-34-70-26 NTISPB 199153.
Upgrading the Workforce: Problems and Possibilities

3.3.135
Skill Achievement InstituteNo. 82-34-68-19
Upgrading the Underemployed in the Work Environ-
ment

2 8
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3.3.136 .

Skill Upgrading in ClevelandNo. 82-37-69-04
SUIC: Improving Opportunities Through In-Plant
Training

3.3.137
Skill Upgrading, Inc.No. 82-22-68-45
Skill Upgrading in Baltimore

Source of Copies (See abbreviation key
and explanation, p. 211)

NTISPB 199515.

NTISPB 200290.

3.3.138
South CaIolina Department of CorrectionsNo. NTISPB 199443.

82-43-66-98
Project First Chance (Training, Job Placement, Social
Services, and Half-way House Facilities for Prison
Inmates)

3.3.139
South Florida, The University of, Learning Center for NTISPB 199084.

Personal EmployabilityNo. 82-10-66-56
Educational, Vocational and Personal Services for
Undereducated High School Graduates

3.3.140
Teamsters, Joint Council of, No. 42, Los AngelesNo. NTISPB 199083.

82-05-67-38
Transportation Opportunity Proam (TOP)

3.3.141
Training and Research Institute for Residential Youth

Centers, Inc.No. 42-9-001-7
The Training and Research Institute for Residential
Youth Centers, Inc., A Final Report

3.3.142
Trimble Associates, Inc, M. K.No. 82-11-71-05
National Pilot Program on Household Employment

3.3.143
Trimble Associates, Inc., M. KNo. 82-11-71-05
Three on a Single Theme

3.3.144
Tuskegue InstituteNo. 82-01-66-35
An Experimental Training Program for Rural South-
ern Heads of Households with Low Marketable Skills

NTISPB 193384.

NTISPB 199476.

NTISPB 199134.

NTISPB 199158.
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3.3.145
United States Research and Development Corp.No.

82-34-68-37

Industrial Manpower Center, the First Year

3.3-146
Urban Institute, TheCharles C. HoltNo.

82-09-68-44
Inflation, Unemployment and Manpower Policy

Source of Copies (See abbreviation key
and explanation, p. 211)

NTISPB 199117.

The Urban Institute, Washington, D.C., 1970; "How.
Can the Phillips Curve Be Moved to Reduce Both
Inflation and Unemployment?" and "Job Search,, Phil-
lips' Wage Relations, and Union Influence: Theory
and Evidence," The Microecorzomic Foundations of
Employment and Inflation Theory, Edmund S. Phelps,
ed., W. W. Norton & Company, Inc., New York, 1970
($9.50) ; "Improving the Labor Market Trade-Off
Between Inflation and Unemployment," The American
Economic Review, 7oL 50, No. 2, May 1969, pp.
135-146; Charles C. Holt, C. Duncan MacRae, Stuart
0. Schweitzer, and Ralph E. Smith, The Unemploy-
ment Inflation Dilemma: A Manpower Solution
(Urban Institute Monograph, 350-27, 1971) ; Charles
C Holt, C. Duncan MacRae, Stuart 0. Schweitzer, and
Ralph E. Smith, "Manpower Programs to Reduce
Inflzeion and Unemployment: Manpower Lyrics for
Mac.o Music" (Urban Institute Paper, 350-28, 1971) ;
C L'uncan MacRae and Stuart 0. Schweitzer, "Help-
W anted Advertising, Unemployment, and Structural
Chang in the Labor Market," Industrial Relations
Research Association, Proceedings of the Twenty-
Third Annual Winter Meeling (350-23, in process) ;
Charles C. Holt, C. Dimcan MacRae, and Stuart 0.
Schweitzer, "Job Search, Labor Turnover, and the
Phillips Curve: An International Comparison," Ameri-
can Statistical Association, 1970, Proceedings of the
Business and Economks Section (350-24, in process) ;
Ralph E. Smith and Charles C. Holt, "A Job Search-
Turnover Analysis of the Black-White Unemployment
Ratio," Industrial Relations Research Association,
Proceedings of the Twenty-Third Annual Winter Meet-
ing (350-26, in process) ; Harvey A. Garn, Ralph E.
Smith, and Richard Wertheimer III, "Planning, Alloca-
tion and Control in a Decentralized, Comprehensive
Manpower Program" (Urban Institute Paper, 350-31,
June 1971).
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3.3.147
Vanderbilt UniversityNo. 92-45-68-08
Final Report, Upgrading Hospital Employees Through
After-Hour Education

3.3.148
Vera Institute of JusticeNo. 82-34-68-09
The Manhattan Court Employmert Project: Phase I:
A Pre-Trial Intervention Program

3.3.149
Villa Loretto SchoolNo. 82-34-67-63
Project Rejoin (Use of Residential Programs to Pro-
vide Social and Vocational Adjustment for Adolescent
Girls)

3.3.150
Vocational Guidance Service (Houston) No.

42-7-009-46
A Work-study Program for Socioeconomically
Deprived Delinquent Youth

3.3.151
Vocational Guidance Service (Houston) No.

32-46-68-42
A Job Placement and Group Vocational Gnidance Pro-
gram for Culturally Deprived High School Youth:
Phase I

3.3.152
Vocational Guidance Service (Houston) No.

82-46-68-42.
Ctx-eer Guidance Through Groups, A Job Placement
and Group Vocational Guidance Service For High
School Youth, Phase II

3.3.153
The Greater Washington Central Labor Council,

AFL-CIONo. 82-09-68-18
Project Build: Pre-Apprenticeship in Construction
Trades for Disadvantaged Youth

NTISPB 199991.

NTISPB 199128.

NTISPB 199528.

NTISPB 199442.

NTISPB 199432.

NTISPB 199475.

NTISPB 199i(t2.

3.3.154
The Greater Washington Central Labor Council, Nris__Es 199085.

AFL-CIONo. 82-09-69-37
Project Build: Pre-Apprenticeship in Construction
Trades for Disadvantaged Youth; Skill Training for
Adults to Attain Journeymen Status
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3.3.155
Washington (D.C) Urban League, Inc.No. NTISPB 199103.

82-05-68-30
Project SURGE (Services United for Rfteponsilde snd
Gainful Employment)

3.3.156
Washington State Employment Seturity Department NTISPB 199491.

No. 1182
Washington L alicr Mobility Demonstration Project

3.3.157
Willmart Services, Inc.No. 82-09-67-39 NTISPB 199529.
Upgrading the Household Worker

3.3.158
Wisconsin, The University ofNo. 92-53-70-04 NTIS---PB 199511.
Interagency Cooperation Ind Institutional Change

3.3.159
Work Training Program, Inc. (Santa Barbara) No. NTISPB 199505.82-04-37
Work Training Program (An Experimental and Dem-
onstration Program for Economically and Socially
Disadvantaged Individuals)

3.3.160
Young Women's Christian Association of the United NTISPB 199503.States of America, National BoardNo.

42-8-007-34
Business Office Culture Project

3.3.161
Youth House, TheNo. 82-34-66-85 NTISPB 199489.Project GET SET (Group Employability, Training,
Specialized Educational Tasks)

3.3.162
Youth Services Agency (New York City) No. NTISPB 199435.

82-34-67-29
Esopus Prep (A Residential School for Seriously Dis-
advantaged Youth)
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Identification of Report Source of Copies

GRANTEE: Atlanta University, Atlanta, Ga.; Grant Nos. 91-11-66-60,91-11-67-31,
91-11-68-63,91-11-70-04, and 31-13-71-05

3.4.01

The Black MBANot Qualified?or Wisunderstood, Personnel Journal, voL 48, No. 10, October 1969, pp.
by Alice E. Kidder and Patricia Maras 818-822.

3.4.02
Economic Development and Employment: A Case NTISPB 193392.
Study of the State of Georgia (Master's Thesis), by
Prem Prakash

3.4.03
Employment Creation Effects of Negro Business, With NT1SPB 189418.
Particular Emphasis on Negro Teenage Employment
Potential, by David Kidder and Alice E. Kidder

3.4.04

Employment Experience After MDTA Training- A NTISPB 190053.
Study of the Relationship Between Selected Trainee
Characteristics and Post-Training Experience (Ph.D.
Dissertation), by Benjamin Michael Trooboff

3.4.05
Employment Opportunities for Negroes in Health NTISPB 190060; Journal of Negro Education,
Related Occupations, by Benjamin Michael Trooboff Winter 1969.

3.4.06
Racial Integration in Southern Kaaagement Positions, The Southern Journal of Business, voL 5, No. 4,
by Alice E. Kidder and James A. Hefner October 1970, pp. 69-77; "The Minorities and Man-

agement," Atlanta Economic Review, February 1971.

3.4.07
Racial Relative Incomes, Discussion Papers on, by Center for Manpower Studies, Atlanta University, At-
Alice E. Kidder; Flournoy Coles, and Orley Ashenfeker lanta, Ga. 30314,1969-70.
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Identification of Report Source of C;plee

GRANTEE: Iowa State University of Science and Technology, Ames, Iowa; Grant Nos. 91-17-66-61,
91-17-67-32, 91-17-68-64,91-17-69-58, and 31-19-71-04

3.4.08
An Analysis of Iowa's Job Training Priorities Based NTISPB 190059.
on Manpower Projections for 1975, by Catherine A.
Pa lambs

3.4.09
Coordination in Obtaining and Vitalizing Manpower Summer Research Institute on Manpower Surveys forData for Vocational-Technical Educational Planning, Vocational-Technical Educational Planning, University
by Edward B. Jakubauskas of Connecticut, Storrs, Conn.

3.4.10
Creativity and Innovation in Manpower Research Industrial Relations Center, Iowa State University,
Action Programs, Proceedings of the Third Annual Ames, Iowa 50010, May 1970.
Summer Manpower Research Institaite, Editors Neal A.
Palomba and Edward B. Jakubauslcas

3.4.11
The Effects of iNfferent Leadership Styles on Group NTISPB 189428.
Performance: A Field Experiment (Ph.D. Disserta-
tion), by Anthony J Really III

3.4.12
An Examination of Frared Farm Workers on iowa NTISPB 183783.
Farms (Master's Thesis), by Kenneth Harry Heitman

3.4.13
An Interdisciplinary Approach to Manpower Research, NTISPB 193398; Industrial Relations Center, IowaProceedings of the First Annual Summer Research State University, Ames, Iowa 50010,1968.
Institute, Editors Neal A. Palomba and Edward B.
Jakubauskas

3.4.14
Job Vacancies in Iowa Manufacturing Establishments,
March 1968 to August 1968, voL 3, No. 1, by Edward
B. Jakubauskas and Neil A. Palomba

3.4.15
Job Vacancies in Iowa Manufacturing Establishments,
September 1968 to February 1969, voL 3, No. 2, by
Edward B. Jakubauskas and Neil A. Palomba

3.4.16
Job Vacancies in Iowa Manufacturing Establishments,
March-August 1969, voL 4, No. 1, by Edward B. Jaku-
bauskas and Neil A. Palomba

NTISPB 190044.

NTISPB 190045.

NTISPB 189913.
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3.4.17
Job Vacancies in Iowa Manufacturing Establishments,
September 1969 to February 1970, voL 4. No. 2, by
Edward B. Jakubauskas and Neil A. Palomba

NTISPB 189913.

3.4.18
Job Vats:cies in Iowa Manufacturing Establishments, NTISPB 19984S.
March-August 1970, vol. 5, No. 1, by Neil A. Pa lomba,
Catherine A. Palomba, and Edward B. Jakubauskas

3.4.19
A Maximizing Model of Occupational Decision-Mak-
ing, by Donald R. Ka ldor and Donald G. Zytowski

3.4.20
The National Farmers Organization and the Prisoners
Dilemma: A Game Theory Prediction of Failure, by
J. Ronnie Davis and Neil A. Palomba

3.4.21
OJT and the Older Worker, by Edward B. Jakubaus-
kas

3.4.22
On-the-Job Training and Reemployment of the Older
Worker, by Edward B. Jalaibauskas and Vienna
Taylor

3.4.23
Patterns of Retirement of College Professors and
Related Institutional Policies (Master's Thesis), by
Lyndon Thomas Thompson

3.4.24
Proceedings of the Conference on Consumer Protec-
tion for the Poor, by James A. Socicnat

3.4.25
Relationships of Equivalent Scales on Three Interest
inventories, by Donald G. Zytowski

3.4.26
Report on Congressional Activities Affecting the
Aging, by Edward B. Jakubauskas

3.4.27
Resolving of Unrest in the Public SectorThe Use of
Neutrals in the Public Sector, by Harold W. Davey

Personnel and Guidance Journal, April 1969, pp.
781-788.

Social Science Review, February 1970.

GPO, Washington, July 1968.

Industrial Gerontology, voL 1, No. 2, June 1969, pp.
10-18.

NTISPB 191084.

NTISPB 193396; Industrial Relations Center, Iowa
State University, Ames, Iowa 50010, January 1969.

Personnel anii Guidance Journal, voL 47, 1968.

Proceedings of a Seminar on Serving the Older
Worker, Iowa Employment Security Common, Des
Moines, Iowa, August 1968.

Labor Law Journal, August 1969, pp. 529-538.
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Identification of Report

3.4.28
kructuring Grievance Arbitration Procedures: Some

Modest Proposals, by Harold W. Davey

Source of Copies

Iowa Law Review, voL 54, No. 4, February 1969.

3.4.29
Role of the Mass Media in the Racial Crisis, Proceed- NTISPB 18943L
ings from a Seminar, Editor Louis M. Thompson, Jr.

3.4.30
The Social Sciences and Manpower Research, Proceed--
ings of the Second Annual Summer Manpower
*search Institute, Editors Neil A. Palomba and
Edward B. Jakubauskas

3.4.31
Stability and Real Economic Growth: An International
Comparison, by Neil A. Palomba

3.4.32
Statement by Edward B. Jakubauskas

3.4.33
Strike Activity and Union Membership: An Empirical
Approach, by Neil A. Palomba

3.4.34
A Test of Criterion Group Sampling Error in Two
Comparable interest Inventories, by Donald G. Zyt-
owski

NTISPB 193397; Industrial Relations Center, Iowa
State University, Ames, 14:via 50010, 1969.

Kyklos, voL 22, Fasc. 3, 1969, pp. 589-592.

Sesta.74. Hearings, 91st Cong., 1at sess., U.S. Senate
Special Committee on Aging, Part 1, Des Moines,
Iowa, Sept. 8, 1969 (GPO, 1970$0.55).

University of Washington Business Review, `rmter
1969.

Measurement mut Evaluation in Guidance, voL 2,
1969.

3.4.35
Union-Management Cooperation Revisited, by Harold Business Prospective:, voL 4, No. 2, Winter 197,8, pp.W. Davey 4-10.

3.4.36
The Uses and Misuses of Tripartite Boards in Grievance
Arbitration, r y Harold W. Davey

3.4.37
Vocational Behavior: Readings in Theory and
Research, by Donald G. Zytowski

Developments in. Americaa and Foreign Arbitration,
Proceedings of the 21st Meeting of the National Acad-
emy of Arbitrators, the Bureau of National Affairs,
Inc., Washington, 1968, pp. 152-179.

Holt, Rinehart, and Winston, Inc., New York, August
1968.
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GRANTEE: University of Maine, Orono, Maine; Grant Nos. 91-21-66-63,91-21-67-34,
91-21-68-66,91-21-69-60, and 31-23-71-01

3.4.38
The American Success Ethos, and Vocational-Ted),
nical Students (Master's Thesis), by Steven B. Wil-
liams

3.4.39
Educational and Occupational Aspirations and Expec-
tations of High School Students in the State of Maine,
by Bhopinder S. Bo laria

3.4.40
Employment Opportunities in Maine Through Oil
Refinery Development: A Position Paper, by Roderick
A. Forsgren, James A. Wilson, Kevin P. Dailey, and
Harold Price

3.4.41
Maine's Migration: What We Know and What We
Need to Know

3.4.42
rAanagement's Attitudes and Evaluations of Govern-
ar.ent Training Progranis and Government Subsidiza-
tion for Industrial Training

3.4.43
Manpower Utilization in Maine, A Research Report,
by David IL Clark, William F. Stone, and Stephen L
Finer

3.4.44
Migration of Maine's University Graduates

3.4.45
Occupational Choice, Career Plans, Work-Values and
Work-Orientations of Nursing Students, by Bhopinder
S. Bolaria and Steven B. Williams

25

NTISPB 202547.

NTISPB 202494.

NTISPB 202495.
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NTISPB 182144; ERICMP 000785 ($1.45, Mf
$0.25) ; Manpower Research Bulletin No. 1, Manpower
Research Project, South Stevens Hall, University of
Maine, Orono, Maine 04473.

NTISPB 189429; Manpower Research Bulletin No.
3, Manpower Research Project, South Stevens Hall,
University of Maine, Orono, Maine 04473.

NTISPB 190394; Manpower Research Bulletin No.
4, Manpower Research Project, South Stevens Hall,
University of Maine, Orono, Maine 04473.

NTISPB 182145; ERICMP 000786 ($1.45, Mf
$0.25) ; Manpower Research Bulletin No. 2, Manpower
Research Project, South Stevens Hall, University of
Maine, Orono, Maine 04473.

NTISPB 202371.
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3.4.46
Occupational Choice, Career Plans, Work-Values and
Work-Orientations of Students in Vocational-Tech-
nical Schools, by Bhopinder S. Bolaria and Steven B.
Williams

GRANTEE: Memphis State University, Memphis, Tenn., with The University of Mississippi,
University, Miss.; Grant 31-45-70-03

3.4.47
Mississippi's Population (1960-70) : A Provisional NTISPB 199841 ; Bureau of Business and Economic
Analysis, by Kenneth Hollman and Brian S. Rungeling Research; The University of Mississippi, University,

Miss. 38677.

3.4.48
1970 Population Data Book for Tennessee Counties, Bureau of Business and Economic Research, Memphis
by Donald E. Pursell State University, Memphis, Tenn. 38111.

GRANTEE: Norfolk State College, Norfolk, Va.; Grant Nos. 91-49-66-66, 91-49-67-37,
91-49-68-69, 91-49-69-63, and 31-51-71-03

3.4.49
The Current Concept, Manpower, by Samuel T. Vassar Industrial and Community Relations Seminar for

Vocational-Technical Teachers at the Norfolk Techni-
cal-Vocational Center, Feb. 22, 1971.

3.4.50
Current Social and Economic Developments; Their Manpower Contribution No. 4, Norfolk State College,
Implications for Manpower Programs, Report of the Norfolk, Va. 23504.
Fourth Manpower Symposium at Norfolk State
College, Mu 1970

3.4.51
An Evaluation of the Norfolk Summer Job Program, NTISPB 193395; Norfolk State College, Norfolk,
by John C. Ficht and Joyce A. Mackey Va. 23504.

3.4.52
ManpowerOptimum Utilization Needed in Tidewa- Manpower Contribution No. 3, Norfolk State College,
ter, Report of the Third Manpower Symposium at Norfolk, Vs. 23504.
Norfolk State College, April 1969

3.4.53
Manpower Utilization in TidewaterHampton Roa, Norfolk State College, Norfolk, Va. 23504.
Virginia
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Identifseution of Report

3.4.54
Profile of Norfolk State Students (A Pilot Study), by
William L. Craig, Jr., and others

3.4.55
Some Effects of the New Technology in Vocational-
Technical Curriculums, by Samuel T. Vassar

Source of Copies

253

NTISPB 200287; Manpower Re carch Institute,
Norfolk State College, Norfolk, Va. 23504.

District "T" Trade and Industrial Service, Virginia
Education Association, Oct. 2, 1970.

GRANTEE: North Carolina Agricultural and Technical State University, Greensboro, N.C.;
Grant No. 31-35-70-04

3.4.56
Labor Force Participation of Migrants Compared to
Nonmigrants in Greensboro and Winston-Salem, North
Carolina, by Howard F. Robinson

3.4.57
The Mincrity Group Member as a Manpower Special-
ist, by Alice E. Kidder

Institute for Research in Human Resources, North
Carolina Agricultural and Technical State University,
Greensboro, N.C.; "Employment Adjustment of Non-
white Migrants in Two Growing Labor Markets,"
Southern Economics Association Meeting, Atlanta,
Ga., Nov. 12, 1970.

Conference on Manpower for the Manpower Field,
New York State School of Industrial and Labor Rela-
tions, Cornell University, Ithaca, N.Y., Oct. 1.2, 1 g70.

GRANTEE: North Carolina State University, Raleigh, N.C.; Grant Nos. 91-35-66-65,
91-35-67-36, 91-35-68-68, 91-35-69-62, and 31-37-71-02

3.4.58
Aging and Financial Management, by Juanita M.
Krc:Is

3.4.59
Alternatives For Financing Adequate Health Care, by
David S. Ball

3.4.60
Career Optiens Atter Fifty: Suggested Research, by
Juanita M. Kreps

3.4.61
Community Health Facilities and Services: The Man-
power Dimensions, by David S. Ball and Jack W.
Wilson

Matiida W. Riley et aL, Aging and Society, Russell
Sage Foundation, New York, 1969, pp. 201-228.

Welfare and Health Policies for the Future, Agricul-
tural Policy Institute, North Carolina State University,
Raleigh, N.C. 27607, February 1970, pp. 101-112.

Gerontologist, vol. 11, No. 1, Spring 1971, pp. 4-8.

American Journal. of Agricultural Economics, voL 50,
No. 5, December 1968, pp. 1208-1222.
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3.4.62
Economics of Aging: Work and Income Through the
Life Span, by Juanita M. Kreps

3.4.63
Economics Q; Retirement, by Juanita M. Kreps

3.4.64
Employment in the Mar afacturing Sector of Develop-
ing Economies: A Study of Mexico, Peru, and Vene-
zuela (Ph. D. Dissertation) , by Ann Dryder. Witte

3.4.65
From Welfare Rolls to Payrolls? The Welfare System
as a Manpower and Rehabilitation System, by Leonard
Han sman

3.4.66
Higher Incomes for Older Americans, by Juanita M.
Kreps

3.4.67
The Impact of Welfare on the Work Effort of AFDC
Mothers, by Leonard Hausman

3.4.63
Lifetime Tradeoffs Between Work and Play, by Juanita
M. Kreps

3.4.69
Minimum Wage and Unemployment of Teenagers, by
James E. Easley and Re.bert M. Fearn

3.4.70
Occupational Employment Patterns in Raleigh, North
Carolina (Master's Thesis), by John Paul Combs

3.4.71
Potential for Financial Self-Support Among AFDC
r AFDC-UP Recipients, by Leonard Hausman

3.4.72
Returns from Investment in Human Capital, by
Thomas JoLason

Source of Collies

American Behavioral Scientist, vol. 14, No. 1, Septem-
ber-October 1970, pp. 81-90.

Ewald W. Busse and Eric Pfeiffer, Behavior ma
Adaptations in Later Life, Little, Brown and Company,
Boston, 1969, pp. 71-92.

NTISPB 199948.

Harper & Row, New York, 7970.

Rosamunde R. Boyd and Charles G. Oakes, eds., Foun-
dations of Practical Gerontology, Columbia, S.C.,
University of South Carolina Press, 1969, pp.
145-150.

The President's Commission on Income Maintenance
ProgramsTechnical Studies, GPO, 1970, pp. 83-100.

IRRA Proceedings, Winter 1968, pp. 307-316.

NTISPB 194744.

NTISPB 196455.

Southern Economic Journal, July 1969.

American Economic Review, voL 60, No. 4, September
1970, pp. 546-560.
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3.4.73
Separation of Work and Income, by Juanit.. M. Kreps

3.4.74
The Welfare Tax Rate: Its Relationship to the Employ-
ability and "Self-Supportability" of AFDC Recipients,
by Leonard Hansman

3.4.75
Youth Unemployment and Minimum WagesDiscus-
sion, by Robert M. Fearn

3.4.76
Youth Unemployment and Minimum Wages: Some
Further Questions, by Juanita M. Kreps

Source of Copies

Frances F. Korten, Psychology and the Problems of
Society, American Psychological Society, Washington,
D.C., 1970,-pp. 140-151.

Trans-action: Social Science and Modern Society, vol.
b, No. 6, April 1969.

IRRA Proceedings, Winter 1970,pp. 139-42.

Nebraska Journal of Economics and Business, vol. 10,
No. 1, Winter 1971, pp. 14-21.

GRANTEE: Oklahoma State University of Agricultural and Applied Science, Research Foundation,
Stillwater, Olds.; Grant Nos. 91-38-66-64, 91-38-67-35,91-38-68-67,91-38-69-61, and
31-40-71-06

3.4.77
An. Assessment of the Need for Nuclear Related Tech-
nicians in Selected Employing Organizations (Master's
Thesis), by Neal A. Willison

3.4.78
Comment: Military Health Manpower Systems, by
Kent Mingo

3.4.79
A Descriptive Study of the Servicemen and Veterans
Enrolled in Oklahoma's Vocational an-i Technical
Training Programs in the Fall of 1968, by Kenneth
Lane Ritter

3.4.80
The Economic Effectiveness of On-the-Job Training-
The Experience of the Bureau of Indiati Affairs in
Oklahoma, by Loren C. Scott

Inquiry, vol. VII, No. 1, March 1970, pp. 62-66.

The Journal of Technology, vol. 9, No. 1, 1970, pp.
15-18.

Industrial and Labor Relations Review, voL 27. No. 2,
January 1970, pp. 220-236.

3.4.81
Increasing the Supply of Health Manpower, by John National Congress on Health Manpower, American
C. Shearer Medical Association, Chicago, Oct. 22-24,1970.
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3.4.82
Interfacing Demand and Supply of Technical Man-
power in Oklahoma, by Paul V. Braden, James L
Harris, and Krishan K. Paul

3.4.83
Manpower Requirements and Occupalional Programs
in Oklahoma, by Paul V. Braden

3.4,84
A Note on the Discouragement Effect, by Robert L
Sandmeyer and Larkin B. Warner

The Journal of Technology, vol. VIII, No. 1, Spring
1969.

Oklahoma State University, The Research Foundation,
Stillwater, Okla. 74074.

Industrial and Labor Relations Review, vol. 23, No. 3,
April 1970, pp. 406-413.

GRANTEE: Temple University, Philadelphia, Pa.; Grant Nos. 91-40-66-62, 91-40-67-33,
91-40-C8-65,91-40-69-59, and 31-42-71-07

3.4.85
Banking Manpower--1975 and 1980, by Louis T.
Harms

3.4.86
Compulsory Arbitration for Police and Fire Fighters
in Pennsylvania in 1968, by J. Joseph Loewenberg

3.4.87
The Economic Basis of Multilateral Barcraining in
Public Education, by Michael H. Moskow, Arnold EL
Raphaelson, and Kenneth McLennan

3.4.8
An Economic Cost-Benefit Model of Migration, by
George F. Rohrlich

3.4.89
Economic Policy and Property Rights Implicit in the
Legislative and Judicative Roles of Govenunent, by
Everett J. Campbell

3.4.90
An Economist's View of Social Policy, by George F.
Rohr lich

3.4,91
The Emerging Labor Force, by Seymour L. Wolfbein

Chapter 4 in CommercialBanking, 1975 and 2980, ed.
Gerald C. Fisher, The Robert Morris Associates, Phila.
delphia, Pa., 1970.

ILRR, voL 23, No. 3, April 1970, pp. 367-379.

The ISR Journal, vol. 1, No. 2, Spring 1969, pp.
86-92.

Paper for Research Iniufte on the Sociid 'Welfare
Consequences of Migration and Residential Movement,
San Juan, P.R., November 1969.

Ne z - York State Journal of Economics, August 1970.

Proceedings of a Conference on Education for Social
Welfare Planning, Rutgers, The State Univers;ty, New
Brunswick, N.J., 1971, pp. 23-24.

Chamber of Commerce of the United States, Waghing-
ton, D.C., 1968.
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267

3.4.92
Emerging Sectors of Collective Bargaining, Editor Sey- D. H. Mark Publishing Co-, Braintree, Mass., 1970.mour L Wolfbein

3.4.93
The Impact of Decentralization on Collective Bargain-
ing in Urban Education, by Michael H. Moskow and
Kenneth McLennan

3.4.94
The Impact of Technological Change on Manpower
Requirements, by Kenneth McLennan

3.4.95
A Model for the Distrilution of Hospital Services in
Pennsylvania, by Arnold IL Raphaelson and Stanley
Henemier

IRRA Proceedings, Winter 1969, pp. 236-247.

Proceediug--- s cf a Conference on Occupational Analy-
sis, /tilt}, University, Bethlehem, Pa., 1968.

American Risk and In3urance Association, Cincinnati,
Ohio, August 1969.

3.4.96
Multalateral Bargaining in the Public Sector, by Ken- IRRA Proceedings, Winter 1968, pp. 31-40.neth McLennan and Michael IL Moskow

3.4.97
Nonwhite In-Migrants and Manpower Problems in
Philadelphia, by J. Joseph Loewenberg

3.4.98
Occupational Information: A Career Guidance View,
by Seymour L. Wolfbein

3.4.99
The Place of Social Insurance in the Pursuit of the
General Welfare, by George F. Rohrlich

3.4.100
Population Ethics, by Francis X. Quinn

3.4.101
The Role of "Fault" in Social Security Legislation, By
George F. Rohrlich

3.4.102
Social Economics for the 1970'sPror -,,ns for Social
Security, Health, and Manpower, I George F.
Rohrlich

NTISPB 193393.

Random House, New York, 1968.

Journal of Risk and Insurance, vol. 36, No. 4, Septem-
ber 1969, pp. 333-339.

Corpus Books, Washington, D.C., 1968.

Seventh Congress of the ..-annational Society for
Labor Law and Social Legislation, Warsaw, Poland,
September 1970,

The Dunellen Co, New York Qty, 1970 ($4.50).
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3.4.103
Student Choice: A Theoretical Analysis of Higher NTISPB 199842.
Education with Some Empirical Evidence Considered
(Ph.D. Dissertation ), by Robert J. Staaf

3.4.104
Teacher Negotiations and School Decentralization, by
Michael H. Moskow and Kenneth McLennan

Community Control of Schools, ed. Henry M. Levin,
The Brookings Institution, Washington, D.C., 1970.

3.4.105
Teacher Strikes and Dispute Settlement Policy, by New York Law Forum, voL 14, 1968, pp. 281-293.Michael H. Moskow and Kenneth McLennan

3.4.106
Teacher Strikes: The Causes and Their Impact, by Manageinent of Personnd Quarterly, voL 7, No. 3, FallKenneth McLennan and Michael H. Moskow 1968, pp. 20-24.
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Doctoral Dissertation Grd.nts Under the MDTA

Institution, Investigator(s). Grant No-, Source of Copies (See abbreviation ker andand Title of Report explanation, p. 211)

3.5.01
American University, TheMarkley Roberts, No. NTISPB 191864; "Labor Sponsored Pre-Appren-91-09-70-29 ticeship Training: What is the Payoff," Labor LawPre-Apprenticeship Training for Disadvantaged Journal, October 1970, pp. 663-667.
Youth: A Cost-Benefit Study of Training by Project
Build in Washington, D.C.

3.5.02
Arkansas, University ofEmmett Earl Wright, No. NTISPB 179749.

91-04-66-70
Industrial Recruiting Experience in Small City Job
Markets

3.5.03
Bowling Green State UniversityStephen Wollack, NTISPB 186459.

No. 91-37-69-16
The Effects of Work Rate Upon Job Satisfaction

3.5.04
Bowling Green State UniversityFrank J. Landy, No. NTISPB 185984.

91-37-69-17
A Typo;ogical Ariproach to the Relationship Between
the Motivation to Work and Job Satisfaction

3.5.05
Brandeis UniversityLynda Lytle Hohnstrom, No. NTISPB 191917.-

91-23-68-45

Intertwining Career Patterns of Husbands and Wives
in C rtain Professions

3.5.06
Brandeis UniversityDonald W. Light, Jr., No. NTISPB 190866.

91-23-68-46

The Socialization and Training of Psychiatrists

269

265
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Instigation, Investigator(s), Grant No..
and Tide of Report

3.5.07
California, University of, BerkeleyIvan Hubert

Light, No. 91-05-68-05
Sociological Aspects of Self-Employment and Social
Welfare Among Chinese, Japanese, and Negroes in
Northern, Urban Areas of the United States,
1900-1940

3.5.08
California, University of, BerkeleyRobert J. Flana-

gan, No. 91-05-68-70
An Analysis of International Differences in Noncycli-
cal Unemployment

3.5.09
California, University of, BerkeleyBachael J.

Boskin, No. 91-05-69-54
The Effects of Taxes Gn the Supply of Labor: With
Special Reference to Income Maintenance Programs

3.5.10
California, University of, BerkeleyRobert C. Forth-

man, No. 91-05-70-22
Herdcore Youth Unemployment

3.5.11
California, University of, Los AngelesGerald I.

Susman, No. 91-05-68-73
An Investigation of Task Allocation Decisions in
Autonomous Work Groups in a Continuous Process.
Industry

3.5.12
Ca liforea, University of, Los AngelesDwayne Gene

Schramm, No. 91-05-69-08
A Study of the Older Woman Worker Who Has
Attempted to Enter or Re-enter the viaite Collar Labor
Force Through the Aseistance of C =unity Training
Programs in Clerical Occupations

S.5.13
Catholic University of America, TheRev. Victor P.

Salandini, Nos. 91-09-66-30 and 91-09-69-28
The Short-Run Socioeconomic Effects of the Termina-
tion of Pu-..ic Law 78 on the California Farm Labor
Market for 1965-67

Source of Copies (See abOreviation key
and expIanadon, p. 211)

NTISPB 186415.

NTISPB 194418.

NTISPB 199548.

NTISPB 194738.

rNTIS- 3 183301; "The Concept of Status Congru-
ence as Basis to Predict Task Allocations in Autono-
mous ork Groups," Administrative Science Quart-
erly, J e 1970.

NTISPB 188050.

NTISPB 184302.
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Institution, Investigator(s), Grant No., Souse* of Copies (Sae abbreviation keyand Title at Report and explanation, p. 211)

3.5.14
Chicago, The University ofFrank H. Maier, Nos. NTISPB 184320.

91-15-66-21 and 91-15-67-22
An Economic Analysis of Adoption of the Mechanical
Cottonpickex

3..5.15
Chicago, The University ofLaurence E. Devlin, No. NnsPB 193587.

91-15-68-76

Participation in Adult Education and Occupational
Mobility

3.5.16
Claremont Graduate SchoolWilliam IL Lawson, No. NnS.Plit 184793.

91-05-68-49
Short-Term Manpow er Projection Methods for
Selected Services Industries in the Ventura County
Standard Metropolitan Statistical Area

3.5.17
Claremont Graduate SchoolDonald Eugene Wise, NTISPB 196466.

No. 91-05-69-22

Bracero Labor and the Callfomia Farm Labor
Economy: A Micro Study of Thee Crops, 1952
through 1967

3.5.18
Columbia UniversityMyron David Fouler, No. NT1SPB 197740.

91-34-66-31
Manpower Substitution in the Hospital Industry: An
Exploratory Swdy of the New York City Voluntary
and Municipal Hospital Systems

3.5.19
Columbia UniversityHarold Oaklander, No. 91-34- NTISPB 19028L

66-37
Some Unanticipated Effects of Advanced Education on
a Critical Professional Manpower Resource, The
Inservice Teacher

3.5.20
ColumBia UniversityThomas Frederick Wilson, No. NTISPB 191699-

91-34-67-44
Labor Force Pa,- Icipation and Business Fluctuations:
An Analysis by Cyclital Stages
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Institution, Investigator(s), Grant No.,
and Tide of Report

3.5.21
Columbia UniversityCarol A. Brown, Nos.

91-34-68-20 and 91-34-69-19
The Development of Occupations in Health Technol-
ogy

3.5.22
Columbia UniversitySally T. Hillsman, Nos.

91-34-68-17 and 91-34-69-44
Entry Into the Labor Market: The Preparation and
Job Placement of Negro and White Vocational High
School Graduates

3.5.23
Cornell UniversityEliot S. Orton., No. 91-34-68-1.4
Inexperienced Workers in the Labor Market

3.5.24
Cornell UniversityHoward G. Foster, No.

91-34-68-51
Labor Supply in the Construction Industry: A Case
Study of Upstate New York

3.5.25
Cornell UniversityRobert J. Hines, No. 91-34-68-71
An Econometric Model of External Labor Supply to
the Establishment Within A Confined Geographic
Market

3.5.26
Florida State University, TheRaul Moncarz, No.

91-10-69-32
A Study of the Effect of Environmental Change on
Human Capital among Selected Skilled Cubans

3.5.27
Florida State University, TheKennith G. Gordon,

No. 91-10-70-25
A Taxonomy of Marine Technicians and Technologists
and the Implications for Training Them

3.5.28
Fordham UniversityMary Bernadene Harraeling,

Nos. 91-34-67-23 and 91-34-68-25
Social and Cultural Links in the Urban Occupational
Adjustment of Southern Appalachian Migrants

Source of Copies (See abbreviation ker
and explanation, p. 211)

NTISPB 197690.

NTISPB 196824.

NTISPB 199902.

NTISPB 184045; "Nonapprentice Sources of Train-
ing in Construction," Monthly Labor Review, Febru-
ary 1970, pp. 21-26; "Labor-Force Adjustments To
Seasonal Fluctuations in Construction," Industrial and
Labor Relations Review, July 1970, pp. 528-540.

NTISPB 193790.

NTISPB 186396.

NTISPB 199665.

NTISPB 183911.
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Institution, Investigator(s), Grant No.,
and Title of Report

3.5.29
Fordham UniversityEleanor Meyer Rogg, No.

91-34-68-58
The Occupational Adjustment of Cuban Refugees in
the West New York, New Jersey, Area

3.5.30
Georgia State UniversityDonald Paul Crane, No.

91-11-70-16
Qualifying the Negro for Professional Employment

Source of Copies (See abbreviation key
and explanation, p. 211)

NTISPB 190553.

NTISPB 192150.

3.5.31
Harvard UniversityLlad Phillips, Nos. 91-23-66-16 NTISPB 191016.

and 91-23-67-52
An Analysis of the Dynamics of Labor Turnover in
United States Industry

3.5.32
Harvard UniversityMichael L Wachter, No.

91-23-68-57
Relative Wage Determination Among Industrien: Some
Theoretical and Empirical Results

3.5.33
Illinois, University ofEdward W. Haurek, No.

91-15-66-52
The Impact of Socioeconomic Status and Peer and
Parental Influences Upon College Aspiration and
Attendance

3.5.34
Illinois, University ofRoger Hugh Bezdek, No.

91-15-70-47
Manpower Impli:Ations of Alternate Patterns of
Demand for Goods and Services

3.5.35
Iowa State University of Science and Technology

Catherine A. Palomba, No. 91-17-69-36
Occupational Requirements for Iowa, 1975

3.5.36
Iowa, The University ofTheodore E. Newman, No.

91-17-67-09
Labor Markets and the Supply cf Labor

273

NTISPB 195377; "Cyclical Variation in the Interin-
dustry Wage Structure," American Economic Review,
March 1970; "Relative Wage Equations for United
States Manufacturing Industries 1947-67," The Re-
view of Economics and Siatistics. November 1970.

NTISPB 195343.

NTISPB 200088.

NTISPB 193126.

NTISPB 17929L
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Institution, Investigator(s), Grant No., Source of Copies (See abbreviation key
and Title of Report and explanation, p. 211)

3.5.37
Johns Hopkins University, TheSamuel Gubins, No. NTISPB 190926.

91-22-68-23
The Impact of Age and Education on the Effectiveness
of Training: A Benefit-Cost Analysis

3.5.38
Johns Hopkins University, ThePeter Kobrak, No. NTISPB 199494.

91-22-69-27
Private Assumption of Public Responsibilities: The
Role of American Business in Urban Manpower Pro-
grams

3.5.39
Kansas State University of Agriculture and Applied Nrispg 194743.

ScienceWilliam Eugene Spellman, No.
91-18-70-17

Projections of Occupational Requirements for Kansas
in 1980

3.5.40
Kentucky, The University of, Research Foundation NTISPB 184847.

Brian Scott Runge ling, No. 91-19-68-60
Impact of the Mexican Alien Commuter on the
Apparel Industry of El Paso, Texas (A Case Study)

3.5.41
Maryland, University ofRev. William J. Byron, No. NTISPB 183067.

91-22-67-04
The Applicability of the Job Bank Concept to the
Washington, D.C., Market for Domestic Dayworkers

3.5.42
Maryland, University ofBennett Harrison, No. NTISPB 196454.

91-22-70-19
Education, Training, and the Urban Ghetto

3.5.43
Massachusetts Institute of TechnologyRobert Irving

Lerman, No. 91-23-68-77
An Analysis of Youth Labor Force Participation,
School Activity, and Employment Rates

NTISPB 190463.

3.5.44
Massachusetts Institute of TechnologyA. Bradley NTISPB 193791.

Askin, No. 91-23-69-02
An Economic Analysis of Black Migration

2/0
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Institution, Investigator(s), Gran: No.,
and Tide of Report

3.5.45
Massachusetts Institute of TechnologyVernon Ren-

shaw, No. 91-23-69-39
The RoIe of Migration in Labor Market Adjustment

3.5.46
Massachusetts Institute of TechnologyBert:am

Charles Shlensky, No. 91-23-70-23
Determinants of Turnover in NAB-JOBS Programs to
Employ the Disadvantaged

3.5.47
Michigan State UniversityWorth C. Summers, No.

91-24-66-43
The Impact of Work Organizations on a Scientific
Discipline

3.5.48
Michigan State UniversityJohn Pease, No.

91-24-66-44
The Weberian Mine: A Probationary Analysis of Class
Stratification; Being A Critical Essay on the Study of
Class in American Sociology and a Suggestion for
Improvement, with Special Reference to the Ideas of
Max Weber, and with Some Remarks on the Specula-
tions of Mr. Faris, Mr. Nisbet, and Other Writers

3.5.49
Michigan State UniversityLawrence E. Sneden

No. 91-24-67-01
Factors Involved in Upward Social Mobility from the
Culture of Poverty

3.5.50
Michigan State UniversityJohn D. Mason, No.

91-24-68-01
The Aftermath of the Bracero : A Study of the
Economic Impact on the Agricultural Hired Labor
Market of Michigan from the Termination of Public
Law 78

3.5.51
Michigan State UniversityLeonard Lieberman, No.

91-24-68-22
Labor Force Mobility in the Underclass: Opportun-
ities, Subculture and Training Among Chippewa and
Poor White

Source of Copies (See abbreviation ker
and explanation, p. 211)

NTISPB 192149.

NTISPB 195876.

275

NTISPB 179852; John Pease, WM= H. Form,
and Joan Rytina, "Ideological Currents in American
Stratification Literature," The American Sociologist,
vol. 5, No. 2, May 1970.

NT1SPB 182148.

NTISPB 184906.

NTISPB 189288.
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Institution, Investigator(s), Grant No.,
and Title of Report

3.5.52
Michigan State UniversityCharles A. Drake, No.

91-24-69-49
Management, Technology and Behar:or of Work
Groups

3.5.53
Michigan, The University ofJames A. Sweet, No.

91-24-66-22
Family Composition and the Labor Force Activity
of Married Women in the United States

3.5.54
Michigan, The University ofDorothy Mary Chave

Herberg, Nos. 91-24-67-21 and 91-24-68-44
Career Patterns and Work Participation of Graduate
Female Social Workers

3.5.55
Michigan, The University ofRobert B. Athanasiou,

No. 91-24-68-61
Selection and Socialization: A Study of Engineering
Student Attrition

3.5.56
Michigan, The University ofDonald Alfred Sommer-

feld, No. 91-24-68-62
Job Training Programs in Detroit: A Comparative
Study

3.5.57
Michigan, The University ofLarry Bruce Sawers,

No. 91-24.-68-75
The Labor Force Participation of the Urban Poor

3.5.58
Michigan, The University ofDavid Lee Featherman,

No. 91-24-69-13
The Socioeconomic Achievement of White Married
Males in the United States: 1957-67

3.5.59
Michigan, The Uniirersity ofJohn S. Chase, No.

91-24-69-14
The Contribution of Education to Economic Growth in
the State of Michigan 11

n This report was coauthored by Dr. James L. Miller, Jr.

Source of Copies (See abbreviation key
and explanation, p. 211)

NTISPB 196467.

NTISPB 179698; Demography, Apral 1970

(article).

NTISPB 196652.

NTISPB 184269; "Selection and Socialization:
A Study of En&eering Student Attrition," Journal of
Educational Psychology, vol. 62, No. 2, 1971, pp.
157-166.

NT1SPB 183742.

NTISPB 186131.

NTISPB 185985.

NTISPB 188010.



3.5 Dissertation Grants Completed, Fiscal Years 1969-71

Institution, Invettigator(a), Grant No..
and Tide of Report

3.5.60
Michigan, The University ofBarry Dov Fme, No.

91-24-70-49
Comparison of Organizational Membership and Self-
Employment

3.5.61
Minnesota, University ofC. Russell HM, No.

91-25-69-29
The Economic Determinants of Labor Supply for the
Urban Poor

3.5.62
Minnesota, University ofRobert Roy Trumble, No.

91-25-70-59
Prediction Models for Institutional Training Programs
Under the Manpower Development and Training Act

3.5.63
New School for Social ResearchThomas H. Shey,

No. 91-34-67-46
The Professional Socialization of Social Work Stn.
dents: How Length of Schooling, Prior Work Experi-
ence, and Other Variables Affect Some Aspects of the
Professional Socialization of Graduate Social Work
Students

3.5.64
New York UniversityHarold G. Kaufman, No.

91-34-69-23
Work Environment, Personal Characteristics and
Obsolescence of Engineers

3.5.65
Northwestern UniversityPhilip Glenn (Teets)

Cotterill, No. 91-15-68-16
A Model of Labor in Retail Trade

3.5.66
Northwestern UniversityRonald Gordon Ehrenberg,

No. 91-15-69-40
The Short-Run Employment Decision and Overtime
Behavior in U.S. Industry, 1966

Source of Copies (See abbreviation key
and explanation, p. 212)

NTISPB 196437.

NTISPB 194796.

NTISPB 200453.

NTISPB 179660.

NTISPB 192273.

NTISPB 179697.
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NTISPB 190138; "A bsenteeism and the Overtime
Decision," The American Economic Review, voL 60,
No. 3, June 1970, pp. 352-357; "Heterogeneous
Labor, the Internal Labor Market, and the Dynamics
of the Employment-Hours Decision," Journal of Eco-
nomic Theory, March 1971, pp. 85-104.
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Institution, Investigawr(s), Grant No.. Sourest et Copies (See abbreviation key
. end Title of Report and explanation, p. 211)

3.5.67
Northwestern UniversityWendy Lee Gramm, No. NTISPB 200513.

91-15-70-18
A Model of the Household Supply of Labor over the
Life Cycle: The Labor Supply Decision of Married
School Teachers

3.5.68
Pennsylvania, University ofMoshe Sicron, No- NTISPB 179746 (part I) ; NTISPB 179747 (part

91-40-67-51 II).
Interrelationship Between the Educational Level and
Occupational Structure of the Labor Force (An Interna-
tional and Inter-Temporal Comparison), Part I. A Dis-
sertation in Demography, Part IL Tables for Countries

3.5.69
Princeton UniversityPaul Offner, No. 91-32-68-19 NTISPB 196453.
Labor Force Participation in the Ghetto: A Study of
New York City Poverty Areas

3.5.70
Princeton UniversityRonald L Oaxaca, No.

91-32-70-01
Male-Female Wage Differentials in Urban Labor Mar-
kets

3.5.71
Purdue Rftearch FoundationDarrell Raymond Ben-

jamin, No. 91-16-67-13
A Thirty-One Year Longitudinal Study of Engineering
Students' Interest Profiles and Career Patterns

3.5.72
Purdue Research FoundationLawrence S. &disk,

No. 91-16-68-35

A Theoretical Analysis of the Supply and Demand for
Labor in the Steel Industry, VoL I

3.5.73
Purdue Research FoundationThon2as Anthony Jes-

wald, No. 91-16-70-26
Psychological and Organizational Correlates of Career
Patterns in Clinical Laboratory Occupations

3.5.74
Southern Methodist UniversityDale Bruce Rasmus-

sen, No. 91-46-68-43

Determinants of Rates of Return to Investment in On-
the-Job Training

274

NITSPB 199974.

NTISPB 182533.

NTISPB 184069.

NTISPB 197244.

NTISPB 184024.
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Inatitusion, Invostigator(s), Grant lvo.,
and Tido a/ Ropers

3.5.75
Stanford UniversityJay Siegel, Nos. 91-05-68-56

and 91-05-69-55
Intrametropolitan Migration of Minority Groups:
Residential Change in Response to Occupational
Opportunities

3.5.76
Syracuse UniversityBernard Daniel Rostker, No.

91-34-68-03
Manpower Theory and Policy anA the Residual
Occupational Elasticity of Substitr.tion

3.5.77
Syracuse UniversityMan B. Kirschenbaum, No.

91-34-68-42
Family Mobility: An Examination of Factors Affecting
bfigration

3.5.78
Texas Technological CollegeRichard C. Stapleton,

No. 91-46-69-15
An Analysis of Rural Manpower Wigration Nita= in
the South Plains Region of Texas

3.5.79
Texas Technological CollegeAlbert S. King, No.

91-46-69-21
Managerial Relations with Disadvantaged Work
Groups: Supervisory Expectations of the Underprivi-
legea Worker

5.5.80
Texas, The University ofJohn L lacobelli, No.

91-46-68-24
Training Programs of Private Industry in the Greater
Cleveland Area

3.5.81
Tufts UniversityRichard N. Harris, No. 91-23-69-37
The Police Academy: A Psycho-Structural Analysis

3.5.82
Utah State UniversityGary B. Hansen, No.

91-47-68-52
Britain's Industrial Training Act: A Case Study in the
Development of Public Manpower Policy

Source. ol Copies (Soo etobrisedatim &sr
sod oxpl000doss, p. 211)

NTISPB 195410.

NTISPB 192061.

NTISPB 202555.

NTISPB 188043.

NTISPB 190986.
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NTISPB 191706; MATraining In Private Indus-
try--Policies, Attitudes, and Practices of Employers in
Greater Cleveland, Manpower Research Monograph
No. 22,1971 (GP0$0.35) ; Survey of Erap!oyer
Attitudes Toward Training the Disadvantaged,"
Monthly Labor Review, June 1970, pp. 51-55.

NTISPB 19456L

NTISPB 197324.
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Institution. Inreetigetor(2). Crane No.,
end Tide of Report

3.5.83
Washington UniversityKenneth Edward Gaichus,

No. 91-27-69-10
The Elasticity of Substitution of White for Nonwhite
Labor

3.5.84
Washington, University ofStephen Edward Baldwin,

No. 91-51-66-54
The Impact of Governmental Prop-ams on the
Employability of Youth in the Seattle Labor Market

3.5.85
Washington. University ofJames David Gwartney,

No. 91-51-68-54
Income and Occupational Differences Between Whites
and Nonwhites

3.5.86
Wayne State UniversityStig Emil Ralstrom, Nos.

91-24-66-14,91-24-67-26, and 91-24-68-53
Beliefs of Industrial Education Teachers Regarding
Their Teaching Practices for Preventing Droports

3.5.87
Wiscomin, The University ofCollette Helen Moser,

Nos. 91-53-66-10 and 91-53-67-16
An Evaluation of Area Skill Surveys as a Basis for
Manpower Policies

3.5.88
Wisconsin, The University ofJack H. Snyder, no.

91-53-66-27
Personal and Behavioral Factors Affecting the Supply
of the Sell-Employed

3.5.89
Wisconsin, The University ofS. Muthuchidambarani,

No. 91-53-68-21
Determinants of Income in the Madras Labor Market

3.5.90
Wisconsin, The University ofJohn Stirling Haines,

Jr., No. 91-53-69-07
Human-Capital Obsolescence: The Effects on Earnings
Patterns of Engineers of the Expansion of Technical
Knowledge

Soures of Copies (See ebbreidetion hey
end explanation, p. 21/)

NTISPB 192036.

DMSPB 179748.

NTISPB 191773; "Discrimination and Income Dif-
ferentials," The American Economic Review, June
1970, pp. 396-408.

NI 1SPB 184799.

NTISPB 199444.

NTISPB 193789.

NTISPB 179079; "Factors Determining Earnings of
Selected Blue Collar Workers in India and Japan,"
IRRA Proceedings, Winter 1968, pp. 337-347.

NTISPB 194745.
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lossizotiosa, boomoigosor(a), Crow No, &Nava Capiaa (Soo isbersviatioes keysad Tido of &wort mei oxpl000doo. p. 211)

3.5.91
Wisconsin, The University ofJohn Walter Ramble-

ton, No. 91-53-69-09
Determinants of Geographic Differences in the Supply
of Physician Services

3.5.92
Wisconsin, The University ofAndrew J. Winnick,

No. 91-53-69-41
The Characteristics, Education and Earnings of Tech-
nicians

3.5.93
Wisconsin, The University ofMyron Rom:kin, No.

91-53-70-20
An Evaluation of Adult Basic Education Under the
Manpos er Development and Training Act in Milwau-
kee, Wisconsin

NTISPB 197270.

DrITSPB 194560.

NTISPB 19674a

3.5.94
Yale UniversityRobert S. Goldfarb, Nes. NTISPB 182173; Yale Economic Essays, Fall 1969,91-07-6649 and 91-07-68-11 pp. 59-104.
The Evaluation of Government Programs: The Case of
New Haven's Manpower Training Activities

3.5.95
Yale UniversityBarbara Holtz Kehrer, No. NTISPB 192151.

91-07-67-38
The Nursing Shortage and Public Policy, An Eco-
nomic Analysis of the Deznand For Hospital Nurses in
Connecticut

3.5.96
Yale UniversityDonald D. Bowen, No. 91-07-69-46 NTISPB 20029L
An B. alnation of Motivational Similarity in Work
..,coups



3.6 LIST OF REPORTS COMPLETED, FISCAL YEARS 1969-71
Research Project Grants Under the MDTA

Institution, Investigator(s), Grant No., Source of Copies (See abbreviation keyand Title of Report and explanation, p. 211)

3.6.01
Agriculture, U.S.. Department of, Graduate School NTISPB 198579.

Robert B. Schwenger, No. 91-09-70-61
A Conceptual Framework for Measurement of the
Impact of Foreign Trade on Workers

3.6.02
American Society for Training and Development

Garth L Mangum, No. 91-53-70-40
Training Dire..;-vrs in Programs to Hire the Disadvan-
taged

3.6.03
American University, TheNancy Barrett, William

Carter, Charles McClenon, Stuart Smith, and
Robert Wolpert, No. 91-09-69-05

Pretraining Vocational Orientation Through Job Rota-
tion

3.6.04
Bowdoin CollegeJohn C. Donovan, No.

91-21-69-4312
British Manpower Policy and the Process of Institu-
tional i7barige

3.6.05
Bowling Green State UniversityRobert M. Guion,

Nos. 91-37-66-71 and 91-37-67-39
The Meaning of Work and Its Relation to the Develop-
ment of the Mothation to Work

3.6.06
Central Washington State CollegeClayton C. Den-

man and Anne Smith Denman, Nos. 91-51-66-51
and 91-51-68-39

Ethnic Differences and Historical Change in the Man-
power Resources of a Small Town

'Project funded jointly with the Ford Foundation.

NTISPB 182147.

NTISPB 194699.

NTISPB 198580.

NTISPB 183159; "Social Customs and Facility
Planning," Area Development Magazine, December
1968.
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Institution, investigator(s), Grant No.,
and Title of Report

3.6.07
Columbia UniversityCynthia Fuchs Epstein, No.

91-34-68-26
Social Factors Affecting Utilization and Mobilization
of Trained Personnel in Elite Occupations

3.6.08
Cornell UniversityWilliam H. Friedland and Doro-

thy Nelkin, No. 91-34-67-48
Field Research in Migrant Labor in New York State

3.6.09
Harvard UniversityPenny H. Feldman, David M.

Gordon, Michael Reich, and Peter B. Doeringer,
Editors, Nos. 91-23-68-06 and 91-23-68-50

Low-Income Labor Markets and Urban Manpower
Programs: A Critical Assessment

3.6.10
Indiana University FoundationC. L Christenson and

W. H. Andrews, Nos. 91-16-66-32 and

91-16-67-40
Manpower and Technology in Bituminous Coal

Mining: 1956-70

3.6.11
Institute for Creative Studies, TheWilliam Carter,

Joseph Eichenholz, Ellen Maycock, Anita B. Pfaff,
and Martin Pfaff, No. 91-09-70-03

Public Transfer Payments and Labor Force Participa-
tion

3.6.12
Massachusetts Institute of TechnologyDavid P.

Taylor and Michael J. Piore, No. 91-23-57-41
Federal Training Programs for Dispersed Employment
Occupafions

3.6.13
Massachusetts Institute of TechnologyJon M. She-

pard, No. 91-23-69-34
Technology, Division of Labor and Alienation from
Work

Source of Copies (See abbreviation key
and explanation, p. 211)

Woman's Place: Options and Limits in Professional
Careers, University of California Press. Berkeley,
Calif. 94720 ($2.45) ; "Encountering the Male Estab-
lishment: Sex-Status Limits on Women's Careers in
the Professions," American Journal of Sociology, 75,
May 1970; Women and Professional Careers: The
Case of the Woman Lawyer, University Microfilms,
300 North Zeeb Road, Ann Arbor, Mich.. 48102.

NTISPB 192484; "Manpower Programs for Ghetto

Labor Markets," IRRA Proceedings, Winter 1968, pp.
257-267.

NTISPB 195004.

NTISPB 192272.

NTISPB 188675.

NTISPB 191258; "Functional Specialization, Alien-

afion, and Job Satisfaction," Industrial and Labor
Relations Review, vol. 23, No. 2, January 1970, pp.
207-219; Automation and Alienation: A Study of
Ofzce and Factory Workers, The MIT Press,
Cambridge, Mass., 1971.

279
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Institution, Investigator(s), Grant No.,
and Title of Report

3.6.14
Massachusetts, University ofEverett S. Lee and G.

Putnam Barber, No. 91-23-66-55
Differentials in Spatial Mobility

3.6.15
Michigan State UniversityMichael E. Borus, No.

91-24-66-30
Research to Demonstrate the Uses of Unemployment
Insurance Wage Reports

3.6.16
Michigan, The University ofLouis A. r erman and

others, No. 91-24-67-56
The Hard-Core Unemployed of Detroit: An Economic
and Social Portrait

3.6.17
Michigan, The University ofGordon Barhydt, No.

91-24-68-37
Feasibility Study of Centralized Information Services
in Industrial Relations

3.6.18
Michigan, The University of and Wayne State Univer-

sityLouis A. Ferman, No. 91-24-66-03
Community Organization and the Mobilization of
Resources for Manpower Development Programs

3.6.19
Minnesota, University ofHerbert G. Heneman, Jr.,

and George Seltzer, No. 91-25-67-10
Manpower Planning and Forecasting in the Firm: An
Exploratory Probe

3.6.20
New York, The Rearch Foundation of State Univer-

sity of, AlbanyHaskel Benishay, No.
91-34-67-07

Development of Stochastic Labor Force and Working
Life Models

Source of Copies (See abbreviation key
and explanation, p. 211)

Chapter in National Vocational-Technical Education
Seminar on Occupational Mobility and Migration,
1966, pp. 120-159, ERICED 015263 ($12.80).

"A Benefit-Cost Analysis of the Neighborhood Youth
Corps: The Out-of-School Program in Indiana," The
Journal of Human Resources, vol. 5, No. 2, Spring
1970, pp. 139-159; "Response Error and Questioning
Technique in Surveys of Earnings Information," Jour-
nal of the American Statistical Association, vol. 65,
June 1970, pp. 566-575; "Using Unemployment Lsnr-
ance Wage Reports as a Data SerVice," Monthly Labor
Review, July 1970, pp. 66-68.

NTISPB 197321.

NTISPB 188780.

NTISPB 179078; MAEmployer Mcnpower Plan-
ning and Forecasting, Manpower Research Monograph
No. 19,1970 (GP0$0.50).

"Stochastic Aspects of the Labor Force Process,"
American Statistical Association, Proceedings of the
Social Statistics Section, December 1967, pp. 319-24;
"Parameters and Relations of Stochastically Lagged
and Disaggregative Time Series," Econometrica, Janu-
ary 1968; "Inflow-Stock-Outflow Time Series, Stochas-
tic Lag and Disaggregation: A Note," Journal of
Applied Probability, vol. 7, No. 1, April 1970, pp.
234-239.
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Institution, Investigator(s), Grant No.,
and Title of Report

3.6.21
North Texas State UniversitySam B. Barton, No.

91-46-68-38
The Use of Workmen's Compensation Statistics as a
Measure of Underwriter Performance

3.6.22
Northeastern UniversityJack Ferguson and David

Grafstein, No. 91-23-67-49
A Pilot Study of Urban Career Patterns

3.6.23
Northeastern UniversityMorris A. Horowitz and

Harold M. Goldstein, No. 91-23-67-57
Hiring Standards for Pararrmdical Manpower

3.6.24
Oregon, University ofDonald A. Watson, No.

91-39-66-38
An Input-Output Model for State Manpower Projec-
tions

3.6.25
Oregon, University ofSteven E. Deutich, No.

91-39-68-17
Local Union Leadership and Technological Change

3.6.26
Purdue Research Foundation--Carolyn Cummings

Perrucci, No. 91-16-67-43
The Female Engineer and Scientist: Factors Associated
with the Pursuit of a Professional Career

3.6.27
Purdue Research FoundationWrniam K. Le Bold and

Donald A. Wood, No. 91-16-68-36
A Multivariate Analysis of Engineering Job Satisfac-
tion

3.6.28
Rochester, University ofDean H. Harper, Nos.

91-34-66-48 and 91-34-67-53
The Relationship of Migrant Workers' Attitudes and
Behavior to Their Work Environment

Source of Copies (See abbreviation key
and explanation, p. 211)

NTISPB 188353.

NTISPB 179851.

NTISPB 179846.

NTISPB 193588.

NTISPB 178899.

NITSPB 182149.

NTISPB 197738; "The Multivariate Nature of Pro-
fessional Job Satisfaction," Personnel Psychology, voL
23, No. 2, Summer 1970, pp. 173-189.

NTISPB 199772.
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Institution, Investigasor(s), Grant No.,
and Title of Report

3.6.29
Rutgers-The State UniversityLeon Jansyn, Eric

Kohlhof, Charles Sadowski, and Jackson Toby,
No. 91-32-68-74

Ex-Offenders as Small Businessmen: Opportunities and
Obstacles

3.6.30
San Diego State CollegeOscar J. Kaplan, No.

91-05-68-32
Placement of Unemployed Middle-Aged Workers in
San Diego, California

3.6.31
Santa Clara, University ofThomas M. Martinez, No.

91-05-68-72
Past and Present Counseling and Placement Proce-
dures in Private Employment AgenciesAn Empiri-
cal Study

3.6.32
Sonoma State College FoundationCheryl J. Petersen,

No. 91-05-68-31
The California Farm Labor Force: A ProfileA
Report Prepared for the [California Legislature]
Assembly Committee on Agriculture by its Advisory
Committee on Farm Labor Research with the Assist-
ance of the California Department of Employment

3.6.33
Southern Illinois UniversityHerman R. Laztz and

Ernest K. Mix, Nos. 91-15-66-34 and
91-15-67-50

A Study of the Relationship Between Resignation and
Performance in a Job Retraining Program

3.6.34
Stanford UniversityMelvin W. Reder, Nos.

91-05-66-53 and 91-05-68-34
Unemployment Among New Labor Market Entrants

3.6.35
Temple UniversityKaren S. Koziara, No.

91-40-68-08
Labor Force Nonparticipation of Males in Urban Poor
Areas

Source of Copies (See abbreviation key
and explanation, p. 211)

NTISPB 186137.

NTISPB 196644.

NTISPB 188154.

1`7TISPB 184263; "The Low Income Worker in the
,:alifornia Farm Labor Force" (supplement to the
report) , Assembly Committee on Agriculture, Califor-
nia State Legislature, June 1970.

NTISPB 182513; Office of Research and Projects;
Southern Illinois University, Carbondale, Ill. 62901
($5.00).

NTISPB 190485; "The Theory of Frictional Unem-
ployment," Economica, February 1969 (article) ;
Reprint Series No. 2, Insdtute of Public Policy Analy-
sis, Stanford L niversity, Stanford, Calif. 94305, 1969.

NTISPB 183538.
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Institution, Investigator(s), Grant No.,
and Tide of Report

3.6.36
Vanderbilt UniversityT. Aldrich Finegan, No.

91-45-67-19
The Economics of Labor Force Participationui

3.6.37
West Virginia UniversityJohn D. Photiadis, No.

91-52-68-10
Selected Social. and Sociopsychological Characteristics
of West Virginians in Their Own State and in Cleve-
land, Ohio

3.6.38
Wisconsin, The University ofJack Barbash, No.

91-53-68-33
Trade Unions and National Economic Policy in West-
ern Europe and the United States

3.6.39
Wisconsin, The University ofDavid Chaplin, No.

91-53-69-03
Private Household Employment in the United Statek:
An Exploratory Project

3.6.40
Wisconsin, The University ofGerald G. Somers, No.

91-53-70-02
Mot Feasibility Study of Training in Business and
Industry

3.6.41
Yale UniversityRobert S. Goldfarb and Daniel Ham-

ermesh, No. 91-07-69-48
A "New" Approach to Local Labor Market Analysis:
A Feasilsility Study

is This report was coauthored by WM= G. Bowen.

Source of Copies (See abbreviation key
and evplanation, p. 211)

Princeton University Press, Princeton, N.J., 1969
($18.50).

NT'ISPB 19267e; West Virginia University Book-
store, Morgantown, W. Va. (8230) ; West Virginians
in Their Own State and in Clevektnii, Ohio, Appa-
lachian Center Information Report No. 3, West Vir-
ginia University, Morgantown, W. Va., 1970 (sum-
mary).

NTISPB 195405; The Johns Hopkins Press, Balti-
more, Md. (in process) ; PRISMA, Sweden (in
process).

NTISPB 192689.

NTISPB 188049.

NTISPB 193098; "Manpower Programs in a Local
Labor Market: A Theoretical Note," The American
Econonzic Review, voL 60, No. 4, September 1970, pp.
706-709.
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SECTION 4. GUIDELINES FOR SUBMISSION OF RESEARCH
AND DEVELOPMENT PROPOSALS

These guidelines have been revised and supersede any previously issued. It is
suggested that applicants study title I of the Manpower Development and Training
Act, as amended (see appendix), and other relevant authorizing legislation before
preparing proposals under these guidelines. This section includes guidelines for
submission of proposals for research and development contra.:ts, doctoral dissertation

grants, and research project grants.



4.1 GUIDELINES FOR SUBMISSION OF RESEARCH AND DEVELOPMENT PROPOSALS
Contracts

The purpose of this section is to establish guidelines for the submission of proposals
for research and development contracts to the Manpower Administration, US.
Department of Labor.:

CONTRACTING AUTHORITY

Contracts may be awarded under authority of three legislative acts:

1. Title I of the Manpower Development and Training Act of 1962 (42 U.S.C.
2571 et seq.), for the conduct of research in the broad areas of manpower resources,
requirements. development, utilization, mobility, employment and unemployment,
automation and technological change, and labor market information and job matching
to provide information which will lead to the development of informed and responsible

manpower policies and programs.
Title I of the MDTA also authorizes "a program of experimental, developmental,

demonstration, and pilot projects, through grants: to or contracts with public or
private nonprofit organizations, or through contracts with other private organizations,
for the purpose of improving techniques and demonstrating the effectiveness of

specialized methods in meeting the manpower, employment, and training problems
of worker groups such as the long-term unemployed, disadvantaged youth, displaced
older workers, the handicapped, members oi minority groups, and other sinnlar
groups." The projects, subsumed under the word "development" in these Guide lima,
seek to develop and test in operation new ways in which manpower programs might

be made more effective.

2- Title I of the Economic Opportunity Act of 1964 (42 U.S.C. 274e), for
studies that will provide information which will improve the overall effectiveness of
the program activities set forth in part B, section 123.

3. (For Research Contracts Only) Social Security Act (81 Stat.. 888), for
studies which will provide information for the improvement of the overan effectiveness
of the Work Incentive Program (title IV, part c, section 441).

Research and development contracts are not limited to particular types of organiza-
tions. Academic institutions, State and local government units, community, private,
and other organizations and individuals with research or experimental and demon-
stration capabilities in the manpower area may apply for such contracts.

See Title 29, Part 71 of the Code of Federal Regulations, Manpower Researeh and Evaluation
Grants and Contracts, 33 F.R. 7113.

2 A grant instead of a comma may be executed for experimental and demonstzation projects.
The guidelines for an E&D grant proposal are the same as for a contract. For grants for research
projects, see sections 4.2 and 4.3 following.
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PRELIMINARY PROPOSAL

The first step in applying for an R&D contract is the submission of a preliminary
statement describing the investigator's basic study ideas, subjects of research, or
proposals for experimental development and demonstration.

The preliminary proposal should be brief and self-explanatory. Twenty
copies are required. It should include:

1. The problem to be investigated or the experiment or demonstration to
be conducted.

2. Objectives and potential application of findings.
3. Operational, research, or assessment procedures.
4. Time and budget requirements (summary only).
5. Statement on relevance to manpower problems.

A separate statement concerning staff, facilities, capabilities for conducting research,
experimentation, or demonstration, and previous related experience should accomPany
the preliminary proposal. The preliminary proposal and other related materials should
be sent to:

Director, Office of Research and Deve .opment
Manpower Administration
U.S. Department of Labor
Washington, D.C. 20210

After reviewing this preliminary summary. the Manpower Administration may
request a formal proposal. (Formal proposals should follow the outline detailed beiow
in Outline for Submission of Formal Proposals.)

GENERAL INFORMATION ABOUT REQUIREMENTS FOR
FORMAL PROPOSALS

The proposed project should focus on potential solutions to significant manpower
problems. It should seek to develop new knowledge or new applications of existing
knowledge which give promise of furthering the objectives of the legislation under
which the contract would be authorized.

The end product to be soued by any projectits findings and conclusionsshould
be of broad program interest; it may be limited to specialized operations where that
can be shown to provide a basis for generalized conclusions or to have applica-
fion over a wide area.

Management Capability

The project director or principal investigator should either have done successful
research, or conducted experimental or demonstration progrza., or have demon-
strated clearly a competence for performing or directing such. It is also preferred that
the director or principal investigator shall devote full time to the project. The organi-
zation submitting the proposal also must have available facilities and staff adequate
to carry out the proposed activity or give evidence that it can acquire such, if funded-
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Economic Efficiency

The probable value of the findings of the overall project must justify the total
proposed expenditure. The overall cost of the particular approach toward solving
the problem in the proposed project must be reasonable when compared with the
cost of other possible approaches. Projects should not duplicate ongoing or past
research and development efforts and wherever possible should attempt to build on
work already done.

Retiew cf Proposals

Formal proposals should be typed or otherwise reproduced on one side only and
should be moderate in length. Thirty copies should be submitted.

Acknowledgment of receipt usually will be made within 15 days. Processing,
review, and evaluation of comments received usually require 60 days from receipt of
proposaL

Notice of approval for negotiation (or disapproval) will be given as soon as
pc*sible following review and evaluation Final approval for contracting will depend
on a negotiated agreeraent on content, structure, and budget of the project by the
proposer and the Manpower Administration.

Final Report

Upon completion of the contract_ 15 copies of a final report are required. This
report will present and analyze information secured, and for de: elopment projects
will deicribe also the administrative structire developed and the operations performed.
It will contain: (1) A summary, (2) fin-lings and conclusions, (3) implications for
manpower progrzan and policy, and (4) implications for further research or experi-
mental and demonstration effort. Special ar-ention should be given to recommendations
for the application and use of the findings to -nanpower programs, policies, and
problems.

Publications -derived from work conducted under the contract will acknowledge
that the study was supported 1-1 the Manpower Administration, US. Department of
Labor. If it chooses, the Department will have a right to publ:sh and distaibute the
final report of the work done and to use the findings, including any research, program
materials, or Txperimental and assessment desivas developed, for any purpose
whAsoever.

OUTLINE FOR SUBMISSION OF FORMAL PROPOSALS

There is no printed form to be used. Follow the outline below in descrafing the
proposed project. Identify. each section by number and title as indicated in tbe
outline-

1. Cover page. The cover page of the proposal must show the following informa-
tion in the order indicated:

PROPOSAL TO THE ASSOCIATE MANPOWER ADMINISTRATOR
FOR POLICY, EVALUATION, AND RESEARCH, MANPOWER ADMIN-
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ISTRATION, US.
A RESEARCH OR

Project tide:

Submitted by:

Address:

Telephone number:

Initiated by:

Transmitted by:

DEPARTMENT OF LABOR, FOR A CONTRACT FOR
DEVELOPMENT PROJECT.

(Be concise and as specific as possible. Avoid obscure
technical terms. Include key woris under which project
may be indexed.)

(Name of organization, institution, agency, or individ-
ual, hereinafter referred to as "organization.")

(Of organization, including zip code.)

(Of organization, including area code.)

(Full name and position of individual who is ini6ating
project, ordinarily the director or chief investigator.)

(Full name and position of official who is approving
the submission of the proposal. This must be someone
with authority to commit the organization to the pro-
posed project. The proposal should be signed by both
the initiator and the transmitter on the original or
master copy.)

Dau: (Date transmitted.)

2. Abstract. Summarize the proposal, preferably on one page, under two main
heads: (a) Objectives, and (b) procedures.

3. Problem. Descrilie the problem to be focused on and its significance.

4. Objectives. State the questions which the project is designed to help answer,
the techniques or methods to be developed a 4/or tested, and/or the hypotheses to be
studied.

5. Relationship to other rwearch or experimental and demonstration programs.
Discuss the proposed project in zelation to previous research, experimentation, or
demonstration in the area of the work proposed. Indicate how what is proposed will
add to knowledge on the particular problem and/or on how to make manpower
programs more effxtive and efficient. Distinguish what is different about this pro-
posed project, as compared with other projects conducted previously or currently.

6. Project design and components.

a. For development, experimental and demonstr-"^... p-+jects.
(1) Descrilie the work plan: who will perform what tasks in what ways,
involving what types and approximate number of participants.
(2) Descrilie the organizational arrangements for administration of the
project.
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(3) Present a time schedule for performance of the stated tasks.
(4) Describe the provisions made for assessment of the effects of the
project. (Where research techniques are involved in the assessment of
experimental and demonstration projects, follow the outline in 6 (b)
following.)

b. For research projects. Describe the research design in detail, listing the
steps to be followed.. Include specific infermation, as relevant, on each of
the following:

(1) Research method. What is the method to be employed in the study?
Examples: Survey method, descriptive-theoretical analysis, participant
observation, experimental and control group comparisons.
(2) Study subjects. Where there are populations. samples, experimental
and control groups, indicate their purpose, origin, composition, size,
types of data to be collected on each, and sampling plans.
(3) Data collection. DescrThe types of data to be gathered and methods
of collection. To the extent feasilile, data that are already available or
are being collected from other sources must be used. Descrthe question-
naires, interview guides, tests, and other research instruments to be
used. In studies for which it is determined that the project is subject to
the requirements of the Federal Reports Act of 1942, it will be necessary
for the research.n- to submit cupies of questionnaires and survey plans
for clearance in advance of their use.
(4) Analytic techniques. Indicate statistical or other analytic techniques
to be used in testing the hypotheses or achieving the objectives of the
study.
(5) Phasing. Indicate the approximate time schedule for phasing
various aspects of the research or assessment to the operations schedule.

7. Personnel. Give name, title, and a statement of the educational and profession,:
experience of the principal investigator and other key personneL

8. Facilities. Indicate special facilities end similar advantages. For research
projects detail the research staff resources available to the organization.

9. Subcontracting. If a subcontractor is to be used for any part or parts of the
operation, or for research or assessment specify the nature of the work and the sub-
contractor's credentials for conducting it. Any subcontract is negotiated by the prime
contractor, but will be srbject to prior approval by the Office of Research and
Development.

10. Utilization. Discuss who the potential principal users are of the proposed
project's findings and how the project's "products" (reports, guide materials on
particular techniques) will be developed so as to encourage and facilitate use by
policyznakers, the research community, and/or manpower agencies.

1/. Other information. Indicate other pertinent information including the
following:
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(a) Ider7Ify other organizations whose participation or cooperation is
required and present evidence of their awareness of the need for their aid
and willingness to provide it.
(b) Amount of financial or other support available for this project from
other sources.
(c) Whether this proposal is an extension or an addition to a previously
Government-supported project.
(d) Whether financial support for this proposal or a similar one has been
requested from any Government or private organization other than the
Manpower Administration, U.S. Department of Labor.

12. Budget. Start this section on a new page, identifying it in sequence with
previous sections as "12. Budget." The budget will include all estimated costs to be
covered by any contract with the Department of Labor

The cost of performance of a contract includes the cost of necessary direct items
of expenditure incurred in the performance of the contract. It should also include an
amount for overhead or indirect costs only if appropriate.

Following the categories as shown in the outline below, and rounding all amounts
to the nearest dollar, list anticipated requirements for all items of expenditure. If the
project is expected to extend beyond 12 months, indicate the amount required for
each year, and in total.

a. Direct costs.
(1) Personal services.

(a) Include salaries and wages of all personnel directly attributable
to actual performance under this contract, whether on a full- or
part-time basis. List personnel by title, man-months (full- or part-
timebe specific), and dollar amounts.
(b) Include in connection with the above, but identify separately,
allowances (dollar amounts and percentages of base salaries) for
vacation, holidays, sick leave pay, and any other employee benefits
customarily granted-

(2) Consultants and contract service. Include allowances for consultants
and contract service as required-
(3) Materials and supplies. Assign a cost to all materials and supplies
which will be expended directly by the contractor in performance of
the contract.
(4) TraveL Furnish estimates of the number of trips, method of trans-
portation, and cost of travel. Include the estimated amount for subsist-
ence and daily allowance rates, auto mileage rates, etc., during travel, in
accordance with the contractor's established policy.
(5) Communications. Include telephone, telegraph, and postal charges.
(6) Services. Include those not specifically covered under personal
services (e.g., interviewer cost, computer cost). When a study involves
securing informafion through Federal agencies (as the U.S. Bureau of
the Census) or State agencies (as State employment services), the cost
of such services, if any, should be included.
(7) Other. Itemize by category and amount.
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b. Indirect costs or overhead. Give the basis for the contractor's determination
of proposed overhead rate and reference to the rate approved in other
current Government contracts, if any.

Overhead rates may be fixed during the negotiation of a contract, or
may be determined provisionally, with final settlement made at the conclu-
sion of the contract. If an overhead rate has been established by a Govern-
ment audit agency, identify the cognizant audit agency and contact person,
the rate established, the allocation base, and the period for which it was
established.

It is most important that all items of cost be readily identifiable, regard-
less of whether they are shown as direct or indirect.

The proposed budget will be reviewed against applicable Federal regu-
lations as part of the initial review. Where changes are necessary for projects
which are approvrxt otherwise for negotiation, these changes, as well as
decisions concerning the determination of an overhead rate, will be made
during the negotiation of the contract

It is the policy of the Department to encourage cost-sharing arrange-
ments on research contracts in accordance with the principles set forth in
the Office of Management and Budget (OMB) Circular A-100, dated
December 18, 1970, entitled "Cost sharing on research supported by Federal
agencies." The budget presentation should show what costs the proposer
will absorb as his contribution. If no costs are to be met by the proposer, an
explanation should be provided.



4.2 GUIDELINES FOR SUBMISSION OF RESEARCH AND DEVELOPMENT PROPOSALS
Doctoral Dissertation Grants Under the MDTA

Academic institutions offering doctoral degrees in areas of study which relate to
the manpower field (such as economics, sociology and social work, psychology, educa-
tion, and the behavioral sciences generally) may apply for grants to support disserta-
tion research of graduate students who have completed all requirements for the doctoral
degree except the doctoral dissertation, or who will have met these requirements
before the grant is effective. A separate application must be submitted for each candi-
date nominated by the university for a grant. Such a grant will be made to the uni-
versity in the name of the candidate.

GRANT CONDITIONS

The maximum amount of direct costs (see "The Application," paragraph 5.a., p.
303) of any one grant is $10,000 for a period not to exceed 1 year. For projects
scheduled to require more than 1 year, support may be given through renewals of
grants for a total of not to exceed 2 years, subject to availability of appropriated funds,
receipt of progress reports showing reasonable progress, and requests for such re-
newals to be submitted not later than 1 month before the expiration of previous grants.
The initial grant will indicate the period for which the Department intends to support
the project.

The grant may cover the following costs:

1. Support for the doctoral candidate.
a. Support will generally be on a stipend basis, determined by the propor-
tion of time spent by the candidate on his dissertation times the following
full-time annual stipend rates:

Single individual $4,000
Dependent albwances (additional)

Dependeit sponse 500
Dependent children:

1 500
2 800
3 (maxi-num) 1,100

Under this schedule the maximum annt:20 stipend rate for a married candi-
date with a dependent spouse and three or more dependent childen is
$5,600. The following example illustrates how a stipend may be computed:

A married man with one child who teaches half time and works on his
dissertation half time for 9 months of the year, and devotes full time to
his dissertation the other 3 months could receive a stipend of $3,125
three-fourths of the yeas at half time, $1,875, plus one-fourth of the
year at full time, $1,250.

.c?f/
299

292



300
4.2 Guidelines for Doctoral Dissertation Grants

b. A candidate who has been regularly employed in teaching or research
activities by the sponsoring university or a related research organization,
and for whom the dissertation research requires relief from part of his
employment, may be supported at his established rate of pay, prorated for
the proportion of his time devoted to the dissertation, provided that the
total amount of the candidate's pay from the grant does not exceed the
amount which the candidate could otherwise receive as a stipend if he
devoted full time to his dissertation (see La. above).

2. Major direct project costs, such as clerical assistance, necessary travel, com-
puter time, and special supplies.

3. Indirect costs at a fixed rate not to exceed the established audited rate of the
institution. The stipend may not be treated as a personnel cost for the purpose of
computing the amount of indirect costs. However, the salary of a candidate

employed
by the university (as in Lb. above) will not be considered a stipend.

4. Allowance to sponsoring university.
a. When the candidate is on a stipend basis, and is not charged tuition or
fees, an allowance of $2,500 will be granted to the university in lieu of
tuition, fees, general supplies, and other acimini.4:rative costs for grants of
6-months' to 1-year's duration. For grants of less than 6 months, the
allowance will be $1,250, except that for extensions or renewals of grants
beyond the first year, the allowance will be prorated on a monthly basis. In
accordance with the Office of Management and Budget Circular No.
AI00 (see below), costs of services of academic and administrative staff,
including the candidate's sponsor or thesis advisor, which would normally
be covered by tuition and fees of the university, may not be shown as acontribution of the university.
b. When the candidate is employed by the university and paid a salary, no
allowance will be granted. In such instances, the university may include the
salary of the candidate in the base against which indirect costs rates may be
applied.

In accordance with the Office of Management and Budget Circular No. A-100, dated
December 18, 1970, "Cost sharing on research supported by Federal agencies," the
grantee institution must share in the total cost of the project.For applications which are approved, the submisgon of copies of final reports
(dissertations) will be in accordance with condition 17 of the following Doctoral
Dissertation Grant Conditions. For projects extending beyond 1 year, the renewal will
be considered as a separate grant, and a progress report will be required with the
request for renewal.

Any survey plans, surveys, or questionnaires arising from the research under an
approved grant will be identified solely as the responsibility of the university or the
doctoral candidate and will in no way be attributed to the Department of Labor.

Publications based on the rmearch
conducted under the grant will acknowledge

that the research was supported by a grant from the Manpower Administration of the
US. Department of Labor under the Manpower Development and Training Act of
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1962, as amended. The Department will have a nonexclusive right to publish and
distribute the final report of the research and to use the findings, including any
research designs dev eloped by the research, for any purpose whatsoever.

The standard conditions applying to all dissertation grants are appended as Condi-
tions Governing Grants in Support of Doctoral Dissertations at the end of these
guidelines. As indicated below, any desired exceptions from these conditions should
be stated with the transmittal of the application.

SUBMISSION OF APPLICATIONS
Fifteen copies of each application should be sent by the university to:

Director, Office of Research and Development
Manpower Administration
U.S. Department of Labor
Washington, D.C. 20210

Closing dates for applications are December 1, March 1, June 1, and
September 1. Applications will be accepted which are postmarked or delivered on
or before each of these dates for work to be conducted or initiated during the 1-year
period following the date of the application. However, applications received in MA
1 week or more after a closing date, regardless of postmark, will be considered at the
next scheduled closing date- To assure an early acknowledgment of the receipt of
applications, applicants may enclose a stamped self-addressed postcard referenced to
the application. Processing of applications requires approximately 3 months, including
evaluation by review panels. Applicants may expect to be notified of action taken about
3 months after the applicable closing date. Applications approved for funding may
be activated for work to begin approximately 1 month after notification. A grant ap-
proved for a candidate who has not completed all the requirements for the doctoral
degree at the date of the application will require notice from the university that ail
requirements have been met before any payments will be made under the grant.

CRITERIA FOR APPROVAL
All applications are reviewed by a panel of persons from outside the Department

with expertise in the manpower field. Only those applications which propose studies
which have relevance to the objectives of title I of the Manpower Development and
Training Act3 are referred to the panel for their consideration and -recommendation.

The panel considers all elements of an application in its review, giving primary
emphasis to the candidate's ability, originality, and creatil ity as evidenced by the
project proposal. The standing of the candidate and his proposed project relative to
other candidates and to the availability of funds for the program determines whether
the project will be approved for a grant. Approval may be conditional on acceptance
of changes as recommended by the review panel, including substantive and budget
revisions.

THE APPLICATION

Applications should contain the information requested below in the order indicated.
There is no printed form to be used-

3 It is suggested that applicants study title I of the MDTA of 1962 before preparing proposals
under these guidelines. (See p. 333-)
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1. Tne first page should show the following:

PROPOSAL SUBMITTED TO THE ASSOCIATE MANPOWER ADMIN-
ISTRATOR FOR POLICY, EVALUATION, AN/3 RESEARCH, MAN-
POWER ADMINISTRATION, U.S. DEPARTMENT OF LABOR, FOR A
GRANT IN SUPPORT OF A DOCTORAL DISSERTATION UNDER THE
PROVISIONS OF TITLE I OF THE MANPOWER DEVELOPMENT AND
TRAINING ACT, PUBLIC LAW 87-415, AS AMENDED.

Submitted by: (Legal name of university which will be used if grant
is approved, and department sponsoring the candidate.)

Address: (Of university, including zip code.)

Candidate: (Name, address, and phone number. Candidate should
sign original or master copy.)

Project title: (Concise, descriptive, and as specific as possible.)

Sponsor: (Name, position, academic degrees, and phone number
of university advisor or sponsor of the candidate. Spon-
sor should sign original or master copy.)

Transmitted by: (Name, position, and phone number of approving offi-
cial. This should be someone with authority to commit
the university, and he should sign theoriginal or master
copy. Unless otherwise indicated all correspondence, in-
cluding the Notice of Grant Award, if approved, will
be addressed to this officiaL)

Date: (Date transmitted.)

2- The background of the candidate. Include statement of education and employ-ment experience, and a list of published work. Indicate if candidate has met allrequirements other than the dissertion, and, if not, when these will be met.

3. A statement by the candidate's sponsor in support of the proposal and
indicating his evaluation of the interests and potential of the candidate. Where the
sponsor is other than the thesis advisor for the candidate, the thesis advisor should
also include such a statement

4- A brief, but reasonably complete, statement of the proposed work prepared bythe candidate, and covering:
a. The problem to be investigated, and its importance and significance.
b. The objectives of the study, including hypotheses to be tested and specific
questions to which answers will be sought.
c. Procedures to be used- Include, as appropriate, general design, popula-tion and sample to be studied, data to be gathered and methods to be used,and methods of analysis to be used.
d. Anticipated practical applications of the findings, if appropriate.
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e. A time schedule for the project and its major phases. This may extend
beyond the 1-year limit 6n the initial grant as a basis for an additional
grant.
f. Where support of other agencies is necessary for the successful comple-
tion of the objectives of this study, include a statement of the extent of
cooperation already assured by such agencies.

5. A budget statement, in detail for the current year, with tentative totals for
additional years, if any. Detailed budgets will be required as part of each renewa:
application. Items to be shown in detailed budgets are listed below. Dollar amounts
are to be listed in two columns: (a) Amounts of funds requested and (b) amounts of
the grantee institution's contribution from non-Federal funds.

a. Direct costs.
(1) Personal services. Show the portion of the candidate's time to be
spent on the project, and the rate of stipend or salary.

(a) If a stipend, indicate the basis for the rate used in accordance
with schedule of stipends shown earlier in these guidelines.
(b) If a salary, indicate the basis for the recommended rate of
pay. Total salary charged to the grant may not exceed that amount
which would be payable for full-time work on the dissertation
under the schedule of stipends shown earlier in these guidelines
(see 1.a., p. 299).

(2) Major materials and special supplies required for the project.
Itemize in broad categories and amounts.
(3) Travel, including subsistence at actual cost but not to exceed that
allowable under the customary practice of the grantee. Give detail of
travel and subsistence, including types of transportation to be used and
rates allowed therefor.
(4) Communication and services not included elsewhere. Itemize by
broad categories and amounts. For computei use, show type, number,
cost per hour, etc.
(5) Other direct costs. Itemize by category and amount When the
candidate is on a salary basis, tuition and fees normally paid to the
institution by doctoral candidates working only on their dissertations
may be shown as a contribution of the institution in lieu of personal
and other services covered by such tuition and fees (as, for example,
the time spent by the candidate's sponsor supervising the work of the
candidate). Such tuition and fees are allowable as part of the grant
amount only to the extent that they reflect grantee costs directly attrib-
utable to the work of the candidate.

b. Indirect costs- A fixed rate which does not exceed the grantee institution's
established audited rate may be used. Identify the basis for the established
ratethe date, audit agency, and reference ntimbers, if any.
c. Allowance to university. S page 300, numbered paragraph 4 for
schedule of allowances. Include in amount requested.

6- A statement acknowledging that the Conditions Governing MDTA Grants in
Support of Doctoral Dissertations (which follow) have been reviewed and will be
accepted if the grant is approved. Any provisions from which the institution desires
exception should be clearly indicated and jr tified.
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DOCTORAL DISSERTATION GRANT CONDITIONS UNDER THE
MANPOWER DEVE1.OPMENT AND TRAINING ACT OF 19647.,

AS AMENDED

1. DEFINITIONS

As used in this grant (see Notice of Grant Award, p. 313), the following termsshall have the meaning set forth below:

a. "Secretary" means the Secretary of the US. Department of Labor, andthe term "his duly authorized representative" means any person or persons author-
ized to act for the Secretary.

b. "Grantee" means the institution named in this grant as the recipient ofthe grant award.

c. "Grant Officer" means the person executing this grant document onbehalf of the Government, and any other individual who is properly designated a
representative of the grant officer and acting within the limits of his authority.

d. "MA" means the Manpower Administration of the U.S. Department ofLabor-

2. APPLICABILITY OF CONDITIONS

These conditions shall be applicable to the grantee, to the doctoral candidate, andto any agency or organization which, pursuant to a contract, agreement, or otherarrangement with the grantee, undertakes responsibility for any part of this grant.Exceptions to these conditions may be requested in cases where compliance with oneor more of them would cause unnecessary difficulties in carrying out the approved
project. A waiver of any conditions must be in writing and must be signed by the
grant officer. Any such waiver must be explicit; no waiver may be inferred from the
fact that the grant is responsive to an application which may have contained materialinconsistent with one or more of these conditions.

3. SCOPE OF WORK

The work and/or services which the grantee shall perform Shall be consistent withthe proposal as approved for support by the grant officer, and shall be performed inaccordance with that document which is appended as Attachment 1 to the Notice ofGrant Award.

4. AMOUNT OF GRANT

The amount of the Federal grant shall not exceed the smaller of (a) the "TotalAmount of This Grant" shown in the Notice of Grant Award, or (b) the amount of
cash expenditures (other than grantee contributions) made by the grantee for project
purposes uuring the grant period. For this purpose, the amount of cash expenditures
shall include only expenses which are chargeable to the budget of the grantee andwhich are determined by the grant officer to be allowable costs under the applicableprovisions of subpart 1-15.3 of the Federal Procurement Regulations (41 CFRI-15.3).
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5. USE OF GRANT FUNDS

Grant funds shall be expended only for the purpose and activities of the approved
project. Adjustments within the approved budget may be made by the doctoral
candidate, with the approval of the grantee without prior approval by the grant
officer, provided the total expenditures do not exceed thg, amount of the grant and the
total pay and rate of pay of the doctoral candidate are not increased. Expenses which
are attrilmtable only in part to this project shall be prorated on a reasonable and
consistent basis to determine the amount chargeable to the activities supported by
this grant. The following statement, signed by _the authorized university or college
official, will accompany the final fiscal report:

"I certify that all payinents and --frienditures reported are for proper grant
purroses and in accordance with the approved budgets set forth in the grant
documents."

6. OBLIGATION OF GRANT FUNDS

Grant funds may not be obligated rxior to or after the grant period. Obligations
outstanding as of the end of the gx2rat period may be liquidated (paid out) after the
end of the grant period. Such ob'Aigations shall involve only specified commitments
for which a need existed during the grant period and which are supported by
approved contracts, purchase orders, requisitions, invoices, bills, or other evidence of
liability consistent with the grantee's purchasing procedures and incurred within the
grant period. All obligations incurred daring the grant period shall be liquidated
within 3 calendar months after the end of the grant period, if practicable.

7. PAYMENTS UNDER THE GRANT

Payments under the grant will be made as follows:
a. The initial payment will be made in the amount set forth on the cover

sheet
b. rmal payment will be made on receipt and acceptance by the grant

officer of (1) the reports required under condition 3.7 below, and (2) a final fiscal
statement act:ow:ding for all expenditures under this grant

8. UNOBLIGATED FUNDS

Funds remaining unobligated al the end of the grant period cannot be transferred
to another grant. The amount of the free or unobligated balance remaining at the end
of the grant period shall be returned to the U.S. Department of Labor when the final
financial report for the grant period is submitted. If savings occur in the liquidation
of obligations outstanding at the end of the grant period, these become part of the
unobligated balance.

9. 11RAVEL EXPENSES

Expenses charged for travel shall be governed by the following:
a. Loml travel by public carrier at actual costs and by privately owned

automobile at the grantee's usual rate.
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b. Out-of-town travel at the actual costs of rail or air fare, plus actual costs
of subsistence, but not to exceed those allowable under the customary practice of the
grintee, except that air travel shall be at less than first class where practicable.

10. SALARIES AND WAGES

The current policies of the grantee institution with respect to administration of
salary and wages shall be appRed to salaries and wages payable under this grant. The
term "administration of salary and wage scales" is interpreted to mean hours of
work, overtime rates, outside activities, general wage increases, and individual promo-
tions. C3nsultants shall be paid at the prevailing rates, established by the institution.

11. ESTIMATE OF TEM OR EFFORT
The grantee shall maintain quarterly "Time or Effort Reports" for all professional

staff rendering services under the grant. Such reports shall be prepared not later
than I month following the end of the academic term within which the services wererendered. The estimate may be based on either hours or a percentage of effort. Theestimate may be prepared by either the professional staff member himself or his
supervisor and retained in the office of the individual responsilge for preparation of
expenditure reports. The "Time or Effort Reports" shall be available for inspection
at any time by representatives of the Government

12. LEASE-PURCHASE AGREEMENT

The grantee shall not, while using Federal funds in the performance of this grant,
lease either real or personal pmperty under terms providing, among other things, for
the option to apply rent ir whole or in part toward the purchase of the propezty
being leased without prior written consent of the grant officer. Moreover, the grantee
agrees to have the substance of this clause inserted in any subcontract or equivalent
instrument entered into in performance of the grant.

13. EXPENSES DISALLOWED

No project funds shall be expended for:
a. The purchase of land, or any interest therein; the acquisition or con-struction of facilities; or the procurement of passenger-carrying vehicles;
b. The cost of meals for employees or officials of the grantee except when intravel status; or
c. Costs incurred before or after the grant period.

14. INTEREST EARNED ON FEDERAL FUNDS
All interest earned on Federal grant funds shall be reported on the financial reportfor the grant period and shall be returned by check payable to the US. Departmentof Labor.

15. ACCOUNTING FOR PROPERTY
Title to all property furnished by the Government or acquired with trent fundsremains in the Government. Upon completion of the project, the grantee shell make a
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report to MA faemng all nonconsumable property acquired with grant funds. The
grant officer at that time will determine the disposition to be made of such property.

16. ACCOUNTING PROCEDURES AND AUDIT

Amounting for grant funds will be in accordance with grantee institution accounting

practices, consistently applied, regardless of the source of funds. Itemization of all

supporting records of grant expenditures, including grantee contributions, must be in

sufficient detail to show the exact nature of the expenditures. The Office of Manage-

ment and Budget Circular A-100, December 18, 1970, requires that the grantee's
contrilnition to the project shall be not less in proportion to the total actual charges

against the grant than the ratio indicated in the approved budget. Records must be

available for audit by Government mpresentatives and must be retained for 3 years
after expiration of the grant or until grantee is notified by the grant officer that they

may be disposed of.

17. REPORTS

Prior to the end of the grant period, grantee shall submit 10 reasonably durable,

bound copies of a final research report covering the activities, research findings,

implications, conclusions, and recommendations resulting from the project work. A

short summary covering these subjects (four or five paragraphs totaling about 300

words) will either be included in or accompany the report The form, "Standard Title

Page for Technical Reports" must be completed and bound into each copy behind the

title page. Said final report shall contain, either in the preface or on the title page, the

following acknowledgment:
"The material in this project was prepared under Grant No (s). (enter appro-

priate MA numbers) from the Manpower Administration, U.S. Department of

Labor, under the authority of title I oi the Manpower Development and Train-

ing Act of 1962, as amended. Researchers undertaking such projects under
Government sponsorship are encouraged to express freely their professional
judgment. Therefore, points of view or opinions stated in this document do not
necessarily represent the official position or policy of the Department of Labor."

18. QUESTIONNAIRE APPROVAL

No questionnaire or survey plan shall be identified as a Goverinnent study or
Government-approved study, unless the grantee submits to the grant officer copies of

said questionnaires and survey plans for clearance in advance of use, in accordance

with the Federal Iteports Act of 1942.

19. RIGHTS TO AND DISPOSITION OF DATA

The grantee may publish, cause to be published, or distriliute for public consump-
tion any information concerning the results or conclusions of research conducted

under this grant, without prior review by the grant officer, provided that such publica-

tions contain the acknowledgment required by condition 17 above.
Grantee agrees to furnish 10 copies of each such publication to MA, and agrees, to

the extent that the grantee has power to grant such rights, that the Government may
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duplicate, use, and disclose in any manner and for any purpose whatsoever, and havo
others so do, an data procured or reports delivered under this grant. It is understood
that the grantee may not be required to disclose material of a confidential nature to
the Government even though such material has been collected in the performance of
this grant. If the grant results in a book or other copyrightable material, the author
is free to copyright the work, but the grantee agrees that the Government reserves a
rortIty-free, nonexclusive, and irrevocable license to reproduce, publish, or otherwise
use, and to authorize others to use, all copyrighted material and all material which
can be copyrighted resulting from this vant. It is further agreed that in any material
prepared under this grant under which a license is reserved to the Government under
the precedi sentence, the following language shall he added plainly in the vicinity
of the copyright: "Reproduction by the US. Government in whole or in part is
permitted for any purpose."

20. REVOCATION

a. This grant may be revoked in whole or in part by the grant officer after
notice to the grantee, excel* that a revocation shall not affect any financial commit-
ment which in the judgment of the grant officer had become firm prior to the
effective date of the revocation. Upon notice of revocation, the grantee shall make no
new commitments and shall cancel and otherwise reduce, insofar as passilae, the
amount of outstanding commitments and repay to the grant officer, by check payable
to the U.S. Department of Labor. the uncommitted balance of all funds that have
been paid to the grantee under the terms of this grant.

b. The grantee shall communicate with the grant officer whenever it has
reason to believe that circumstances may necessitate revocation of the grant. It is
expected that the most common cause for revocation will be the inability of the
grantee to carry out the program for which the grant was made or inability to adhere
to the other conditions set forth in the grant instrument.

21. AVAILABILITY OF THE DOCTORAL CANDIDATE

The availability of the services of the person named in the notice of grant as
"Doctoral Candidate" is one of the conditions of the grant. Grantee agrees to inform
the Government immediately whenever it appears to be impossilile for the doctoral
candidate to continue to work on the project as planned. Under such circumstances
the grant may be revoked.

22. CONTRACIS

a. Unless otherwise provided herein, prior written approval shall not be
required for the purchase, lease, or rental by the grantee of articles, supplies,
equipment, and services which are both necessary for and imp* incidental to the
performance of the work required under this grant, except that the following shidl
require such prior approval of the grant officer:

(1) Purchase of items of property or equipment having a unit value
exceeding 8250.
(2) Contracts and purchase orders exceeding 5 percent of tbe total
estimated cost of this grant.
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(3) Cost, cost-plus-a-fixed-fee, time-and-material, or labor-hoitr basis
conacts.
(4) The purchase of any motor vehicle or airplane.

Nothing herein, however, shall be deemed to provide for the incurrence of
any obligation of the Government in excess of estimated cost set forth in this grant
or be construed to constitute a determination of the allowability of such cost. The
grantee shall not enter into any agreement, under this grant, which provides for
payment on a cost-plus-percentage-of-cost basis.

b. The grantee will give the Government immediate notice in writing of any
action or suit filed and prompt notice of any claim made aga.r.:q the grantee by any
party with whom the grantee has entered into e subcontract and which, in the
opinion of the grantee, may result in litigation related in any way to this grant.

23. EQUAL OPPORTUNITY
(The following clause is applicable unless this grant is exempt under the rules,

regulations, and relevant orders of the Secretary of Labor (41 CFR, ch. 60).)
During the performance of this grant, the grantee agrees as follows:

a. The grantee will not discriminate against any employee or applicant for
employment because of race, color, religion, f:ex, or national origin. The grantee will
take affirmative action to insure that applicants are employed, and that employees are
treateil during employment, without rard to their race, color, religion, sex, or
national origin. Such action shall include, but not be limited to, the following:
Employment, upgrading, demotion, or transfer; recruitment or recruitment advertis-
ing; layoff or termination; rates of pay or other forms of compensation; and selection
for training, including apprentichip. The grantee agrees to post in conspicuous
places, available to employees and applicants for employment, notices to be provided
by the grant officer setting forth the provisions of this equal opportunity clause.

b. The grantee will state, in all solicitations or advertisements for employees
placed by or on behalf c3 the grantee, that all qualified applicants will receive consid-
eration for employme:e. without regard to race, color, religion, sex, or national origin.

c. The grantee will send to each labor union or representative of workers,

with which he has a collective bargaining aeement or other contract or understand-
ing, a notice, to be provided by the agency grant officer, advising the labor union or
workers' representative of the grantee's commitments under this equal opportunity
clause and shall post copies of the notice in conspicuous places available to employees

and applicants for employment.
d. The grantee will comply with all provisions of Executive Order No.

11246 of September 24, 1965, and of the rules, regulations, and relevant orders of
the Secretary of Labor.

e. The grantee will furnish all information and reports required by Execu-

tive Order No. 11246 of September 24, 1965, and by the rules, regulations, and
orders of the Secretary of Labor, or pursuant thereto, and will permit access to his
books, records, and accounts by the Department of Labor and the Secretary of Labor
for purposes of investigation to ascertain compliance with such rules, regulations,
and orders.

f. In the event of the grantee's noncompliance with the equal opportunity
crause of this grant or with any of the said rules, regulations, or orders, this grant
may be canceled, terminated, or suspended, in whole or in part, and the grantee may
be declared ineligible for further Government grants or contracts in accordance with
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procedures authorized in Executive Order No. 11246 of September 24, 1965, and suchother sanctions may be imposed and remedies invoked as provided in ExecutiveOrder No. 11246 of September 24, 1965, or by rule, regulation, or order of theSecretary of Labor, or as otherwise provided by law.
g. The grartze will include the provisions of paragraphs a. through g. in

every subcontract ur purchase order unless exempted by rules, regulations, or ordersof the Secretary of Labor issued pursuant to section 204 of Executive Order No.
11246 of September 24, 1965, so that such provisions will be binding upon eachsubcontractor or vendor. The grantee will take such action with respect to anysubcontract or purchase order as the Department of Labor may direct as a means of
enforcing such provisions, including sanctions for noncompliance. Provided, how-ever, that in the event the grantee becomes involved in, or is threatened with, litigation
with a subcontractor or vendor as a result of such direction by the contracting agency,the grantee may request the United States to enter into such litigation to protect theinterests of the United States.

24. POLITICAL ACTIVITY

No funds provided hereunder shall be used for any partisan political activity or tofurther the election or defeat of any candidate for public office, and no part of theadministration of the program authorized by this grant shall be intermingled with orclosely affiliated with any partisan political activity. In addition, it should be notedthat employees of public bodies and Connnunity Action Agencies may be subject tolimitations on their political activities under the Hatch Act [5 U.S.C. 1502 (a), 18U.S.C. 595].

25. BUY AMERICAN ACT

a. In acquiring end products, the Buy American Act (41 U.S.C. 10(a) (d))
provides that the Government give preference to domestic source end products. Forthe purpose of this clause:

(1) "Components" mean those articles, materials, and supplies which
are directly incorporated in tbe end products;
(2) "End products" mean those articles, materials, and supplies which
are to be acquired under this grant for public, use; and
C3) A "domestic source end product" means:

(a) an unmanufactured end product which has been mined or
produced in the United States;
(b) an end product manufactured in the United States if the cost
of components thereof which are mined, produced, or manufactured
in the United States exceeds 50 percent of the cost of all its com-
ponents. For the purpose of this a. (3) (b), components of foreign
origin of the same type or kind as the products referred to in b.
(2) or (3) of this clause Anil be treated as components mined,
produced, or manufactured in the United States.

b. The grantee agrees that there will be del;vered under this grant onlydomestic source end products, except end products:
(1) Which are for use outside the United States;
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(2) Which the Government determines are not mined, produced, or
manufactured in the United States in sufficient and reasonably availa-
ble commercial quantities and of a satisfactory quality;
(3) As to which the Secretary determines the domestic preference to
be inconsistent with the public interest; or
(4) As to which the Secretary determines the cost to the Government
to be unreasonable.

(The foregoing requirements are administered in accordance with Executive Order
No. 10582, dated December 17, 1954.)

26. COVENANT AGAINST CONTINGENT FEES

The grantee warrants that no person or selling agency or other organization has
been employed or retained to solicit or secure this grant upon an agreement or
understanding for a commission, percentage, brokerage, or contingent fee, excepting
bona fide employees or bona fide established commercial or selling agencies main-
tained by the grantee for the purpose of securing business. For breach or violation of
this warranty, the Government shall have the right to annul this grant without
liability or, in its discretion, to deduct from the grant award, or consideration, or
otherwise recover, the full amount of such commission, percentage, brokerage, or
contingent fee.

27. OFFICIALS .NOT TO BENEFIT

No member of or delegate to Congress, or resident commissioner, shall be admitted
to any share or part of this grant, or to any benefit that may arise therefrom; but
this provision shall not be construed to extend to this grant if made with a corporation
for its general benefit.

28. DISCLAIMER OF LIABILITY

Liabilities for the project supported by this grant are that of the grantee and not
the Federal Government, which assumes no liability with respect to accidents, illnses,
or claims arising out of the grant. Accordingly, the grantee is advised to take such
steps to insure or protect itself as it may deem desirable.
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US. DEPARTMENT OF LABOR

NOTICE OF GRANT AWARD: Under authority of the Manpower Development
and Training Act of 1962 (42 U.S.C. 2571)

GRANT NO - GRANT PERIOD: From through

PROPOSAL Number Title:

GRANTEE:

Principal Investigator

Name-

Doctoral Candidate

APPROVED BUDGET FOR THIS AWARD PERIOD:

INITIAL PAYMENT (See Condition 7) $
TOTAL AMOUNT OF THIS GRANT $
TOTAL GRANTEE CONTRIBUTION $

TOTAL PROJECT BUDGET $.

General level of support recommended
for this project following this grant
period:

Period-

Amount: $

CONDITIONS: This Grant is made in support of the p roposal which is a part of this Grant and is incorporated
as Attachment 1, and is made subject to the Conditions 1 through set forth in Attachment 2, ex
cept condition(s) wLich is (are) deleted.

Grantee accepts this Grant and the conditions of its Secretary of Labor, U.S. Department of Labor.
approval.

BY: BY-
TITLE- TITLE: Director, Office of Research and Development
DATE: DATE:
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4.3 GUIDELINES FOR SUBMISSION OF RESEARCH AND DEVELOPMENT PROPOSALS
Research Project Grants Under the MDTA

Public and private nonprofit academic institutions and research organizations may
apply for grants to support research projects or research-related activities in the
manpower field.

Projects approvable under this program include:
1. Research which explores new fields of inquiry.
2. Research which explores new methods of approach to existing fields of inquiry.
3. Studies which test the effectiveness or feasibility of research projects or pro-

gram&
4. Syntheses of the current state of knowledge in various research areas in order

to provide guides for future programs.
TJnder special circumstances, grants may also be made to assist in support of

research projects underwritten by other agencies, but which require additional mon-ies to assure completion.

GRANT CONDITIONS

The maximum amount of direct cost (see "The Application," parap-aph 10.a.,
p. 320) of any one grant is $15,000 for a period not to escceed 1 year. For projects
scheduled for more than 1 year, additional grants, each within the same limitation,
may be made for a total of not to exceed 2 years, subject to availability of appro-
priated funds, receipt of progress reports showing reasonable progress, and requests
for such renewals to be submitted not later than 1 month before the expirafion of
previous grants. The initial grant will indicate the period for which the Departmentintends to support the project.

Grant funds may be expended only for the purpose of carrying out the research
program as approved. In accordance with the Office of Management and Budget Circu-
lar No. A-100, dated December 18, 1970, "Cost sharing on research supported by
Federal agencies," the grantee institution must share in the total cost of the project.

All grant awards are subject to the condition that the principal invesigator
designated in the application continues to be responsible for the conduct of the
approved project for its duration. Continuation of grants in the event the principal
investigator becomes unavailable will be contingent upon written approval by the
Department of the person chosen by the grantee to replace the principal investigator..

For applications which are approved, the submission of copies of final reports will
be in accordance with condition 17 of the following Research Project Grant Conditions.
Incorporated into or accompanying this report will be a short summary, which includes
one paragraph on the project's objectives, one on procedures, two or three parap.aphs
on findings, and one on implications of findin,p. For projects extending beyond 1 year,
the renewal will be considered as a separate grant, and a progress report win be
required with the request for renewaL
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Any survey plans, surveys, or questionnaires arising from the research under an
approved grant will be identified solely as the responsibility of the grantee, and will
in no way be attributed to the Department oi Labor.

Publications based on the research conducted under the grant will acknowledge
that the research was supported by a grant from the Manpower Administration of the
U.S. Department of Labor under the Manpower Development and Training Act of1962, as amended. The Department will have a nonexclusive right to publish and
distribute the final report of the research, and to use the findings, including any
research designs developed by the research, for any purpose whatsoever.

The standard conditions applying to all research grants are appended as Condi-
tions Governing Grants in Support of Research Projects, at the end of these guide-
lines. As indicated below, any desired exceptions from these conditions should be
stated with the transmittal of the application.

CRITERIA FOR APPROVAL

A primary consideration in the approval of any grant request is the relevance of
the area of study to the objectives of title I of the Manpower Development and
Training Act.4 Proposals which are determined to be relevant to the objectives of
the Manpower Developmeut and Training Act will be considered by a review panel
of persons from outside the Department with expertise in the manpower field and
approved or disapproved in relation to criteria such as the following:

1. Manpower si7a4Icance.
a. The project is focused primarily on significant manpower problems.
b. The anticipated results or methodology of the project have broad na-
tional interest, provide a basis for generalized conclusions, or have practical
applicability.

2. Research design.
a. The problem with which the research proposes to deal is clearly defined.
b. The proposal reflects an adequate knowledge of other research related to
the problem.
c. Questions to be answered or hypotheses to be tested are well formulated
and clearly stated.
el. The proposal outlines fully the procedures to be followed, and whenever
applicable, includes information on such matters as sampling procedures,
including the size of the population to be studied and the size of sample and
control groups, as well as types of data to be gathered, and statistical
analyses to be trade.

3. Personnel and facilities.
a. The experience and training of the principal investigator appear adequate
to carry out the research.
b. The facilities available to the investigator (s) are adequate to carry outthe research.
c. The plan provides, wherev.er feasible, for encouraging and increz<ng
knowledge and skills of professional personnel and of new research workers.

4 It is suggested th- t applicants study title I of the MDTA of 1962 beforepreparing proposalsunder the guideline - t See P. 333-)
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4. Economic efficiency.

a. The suggested approach to the problem is reasonable in terms of overall
cost as compared with the cost of other possible approaches.
b. The suggested approach to problems involving the analysis of statistical
data utilizes, to the extent feasible, data already available or being collected
through Government and other sources.
c. The total proposed expenditure is justifiable in terms of the probable
value of the results of the proposed research, and the grantee institution is
contributing a reasonable share of the total cost.

Approval may be conditional on acceptance of changes in the project or the budget,
or both, as recommended by the review paneL

GRANT REVISIONS
The terms of any approved grant will be revised only if major changes in the areas

to be investigated are agreed to be necessary. Changes in the research approach
suggested by the development of a project or intended to expedite the achievement of
its objectives, but not materially changing the scope and purpose of the study, may
be made at the discretion of the grantee. Adjustments within the estimated approved
budget may be made at the discretion of dte grantee if the total amount of the grant
and the total pay and rate of pay of the principal investigator(s) are not increased.

Prior written approval of the Department is required for:

1. Substantial changes in the scope or purpose of a study, with or without
changes ill the budget;

2. Any increase in the total budget for a grant;
3. Any increase in the total pay or rate of pay of the principal investigator (s) ; or
4. Any change in the grant period.

SUBMISSION OF APPLICATIONS
Fifteen copies of each ipplication should be sent to:

Director, Office of Research and Development
Manpower Aaministration
US. Department of Labor
Washington, D.0 20210

Oosing dates for applications are December 1, March 1, June 1, and
September 1. Applications will be accepted which are postmarked or delivered on
or before each of these dates for work scheduled to start 4 months or more following
the applicable closing date. ilawever, applications received 1 week or more after a
closing date, regardls of postmark, will be considered at the next scheduled closing
date. Processing of applications requires approximately 3 months, including evaluation
by review panels. To assure an early acknowledgement of the receipt of applications,
applicants may enclose a stamped seli-addzessed postcard referenced to the appli-
cation. Applicants may expect to be notified of action taken about 3 months after the
closing ,Iate. Applications approved for funding may be activated for work to begin
approximately 1 month after notification.
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THE APPLICATION

Applications should contain the information requested in the order indicated.
There is no printed form to be used.

1. The first page should show the following:

PROPOSAL SUBMITTED TO THE ASSOCIATE MANPOWER ADMIN-
ISTRATOR FOR POLICY, EVALUATION, AND RESEARCH, MAN-
POWER ADMINISTRATION, US. DEPARTMENT OF LABOR, FOR A
GRANT IN SUPPORT OF A RESEARCH PROJECT UNDER THE
PROVISIONS OF TITLE I OF THE MANPOWER DEVELOPMENT
AND TRAINING ACT, PUBLIC LAW 87-415, AS AMENDED.

Project title:

Submitted by:

Address:

Telephone number:

Principal
investigator:

Transmitted by:

(Be concise, descriptive, and as specific as possilge.
Include key words under which project may be in-
dexed.)

(Legal name of institution or organization which will
he used if grant is approved, hereinafter referred to
as "organization.")

(Of organization, including zip code.)

(Of organization, including area code.)

(Name, position, academic degrees, and-phone number
of the principal investigator.)

(Name, posaion, and phone number of official who is
approving the submission of the proposal This must be
someone with authority to commit the organization to
the proposed project. thless .herwise indicated, all
correspondence, including the l'Iotice of Grant Award,
if approved, will be addrmed to this official.)

(The proposal should im signed by both the principal
invest:gator and the transzaittez on the original or
master copy.)

Daze: (Date transmitted)

2. Abstract. On a single separate page 'submit a summary of the proposalincluding: (a) Title of project; (b) name o : organization; (c) name of prinzipal
investiga. (d) objectives; (e) procedures; (f) time schedule, i.e., beginning and
ending dates (first year total and project toW if longer than 1 year).

3. Problem. Give a brief statement of the problem to be investigated, explaining
its importance and significance.
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4. Objectives. State the objectives of the research project, including hypotheses
to be tested and specific questions to which answers will be sought. For research
design studies, include the ultimate objectives of the research to be designed.

5. Relationship to other research. ate or summarize pertinent research related
to the proposed study. Present the rationale upon which the proposal is based. Indicate
the uniqueness of the proposal

6. Procedure. Describe the procedure in detail listing the steps to be followed.
Include specific information on each of the following, as appropriate:

a. General design of project.
b. Population and sample to be studied.
c. Data to be gathered and methods to be used.
d. Methods of analysis to be used.
e. Time schedule indicating length of time required for each major phase of
study-

7. Personnel. Give name, title, and a brief statement of the research experience
of the principal investigator, and of other key personnel

8- Facilities. Indicate special facilities and similar advantages, incboding research
staff resources, available to the organization.

9. Other information. Indicate other information pertinent to the proposal,
inclucling the following:

a. Amount of financial or other support for this project from other sources.
b. Whether this proposal has been or will be submitted to any other agency
or organization for financial support.
c. Whether this proposal is an extension of or an addition to a previous
project supported by the Departmwit of Labor or other Government agency.
d. Whether this proposal or a similar one was previously submitted to the
Department of Labor or other Government agency.
e. txtent to which cooperation has been agreed to by agencies whose support
is necessary for the successful completion of the objectives of the proposal

10. Budget. Include a section on estimated costs of the project to be covered by
the uant and by the grantee institution from non-Federal sources. Start this section
on a new page.

The proposed budget will be reviewed against applicable Federal regulations,
such as Office of Management and Budget CircuL- No. A-100, as part of the review of
the proposaL Where changes are necessary for the projects which are otherwise ap-
proved, final approval will be conditional on the acceptance of these changes.

The cost of the project includes the costs of nemssary direct items of expendi-
tures incurred in its performance; it may also include an amount of overhead or
indirect costs at a rate which does not exceed the grantee institution's established
audited rate for such projects.

Following the catories as shown in the outline below, and rounding all amounts
to the nearest dollar, list anticipated rcquirements for all items of expenditure in two
columns: (1) Amount of funds requested, and (2) amount of the grantee institution's
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contribution from non-Federal funds. If the project is expected to extend beyond 1
year, indicate amounts required for each year and in total.

a. Direct costs-
(1) Personal services. Include:

(a) Salaries5 and wages of all personnel which are directly attrll3-
utable to actual performance under this grant, whether on a
full- or pan-time basis. (List personnel by title, man-months, and
dollar amounts.)
(b) In connection with the above, but identified separately, allow-
ances for vacation, holiday, and sick leave pay. Also include
employee benefits to extent customarily provided by organization-
(c) Consuhants3 as required.

(2) Materials and supplies. Itemize in broad categories and amounts
all materials and supplies which are to be directly expended in per-
formance of the project-
(3) Travel. Include subsistence during travel at actual cost, but not to
exceed that allowable under the customary practices of the grantee.
Give detail of travel and subsistence, including types of transportation
and rates allowed therefor.
(4) Communications. Include telephone and telegraph charges unless
these are included in indirect costs.
(5) Services. Include those not specifically covered under personal
services- Itemize by category and amount.
(6) Other. Itemize by category and amount- For computer use, shw
type, number, cost per hour, etc.

b. Indirect cost: or overhead. A fixed rate which does not exceed the
grantee institution's established audited rate may be used. Identify the basis
for the established ratedate, audit agency, and reference numbers, if any.

11- A statement acknowledging that the Conditions Governing Grants in Support
of Research Projects (which follow) have been reviewed and will be accepted if the
grant is approved- Tf there are any provisions from which the organization desires
exceptions these should be clearly indicated and justified-

5 For salaries at rates of $15,000 or more per annum and for consultant fees in excess of $75
per day, include a statement establishing that each such rate is in accordance with the established
compensajon rates and policies of the grantee institution.



RESEARCH PROJECT GRANT CONDITIONS UNDER THE
MANPOWER DEVELOPMENT AND TRAINING ACT

OF 1962, AS AMENDED

1. DEFINITIONS

As used in this grant (see Notice of Grant Award, p. 329), the following terms
shall have the meaning set forth below:

a. "Secretary" means the Secretary of the US. Department of Labor, and
the term "his duly authorized representative" means any person or persons author-
ized to act for the Secretary.

b. "Grantee" means the institution named in this grant as the recipient of the
grant award.

c. "Grant Officer" means the person executing this grant document on
behalf of the Government, and any other individual who is properly designated a
representative of the grant officer and acting within the limits of his authority.

d. "MA" means the Manpower Administration of the US- Department of
Labor-

2. APPLICABILITY OF CONDITIONS

These conditions shall be applicable to the grantee and to any agency or organiza-
tion which, pursuant to a contract, agreement, or other arrangement with the grantee,
undertakes responsadlity for any part of this grant. Exceptions to these conditions
may be requested in cases where compliance with one or more of them would cause
unnecessary difficulties in carrying out the approved project. A waiver of any
condition must be in writing and must be signed by the grant officer. Any such
waiver must be explicit; no waiver may be inferred from the fact that the grant is
responsive to an application which may have contained material inconsistent with
one or more of these conditions.

3. SCOPE OF WORK

The work and/or services which the grantee shall perform shall be consistent with
the proposal as approved for support by the grant officer, and shall be performed in
accordance with that document which is appended as Attachment 1 to the Notice of
Grant Award-

4. AMOUNT OF GRANT

The amount of the Federal grant shall not emceed the smaller of (a) the "Total
Amount of This Grant" shown in the Notice of Grant Award, or (b) the amount of
cash expenditures (other than grantee contributions) made by the grantee for project
purposes during the grant period. For this purpose, the amount of cash expenditures
shall include only expenses which are chargeable to the budget of the grantee and
which are determined by the grant officer to be allowable costs under the applicable
provisions of subpart 1-15.3 of the Federal Procurement Roulations (41 CFR
1-15.3).
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5. USE OF GRANT FUNDS

Grant funds shall be expended only for the purpose and activities of the approved
project. Adjustments within the approved budget may be made by the grantee
without prior approval by the grant officer, provided the total expenditures do not
exceed the amount of the grant and the total pay and rate of pay of principal
professional staff are not increase& Expenses which are attributable only in part to
this project shall be prorated on a reasonable and consistent basis to determine the
amount chargeable to the activities supported by thrmi grant. The following statement,
signed by the authorized university or college official, will accompany the final fiscal
report:

"I certify that all payments and expenditures reported are for proper grant
purposes and in accordance with the approved budgets set forth in the grant
documents."

6. OBLIGATION OF GRANT FUNDS

Grant funds may not be obligated prior to or after the grant period. Obligations
outstanding as of the end of the grant period may be liquidated (paid out) after the
end of the grant period. Such obligations shall involve only spe...fied commitments
for which a need existed during the grant period and which are supported by
approved contracts, purchase orders, requisitions, invoices, bills, or other evidence of
liability consistent with the grantee's purchasing procedures and incurred within the
grant period. All obligations incurred during the grant period shall be Equidated
within 3 calendar months after the end of the grant period, if practicable.

7. PAYMENTS UNDER THE GRANT

Payments under the grant will be made as follows:
a. The initial payment will be made in the amount set forth on the cover

sheet.
b. Fmal payment will be made on receipt and acceptance by the grant

officer of (1) the reports required under condition 17 below, and (2) a final fiscal
statement accounting for all expenditures under this grant.

UNOBLIGATED FUNDS

Funds remaining unonligated at the end of the grant period cannot be transferred
to another grant The amount of the free or unobligated balance remaining at the end
of the grant period shall be rettaned to the US. Department of Labor when the final
financial report for the grazt period is submitted. If savings occur in the liquidation
of obligations outstanding at the end of the grant period, these become part of the
unobligated balance.

9. TRAVEL EXPENSES

Expenses charged for travel shall be governed by the following:
a. Local travel by public carrier at actual costs and by privately owned

automobile at the grantee's usual rate.
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b. Out-of-town travel at the actual costs of rail or air fare, plus actual costs
of subsistence, but not to exceed those allowable under the customary practice of the
grantee, except that air travel shall be at less than first class where practicable.

10. SALARIES AND WAGES

The cur. .st policies of the grantee institution with respect to administration of
salary or shall be applied to salaries and wages payable under this grant. The
term "adistration of salary and wage scales" is interpreted to mean hours of
work, overtime rates, outsi..L. activities, general wage increases, and individual pro-
motions. Consultants shall be paid at jne prevailing rates, established by the institu-
tion. In exceptional cases where the required caliber of services cannot be obtained at
the prevailing rates, a request to pay a higher rate, with justificafion therefor, shall
be submitted to the grant officer for consideration and prior approval before the
commitment is made.

11. ESTIMATE OF TIME OR EFFORT

The grantee shall maintain quarterTy "Time or Effort Reports" for all professional
staff rendering services under the grant. S:-.ch reports shall be prepared not /otter than
1 month following the end of the academic te:m within which the servicea were
rendered. The estimate may be based on either hours or a percentage of effort.. The
estimate may be prepared by either the professional staff member himself or his
supervisor and retained in the office of the individual responsible for preparation of
expenditure reports. The "Time or Effort Reports" shall be available for inspection at
any time by representatives of the Government.

12. LEASE-PURCHASE AGREEMENT
The grantee shall not, while using Federal funds in the performance of this grant,

lease either real or personal property under terms oroviding, among other things, for
the option to apply rent in whole or in part toward the purchase of the property
being leased without prior written consent of the grant officer. Moreover, the grantee
agrees to have the substance of this clause inserted in any subcontract or equivalent
instrument entered into in performance of the grant-

13. EXPENSES DISALLOWED

No project funds shall be expended for:
a- The purchase of land, or any interest therein; the acquisition or construc-

tion of facilities; or the procurement of passenger-carrying vehicles;
b- The cost of meals for employees or officials of the grantee except when in

travel status; or
c. Costs incurred before or after the grant period.

14. INTEREST EARNED ON FEDERAL FUNDS

All interest earned on Federal grant funds shall be reported on the financial report
for the grant period and shall be returned by check payable to the U.S. Department
of Labor
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15. ACCOUNTING FOR PROPERTY

Title to all property furnished by the Government or acquired with grant funds
remains in the Government. Upon completion of the project, the grantee shall make a
report to MA itemizing all nonconsumable property acquired with grant funds. The
grant officer at that time will determine the disposition to be made of such property.

16. ACCOUNTING PROCEDURES AND AUDIT

Accounting for grant funds will be in accordance with grantee institu6on account-
ing practices, consistently applied, regardless of the source of funds. Iterni7ation of
all supporting records of grant expenditures, including grantee contributions, must
be in sufficient detail to show the exact nature of the expenditures. The Office of Man-
agement and Budget Circular A-100, December 18, 1970, requires that the grantee's
contribution to the project shall be not less in proportion to the total actual charges
against the grant than the ratio indicated in the approved budget. Records must be
available for audit by Government representatives and must be retained for 3 years
after expiration of the grant or until grantee is notified by the grant officer that they
may be disposed of-

17. REPORTS

Prior to the end of the grant period, grantee shall submit 10 reasonably durable,
bound copies of a final r-search report covering the activities, research findings,
implications, conclusions, and reconunendations resulting from the project work. A
short summary covering these subjects (four or five paragraphs totaling about 300
words) will either be included in or accompany the report. The form, "Standard. Title
Page for Technical Reports" must be completed and bound into each copy behind the
title page. This is a requirement of the information storage and retrieval system.
Said final report shall contain, either in the preface or on the title page, the following
acknowledgment:

"The material in this project was prepared under Grant No (s). (enter
appropriate MA numbers) from the Manpower Administration, US. De-
partment of Labor, under the authority of title I of the Manpower Develop-
ment and Training Act of 1962, as amended. Researchers undertaking such
projects under Government sponsorship are encouraged to express freely
their professional judgment. Therefore, points of view or opinions stated in
this document do not necessarily represent the official position or policy of
the Department of Labor."

18. QUESTIONNAIRE APPROVAL

No questionnaire or survey plan shall be identified as a Government study or
Government-approved study, unless the grantee submits to the grant officer copies of
said questionnaires and survey plans for clearance in advance of use, in accordance
with the Federal Reports Act of 1942.
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19. RIGHTS TO AND DISPOSITION OF DATA

The grantee may publish, cause to be published, or distribute for public consump-
tion any information concerning the results or conclusions of research conducted
under this grant, without prior review by the grant officer, provided that such
publications contain the acknowledgment required by condition 17 above.

Grantee agrees to furnish 10 copies of each such publication to MA, and agrees, to
the extent that the grantee has power to grant such rights, that the Government may
duplicate, use, and disclose in any manner and for any purpose whatsoever, and have
others so do, all data procured or reports delivered under this grant- It is understood
that the grantee may not be required to disclose material of a confidential nature to
the Government even though such material has been collected in the performance of
this grant. If the grant results in a book or other copyrightable material, the author
is free to copyright the work, but the grantee agrees that the Government reserves a
royalty-free, nonexclusive, and irrevocable license to reproduce, publisli, or otherwise
use, and to authorize others to use, all copyrighted material and all material which
can be copyrighted resulting from this grant- It is further agreed that in any materiai
prepared under this grant under which a license is reserved to the Government under
the preceding sentence, the following language shall be added plainly in the vicinity
of the copyright: "Reproduction by the U.S. Government in whole or in part is
permitted for any purpose."

20. REVOCATION

a. This grant may be revoked in whole or in part by the grant officer after
notice to the grantee, except that a revocation shall not affect any financial commit-
ment which in the judgment of the grant officer had become firm prior to the
effective date of the revocation. Upon notice of revocation, the grantee shall make no
new commitments and shall cancel and otherwise reduce, insofar as possible, the
amount of outstanding commitments and repay to the grant Gfficer, by check payable
to the U.S. Department of Labor, the uncommitted balance of all funds that have
been paid to the grantee under the terms of this grant.

b. The grantee shall communicate with the grant officer whenever it has
reason to believe that circumstances may necessitate revocation of the grant. It is
expected that the most common cause for revocation will be the inability of the
grantee to carry out the program for which the grant was made or inability to adhere
to the other conditions set forth in the grant instrument.

21. AVAILABILITY OF THE PRINCIPAL INVESTIGATOR

The availability of the services of the person named in -the notice of grant as
"Principal Investigator" is one of ti.e conditions of the grant. Grantee agrees to
inform the Government irrimediately whenever it appears to be impossible for the
principal investigator to continue to work on the project as planned. Under such
circumstances the grant may be revoked unless a substitute is approved by the grant
officer.

31.6



326 4.3 Guidelines for Research Project Grants

22. CONTRACTS

a. Unless otherwise provided herein, prior written approval shall not be
required for the purchase, lease, or rental by the grantee of articles, supplies,
equipment, and services which are both necessary for and merely incidental to the
performance of the work required under this grant, except that the following shall
require such prior approval of the grant officer:

(1) Purchase of items of property or equipment having a unit value
exceeding $250.
(2) Contracts and purchase orders exceeding 5 percent of the tctal
estimated cost of this grant.
(3) Cost, cost-plus-a-fixed-fee, time-and-material, or labor-hour basis
contracts.
(4) The purchase of any motor vehicle or airplane.

Nothing herein, however, shall be deemed to provide for the incurrence of any
obligation of the Government in excess of estimated cost set forth in this grant or be
construed to constitute a deterwmation of the allowability of such cost. The grantee
shall not enter into any agreement, under this grant, which provides for payment on
a cost-plus-percentage-of-cost basis.

b. The grantee will give the Government immediate notice in writing of any
action or suit filed and prompt notice of any claim made against the grantee by any
party with whPm the grantee has entered into a subcontract and which, in the
opinion of the grantee, may result in litigation related in any way to this grant.

23. EQUAL OPPORTUNI'TY

(The following clause is applicable unless this grant is exempt under the rules,
regulations, and relevant orders of the Secretary of Labor (41 CFR, ch. 60).)

During the performance of this grant, the grantee agrees as follows:
a. The grantee will not discriminate against any employee or applicant for

employment because of race, color, religion, sex, or national origin. The grantee will
take affirmative action to insure that applicants are employed, and that employees are
treated, during employment, without regard to their race, color, relieon, sex, or
national origin. Such action shall include, but not be limited to, the following:
Employment, upgrading, demotion, or transfer; recruitment or recruitment advertis-
ing; layoff or termination; rates of pay or other forms of compensation; and selecticn
for training, including apprenticeship. The grantee agrees to post in conspicuous
places, available to employees and applicants for employment, notices to be provided
by the grant officer setting forth the provisions of this equal opportunity clause.

b. The grantee will state, in all solicitations or advertisements for employees
placed by or on behalf of the grantee, that all qualified applicants will receive consider-
tion for employment without regard to race, color, religion, sex, or national origin.

c. The grantee will send to each labor union or representative of workers
with which he has a collective bargaining agrePment or other contract or understand-
ing, a notice, to be provided by the agency grant officer, advising the labor union or
workers' representative of the grantee's commitments under this equal opportunity
clause and shall post copies of the notice in conspicuous places available to employ-
ees and applicants for employment

d. The grantee will comply with all provisions of Executive Order No.
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11246 of Sepiember 24, 1965, and of the rules, regulations, and vilevant orders ofthe Secretary of Labor
e. The grantee will furnish all information and reports required by Execu-

tive Order No. 11246 of September 24, 1965, and by the rules, regulations, and ordersof the Secretary of Labor, or pursuant thereto, and will permit access to his books,
records, and accounts by the Department of Labor and the Secretary of Labor for pur-
poses of investigation to ascertain compliance with such rules, regulations, and orders.

f. In the event of the grantee's noncompliance with the equal opportunity
clause of this grant or with any of the said rules, regulations, or orders, this grant
may be canceled, terminated, or suspended, in whole or in part, and the uantee may
be declared ineligible for further Government grants or contracts in accordance with
procedures authorized in Executive Order No. 1124.6 of September 24, 1965, andsuch other sanctions may be imposed and remedies invoked as provided in Execu-
tive Order No. 11246 of Septemher 24, 1965, or by rule, regulation, or order of theSecretary of Labor, or as otherwise provided by law.

g. The grantee will include the provisions of parap-aph a. through g. inevery subcontract or purchase order unless exempted by rules, regulations, or ordersof the Secretary of Labor issued pursuant to section 204 of Executive Order No.11246 of September 24, 1965, so that such provisions will be binding upon eachsulx.ontractor or vendor. The grantee will take such action with respect to anysubcontract or purchase order as the Department of Labor may direct as a means of
enforcing such provisions, including sanctions for noncompliance. Provided, how-ever, that in the event the grantee becomes involved in, or is threatened with,
litigation with a subcontractor or vendor cs a result of such direction by thecontracting agency, the grantee may request the United States to enter into such
litigation to protect the interests of the United States.

24. POLITICAL ACTIVITY

No funds provided hereunder shall be used for any partisan poltical activity or tofurther the election or defeat of any candidate for public office, and no part of theaaministration of the program authorized by this grant shall be intermingled with orclosely affiliated with any partisan political activity. In addition, it shonld be notedthat employees of public bodies and Community Action Agencies may be subject tolimitations on theiz political activities under the Hatch Act [5 U.S.C. 1502 (a), 18U.S.C. 595].

25. BUY AMERICAN ACT

a. In acquiring end products, the Buy American Act (41 U.S.C. 10 (a)(d) ) provides that the Government give preference to domestic source end products.
For the purpose of this clause:

(1) "Components" mean those articles, materials, and supplies which
are directly incorporated in the end products;
(2) "End products" mean those articles, materials, akid supplies which
are to be acquired under this grant for public use, and
(3) A "domestic source end product" means:
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(a) an unmanufactured end product which has been mined or
Produced in the United States, and
(b) an end product manufactured in the United States if the cost
of components thereof which are mined, produced, or manufac-
tured in the United States exceeds 50 percent of the cost of all its
components. For the purpose of this a. (3) (b), components of
foreign origin of the same type or kind as the products referred to
in b. (2) or (3) of this clause shall be treated as components
mined, produced, or manufactured in the United States.

b. The grantee agrees that there will be delivered under this grant only
domestic source end products, except end products:

(1) Which are for use outside the United States;
(2) Which the Government determines are not mined, produced, or
manufactured in the United States in sufficient and reasonably availa-
ble commercial quantities and of a satisfactory quality;
(3) As to which the Secretary determines the domestic preference to
be inconsistent with the public interest; or
(4) As to which the Secretary determines the cost to the Government
to be unreasonable.

(The foregoing requirements are administered in accordance with Executive Order
No. 10582, dated December 17, 1954.)

26. COVENANT AGAINST CONTINGENT FEES

The grantee warrants that no person or selling agency or other organization has
been employed or retained to solicit or secure this grant upon an agreement or
understanding for a commission, percentage, brokerage, or contingent fee, excepting
bona fide employees or bona fide established commercial r selling agencies main-
tained by the grantee for the purpose of securing busins. FOr breach or violation of
this warranty, the Government shall have the right to annul this grant without
liability or, in its discretion, to deduct from the grant award, or consideration, or
otherwise recover, the full amount of such comraission, percentage, brokerage, or
contingent fee.

27. OFFICIALS NOT TO BENEFIT

No member of or delegate to Congress, or resident commissioner, shall be admitted
to any share or part of this grant, or to any benefit that may arise therefrom; but
this provision shall not be construed to extend to this grant if made with a corporation
for its general benefit.

28. DISCLAIMER OF LIABILITY

Liabilities for the project supported by this grant are that of the grantee and not
the Federal Govermnent, which assumes no liability with respect to accidents, illnesses,
or claims arising out of the grant. Accordingly, the grantee is advised to take such
steps to insure or protect itself as it may deem desirable.
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of 1962, as amended.



APPENDIXManpower Development and Training Act of 1962, Title I, as Amended I

AN ACT

Relating to manpower requirements, resources, development, and utilization, and
for other purposes.

Be it enacted by the Senate and House of Representctives of the United States
of America in Congress assembled, That this Act may be cited as the "Manpower
Development and Training Act of 1962".

TITLE IMANPOWER REQUIREMENTS, DEVELOPMENT, AND
UTILIZATION

Statement of Findings and Purpose

SEC. 101. The Congress finds that there is critical need for more and better
trained personnel in many vital occupational categories, including professional,
scientific, technical, and apprenticeable categories; that even in periods of high
unemployment, many employment opportithities remain unfilled because of the short-
ages of qualified personnel; and that it is in the national interest that current and
prospective manpower shortages be identified and that persons who can be qualified
for these posi6ons through education and training be sought out and trained as
quickly as is reasonably possible, in order that the Nation may meet the staffing
requirements of the struggle for freedom. The Congress further finds that the skills of
many persons have been rendered obsolete by dislocations in the economy arising
from automation or other technological developments, foreign competition, relocation
of industry, shifts in market demands, and other changes in the structure of the
economy; that Government leadership is necessary to insure that the benefits of
automation do not become burdens of widespread unemployment; that the problem
of assuring sufficient employment opportunities will be compounded by the extraordi-
narily rapid growth of the labor force in the next decade, particularly by the
entrance of young people into the labor force, that improved planning and expanded
efforts will be required to assure that men, women, and young people will be trained
and available to meet shifting employment needs; that many persons now unPm-
ployed or underemployed, in order to become qualified for reemployment or full
employment must be assisted in providing themselves with skills which are or will be
in demand in the labor market; that the cialls of many persons now employed are

1 42 U.S.C. 2571 et seq. P.L. 87-415, Mar. 15, 1962, 76 Stat. 24-33, as amended by (a) P.L.
87-729, Oct. 1, 1962, 76 Stat. 679, (b) P.L 88-214, Dec. 19, 1963, 77 Stat. 422, (c) P.L 89-15,
Apr. 26, 1965, 79 Stat. 75, (d) P.L 89-792, Nov. 7, 1966, 80 Stat. 1434, (e) P.L. 80-794, Nov. 8,
1966, 80 Stat. 1451, and (f) P.L. 90-636, Oct- 24, 1968, 82 Stat. 1352.
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inadequate to enable them to make their maximum contribution to the Nation's
economy; and that it i the national interest that the opportunity to acquire new
skills be afforded to these people with the least delay in order to alleviate the
hardships of unemployment, reduce the costs of unemployment compensation and
public assistance, and to increase the Nation's productivity and its capacity to meet
the requirements of the space age. The Congress further finds that many professional
employees who have become unemployed because of the specialized nature of their
previous employment are in need of brief refresher or reorientation educational
courses in order to become qualified for other employment in their professions,
where such training would further the purposes of this Act- It is therefore the
purpose of this Act to require the Federal Government to appraise the manpower
requirements and resources of the Nation, and to develop and apply the information
and methods needed to deal with the problems of unemployment resulting from
automation and :technological changes and other types of persistent unemployment.

Evaluation, Information, and Research

SEC. 102. To assist the Nation in accomplishing the objectives of technological
progress while avoiding or minimizing individual hardship and widespread unem-
ployment, the Secretary of Labor shall

(1) evaluate the impact of, and benefits and problems created by automa-
tion, technological progress, and other changes in the structure of production
and demand on the use of the Nation's human resources; establish techniques
and methods for detecting in advance the potential impact of such developments;
develop solutions to these problems, and publish findings pertaining thereto;

(2) establish a program of factual studies of practices of employers and
unions which tend to impede the mobility of workers or which facilitate mobil-
ity, including but not limited to early retirement and vesting provisions and
practices under private compensation plans; the extension of health, welfare,
and insurance benefits to laid-off workers; the operation of severance pay plans;
and the use of extended leave plans for education and training purposes. A
report on these studies chall be included as part of the Secretary's report required
under section 107;

(3) appraise the adequacy of the Nation's manpower development efforts to
meet foreseeable manpower needs and recommend needed adjustment, including
methods for promoting the most effective occupational utilization of and provid-
ing useful work experience and training opportunities for untrained and inexpe-
rienced youth;

(4) promote, encourage, or directly engage in programs of information and
communication concerning manpower requirements, development, and utilization,
including prevention and amelioration of undesirable manpower effects from
automation and other technological developments and improvement of the mobility
of workers;

(5) arrange, through grants or contracts, for the conduct of such research
and investigations as give promise of furthering the objecdves of this Act; and

(6) establish a program of experimental, developraental, demonstration,
and pilot projects, through grants to or contracts with public or private
nonprofit organizations, or through contracts with other private organizations,
for the purpose of improving techniques and demonstrating the effectiveness of
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specialized methods in meeting the manpower, employment, and training prob-
lems of worker groups such as the long-term unemployed, disadvantaged youth,
displaced older workers, the handicapped, members of minority groups, and
other similar groups. In carrying out this subsection the Secretary of Labor
shall, where appropriate, consult with the Secretaries of Health. Education, and
Welfare, and Commerce, and the Director of the Office of Economic Opportun-
ity. Where programs under this paragraph require institutional training, appro-
priate arrangements for such training shall be agreed to by the Secretary of
Labor and the Secretary of Health, Education, and We Hare. He shall also seek
the advice of consultants with respect to the standards governing the adequacy
and desiv2 of proposals, the ability of applicants, and the priority of projects in
meeting the objectives of this Act-

Job Development Programs

SEC. 103. The Secretary of Labor shall stimulate and assist, in cooperation
with intcrested agencies both public and private, job development programs, through
on-the-job training and other suitable methods, that will serve to expand employment
by the filling of those services and related needs which are not now being met because
of lack of trained workers or other reasons affecting employment or opportunities for
employment.

Labor Mobility Demonstration Projects

SEC. 104. (a) During the period ending June .30, 1970, the Secretary of
Labor shall develop and carry out, in a limited number of geographical areas, pilot
projects designed to assms or demonstrate the effectiveness in reducing unemploy-
xnent of programs to increase the mobility of unemployed workers by providing
assistance to meet their relocation expenses. In carrying out such projects the
Secretary may provide such assistance, in the form of grants or loans, or both, only
to involuntarily unemployed individuals who cannot reasonably be expected to secure
full-time employment in the community in which they reside, have bona fide offers of
employment (other than temporary or seasonal employment), and are deemed quali-
fied to perform the work for whit-la they are being employed-

(b) Loans or grants provided under this section shall be subject to such terms
and conditions as the Secretary shall prescribe, with loans subject to the following
limitations:

(1) there is reasonable assurance of repayment of the loan;
(2) the credit is not otherwise available on reasonable terms from private

sources or other Federal, State, or local programs;
(3) the amount of the loan, together with other funds availaole, is adequate

to assure achievement of the purposes for which the loan is made;
(4) the loan bears interest at a rate not less than (A) a rate determined by

the Secretary of the Treasury, taking into consideration the average market
yield on outstanding Treasury obligations of comparable maturity, plus (B)
such additional ehnrge, if any, toward covering other costs of the program as
the Secretary may determine to be consistent with its purposes; and

(5) the loan is repayable within not more than ten years-
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(c) Of the funds appropriated for a fiscal year to carry out this Act, not more
than $5,000,000 may be used for the purposes of this section..

Trainee Placement Assistance Demonstration Projects

SEC- 105- During the period ending June 30, 1970, the Secretary of Labor
shall develop and carry out experimental and demonstration projects to assist
in the placement of persons seeking employment through a public employment office
who have successfully completed or participated in a federally assisted or financed
tra:ziing, counseling, work training, or work experience program and who, after
appropriate counseling, have been found by the Secretary to be qualified and suitable
for the employment in question, but to whom employment is or may be denied for
reasons other than ability to perform, including difficulty in securing bonds for
indemnifying their employers against loss from the infidelity, dishonesty, or default
of such persons. In carrying out these projects the Secretary may make payments to
or contracts with employers or institutions authorized to indemnify employers
against such losses. Of the funds appropriated for a fiscal year to carry out this Act,
not more than $300,000 may be used for purpose of this section.

Labor Market Information and Job Matching Program

SEC 106- (a) The Secretary of Labor shall develop a comprehensive system
of labor market information on a national, State, local, or other appropriate basis,
including but not limited to information regarding

(1) the nature an-I extent of impediments to the maximum development of
individual employment potential including the number and characteristics of all
persons requiring manpower services;

(2) job opportunities and skill requirements;
(3) labor supply in various skills;
(4) occupational outlook and employment trends in varicas occupations;

and
(5) in cooperation and after consultation with the Secretary of Commerce,

economic and business development and location trends.
Information collected under this subsection shall be developed and made available in
a timely fashion in order to meet in a comprehensive manner the needs of public and
private users, including the need for such information in recruitment, counseling,
education, training, placement, job development, and other appropriate activities
under this Act and under the Economic Opportunity Act of 1964, the Social Security
Act, the Public Works and Economic Development Act of 1965, the Wagner-Peyser
Act, the Vocational Education Act of 1963, the Vocational Rehabilitation Act, the
Demonstration Oties and Metropolitan Development Act of 1966, and other relevant
Federal statutes.

(b) The Secretary of Labor shall develop and publish on a regular basis
information on available job opportunities throughout the United States on a Na-
tional, State, local, or other appropriate basis for use in public and private job
placement and related activities and in connection with job matching programs
conducted pursuant to this subsection,. The Secretary is directed to develop and
establish a program for matching the qualifications of unemployed, underemployed,
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and low-income persons with employer requirements and job opportunities on a
National, State, local, or other appropriate basis. Such programs shall be designed to
provide a quick and direct means of communication among local recruitment, job
training and placement agencies and organizations, and between such agencies and
organizations on a National, State, local, or other appropriate basis, with a view to
the referral and placement of such persons in jobs. In the development of such a
program, the Secretary shall make maximum possible use of electronic data process-
ing and telecommunication systems for the st.)rage, retrieval, and communication of
job and worker information.

(c) A report on the activities and achievements under this section shall be
included in the report required under section 107.

(d) Not less than 2 per centurn of the sums appropriated :7.1 any fiscal year to
carry out titles I, H, and III of this Act shall be available only for carrying out the
provisions of subsection (b) of this section.

Manpower Report

SEC. 107. The Secretary of Labor shall make such reports and recommenda-
tions to the President as he deems appropriate pertaining to manpower requirements,
resources, use, and training; and the President shali :ransmit to the congress within
sixty days after the beginning of each regular session (commencing with the year
1963) a report pertaining to manpower requirements, resources, utilization, and
training.
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In this section, the projects are indexed by code number according to contractor and

oTantee organizations and institutions; individual researchers; contract or grant
numbers; and subject.

For code numbers, first digit is section number, second digit is subsection number,

and the last digi's refer to numerical order of descriptions within each subsection.
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A. INDEXContractor and Grantee Organizations and Institutions

(For code numbers, first digit is section number, second digit is subsection number,
and last digits refer to numerical order of descriptions within each subsection.)

CODE NUMBER
A

Abt Associates Inc. 1.3.01, 3.3.01
Adult Education Center, Inc. 3.3.02
Agriculture, U.S. Department of,

Graduate School 2.5.01, 3.6.01
American Correctional Association L3.02
American Friends Service Committee, Inc. 1.3.03
American Institute of Aeronautics and Astronautics 1.3.04
American Scholarship Association 1.3.05
American Society for Training and

Development 2.5.02, 3.6.02
American Telephone and Telegraph Company 1.3.06
American University, The 3.5.01, 3.6.03
American Vocational Association 1.3.07
Arizona State University 2.3.01, 3.2.01, 3.3.03
Arizona, The University of 1.3.08
Arkansas, University of 3.5.02
Association for the Help of Retarded Children . . . 3.1.01
Atlanta Research Corp. 3.1.02
Atlanta University L4.01, 1.6.01, 3.4.01 to 3.4.07

Battelle Memorial Institute 1.1.01
Beth Israel Hospital Community Service Program 13.09
Boise Cascade Urban Development Corporation 1.3.10
Boston College L5.01
Boston Planning Department 33.04
Boston University 1.2.01
Bowdoin College 2.5.03, 3.6.04
Bowling Green State University 1.5.02, 1.5.03,

' 5.04, 3.5.03,
3.5.04, 3.6. 05

Boys Residential :Youth Center 2.3.02, 3.3.05
Brandeis University 1.2.02, L2.03,

13.11, 1.4.02,
1.5.05, 3.5.05,

3.5.06
Brookings Institution, The 1.2.04
Brown University 15.06
Bureau of Social Science Research, Inc. . . . . 11.02, 1.2.05,

1.3.12, 1.3.13,
16.02, 1.6.03,
3.2.02, 3.2.03

CODE NUMBER

Business and Industrial Coordinating Council
(BICC ) 2.3.03, 3.3.06

California Nurses' Association 2.3.04, 3.3.07
California State Assembly, Office of Research 1 3.14
Califortia State Personnel Board 1.3.15
California, University of,. Berkeley 1.1.03, 1_5.07 to

1.5 17, 1.6.04, 1.6.05,
2.1.01, 2.4.01 to 2.4.03,

3.103 to 3.1.05,
3.5.07 to 3.5.10

California, University of, Los Angeles 1.3.16, 1.4.03,
1.5.18, 15.19, 3.1.06,

3.5.11, 3.5.12
Campfire Girls, Inc. 3.3 08
Career Development International, Inc. 1.3.17
Case Western Reserve University 12.06, 3.2.04
Catholic University of America, The 3.5.13
Census, Bureau of the 1.1.04, 1.1.31, 3.L07
Center for Policy Research LL05
Central Washington State College 3.6.06
Chicago Conference on Religion and Race . . . 2.3.05, 3 3.09
Chicago, The University of 12.07, 1.3.18,

1.5.20 to 1.5.23, 2.4.04,
3.5.14, 3.5.15

Citizens' Committee on Youth 2.3.06, 3.3.10 to 3-3.12
Claremont Graduate School 2.4.05, 3.5.16, 3.5.17
Colorado State University 1.3.19, 2.3.07, 3.3.13, 3.3.14
Colorado, University of 1.5.24
Columbia University 1 1 06 to 1.L08,

1.3.20, L5.25 to
1.6.06, 7 X.31,

2.4.06 to 2.4.08, 2.5.05,
3.1.08 to 3.1.15, 3.3.73,
3.5.18 to 3..7 22, 3.6.07

Community Progress, Inc. 2.3.08, 3.3.15
Cornell University 1.2.08, 1.2.09, 1.4.04,

1.5.36, 1.5.37, 1.6.07,
2.4.09, 2.4.10, 3.1.16,

3.2.05, 3.5.23 to 3.5.25, 3.6.08
Council on Sucial Work Education 1.3.21
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CODE NUMBER

Defense, Department of 1.L09
Derryck Associates, Inc. 2.1.02, 3.1.17
Development Systems Corporation 1.3.22
District of Columbia Department of Corrections 1.3.23
Drake University 2.3.09, 3.3.16, 3.3.17
Duke University L5.38

Education and Training Associates 1.3.24
Educational Computer Corporation L3.25, 3.3.18
Educational Testing Service L1.10, L2.10
Employment Security, Bureau of 2.3.10, 3.3.19, 3.3.20
Employment Service, U.S. Training and 3.1.18
Epilepsy Foundation of America 2.3.11, 3.3.21
Evaluation Technology Corporation 1.3.26, L3.27,

3.3.22, 3.3.23

Florida State University, The 1.5.39, 2.411,
3.5.26, 3.5.27

Florida, University of 3.L19
Fordham University 2.2.01, 3.2.06,

3.5.28, 3.5.29

Georgetown University L1.11
George Washington University, The 1.2.11, L5.40,

2202, 2.2.03,
3.2.07, 3.2.08

Georgia State University 3.5.30
Girl Scouts of the U.S.A. 3.3.08
Goodwill Industries Vocational Service 3.3.24
Greater Horizons, Inc. 1.3.28
Greenicigh Associates, Inc. 1.3.29, 3.L20

Hartford, City of 3.3.25
Harvard University LL12 to LL15, L3.30,

1.5.41 to 1.5.46, 2.L03,
2.4.12, 3.1.21 to 3.1.24,

3.5.31, 3.5.32, 3.6.09
Hospital Research and Educrzional Trust

of New Jersey 2.3.13, 3.3.26
Household Employment Association for

Re-evaluation and Training 2.3.14, 3.3.27
How tthold Management, Inc. 2.3 15, 3.3.28
Household Technicians of Western

Pennsylvania, Inc. 1.3.31
Houston, University of L6.08, &1.25, 3.3.29
Howard University L6.09, L6.10,

2.3.16, 3.3.30

CODE NUMBER

Hudson Guild, The 1.3.32
Hull House Association 3.3.31
Human Interaction Research Institute L3.33,

2.3.17, 3.3.32
Human Resources Research Organization .... 1.2.12,1.2.13
Huznanic Designs Corporation L3.34, 3.3.33 to 3.3.35

Illinois Bureau of Employment
Illinois JOBS
Illinois, University of

Indiana University Foundation

Security .... 1.3.35,3.3.36
3.3.37

L1.16, 1.5.47,
2.4.13, 2.4.14,

3.L27, 3.5.33, 3.5.34
L2.14, 1.3.36,
1.3.37, 1.5.48,

1.5.49, 2.5.06, 3.6.10
Institute for Creative Studies, The 3.6.11
Institute of Public Administration L3.38, 1.3.39
International Association of Fire Chiefs L2.15
Iowa Employment Security Commission 3.3.38
Iowa State Manpower Development Council
Iowa State University of Science

and Technology

Iowa, The University of

2.3.18, 3.3.39

L4.05, 3.4,08 to
3.4.37, 3.5.35

3.5.36

Jacksonville (Fla.) Chamber of Commerce
Jewish Employment and Vocationai Service

Jewish Vocational Service
Job Corps Health Unit
Jobs For Progress, Inc.
JOBS NOW
Johns Hopkins University, The

3.3.40
L3.40,

2.3.19, 3.3.41
2.3.20, 3.3.42
1.3.41, 1.3.42
2.3.21, 3.3.43

2.3.22, 3.3.44, 3.3.45
L3.4.3, L6.11,

2.4.15, 37, 3.5.38

Kansas State University L3.44, 2.4.16,
3.3.46, 3.3.47, 3.5.39

Kennedy, John F., Family Service Center, Inc. .... 3.3.48
Kennedy, The Robert F. Memorial 2204, 3.2.09
Kentucky, The University of, Research

FoundatiOn LL17, 3.1.28,3.5.4,C
Kramer, Inc., Leo L3.45

Labor Statistics, Eureau of LL18 to 1.L21, 1.3.39,
2.2.05, 3.L29, 3.2.10

Legal Resources, Inc. 23.23, 3.3.49
Leiter, Sarah F. 2.3.24, 3.3.50
Louisiana State University, New Orleans LL22, L6.12
Loyola University L613, 3.3.51



A.. Index of Contractor and Grantee Organizations 343

CODE NUMBER

Maine, University of 1.4.06, 3.3.52,
3.4.38 to 3.4.46

Manpower Science Services, Inc. 1.2.16, 1.3.46,
2.3.25, 3.3.53

Maryland, University of 1.5.50, 2.4.17,
3.1.30, 3.5.14, 3.5.42

Massachusetts Institute of Technology 1.1.23, 1.531
to 1 5 51, 2.4.18,2.4.19,

to 33.46,
3.6.12, 3.6.13

16.14, 1.6.15,
2.5.07, 3.6.14

3.5.43

Massachusetts, University ol

Match Institution, The 1.3.47
Mayor, Office of the, of Cleveland 1.3.48
Medical and Health Research Association

of New York City, Inc. 2.3.26, 3.3.54
Memphis State University 1.4.07, 3.4.47, 3.4.48
Menswear Retailers of Arm-rico 2.3.27, 3.3.55
Mentec Corporation, The 1.3.49
Metropolitan Applied Rftearch Center, Inc. 1.2.17
Michigan Employment Security Commission 1.3.50
Michigan State University

Michigan, The University of

1.1.24, 1.2.18,
1351, 15.54, 1.5.55,
2.1.04, 2.105, 2.4.20,

2.5.08, 3.1.31 to 3.1.35,
3.5.47 to 3.5.53, 3.6.15

1 1.25, 1.1.26,
1.2.19, 1.2.20, 1332,

15.56 to 13.64, 1.6.16 to
1.6.18, 2.3.28, 2.3.29,
2.4.21, 2.4.22, 2.5.09,

3.1.36 to 3.1.38, 3.2.17,
3.336, 3.3.57, 3.5.53 to
35.60, 3.6.16 to 3.6.18

Minneapolis Rehabilitation Center, Inc. . 3.338 to 3.3.60
Minnesota, University of 2.421, 2.4.24,

3.1.39, 3.2.12, 3.2.13,
33.61, 3.5.62, 3.6.19

Mississippi State University 2.3.30, 3.3.61
Mississippi Systematic Training and

Redevelopment (STAR) Project 1.3.53,3.3.62
Mississippi, The University of 1.4.07, 3.4.47, 3.4.48
Missouri, University of 1.4.08, 1.6.19
Mobile Area Committee for Training

and Development, Inc. 3.3.63
Mobilization for Youth, Inc. 1.3.54, 1.3.55,

2.3.31, 3.3.64 to 3.3.73
Montana State Employment Service 3.3.74

Nathan Aesociates, Inc., Robert R. 1.3.56, 3.1.40
National Academy of Sciences 2.1.06, 3.1.41
National Analysts, Inc. 3.2.14
National Bur..au of Economic Research, Inc... 1.1.27,1.6.20
National Capital Area Child Day Care
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Association, Inc. 1.337, 2.3.32, 3.3.75
National Civil Service League 16.21, 3.3.76
National Commission on Resources

for Youth, Inc. 13.59, 13.60, 3.3.77
National Committee for Careers in Medical

Technology 13.61, 3.3.73
National Committee for Children

and Youth, The . 2.3.33, 3.3.73,
3.3.79, 3.3.80

National Committee on Employment
of Youth 13.62, 3.3.81

National Committee on Household Employment .... 3.3.82
National Industrial Conference Board 3.1.42, 3.1.43
National League of CitiesConference

of Mayors, Inc. 13.63, 3.2.15
National Manpower Policy Task Force 11.28, 2.1.07,

2.1.08, 3.1.44 to 3.1.53
National Planning Association 1.1.29, 1.3.64

2.109, 3.1.54, 3.1.55
National Restaurant Association, The 1.3.65
National Science Foundation 1.3.66
National Tut Dealers and Retreaders

Association, Inc., The 2.3.34, 3.3.83
National Urban League, The 1.3.67, 3.3.84
Neighborhood Centers Association 2.3.35, 3.3.85
Nelluza and Associates, A.L. 2.3.32, 3.3.75,

3.3.86, 33.87
New Careers Systems Institute, Inc. 1.3.68
New Jersey Department of Labor

and Industry 13.69, 2.3.36, 3.3.8
New School for Social Research 3.5.63
New York, The City University of 13.70, 3.3.89
New York, The City University o4

Research Foundation 13.71, 3.3.90, 3.3.91
New York, The Research Foundation of

State University of, Albany 1.6.22, 3.6.20
New York, The Research Foundation of

State University of, Buffalo
New York State Department of Labor

12.21,3.2.16
1-3-72, 2-3.37,

3.3.92
New York State Division of Parole 3.3.93
New York University ...... 1.1.30, 1 9 29, 1.5.65 to

1.5.67, 2.2.07, 3.1.56,
3.157, 3.2.17, 33.64

Newark College of Engineeri .g 2.110,3138
Norfolk State College 1 4,09, 3.4.49 to 3.4.35
North Carolina Agricultural and Technical

College, Greensboro 1.4.10, 3.1.59,

3-4.56,3.4.57North Carolina Fund 2.3.38, 33.94
North Carolina Manpower Development

Corporation 1.3.73 to 1.3.75, 3.3.95
North Carolina State University, Raleigh .... 1.4.11,3.139,

3.4.58 to 3.4.76
North Carolina, Un:versity cf 3.1.60
North Star Research and Development

Institute 1.2.23 to 1.2.25,
3.2.18 to 3.2.20
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North Texas State University

CODE NUMBER

3.6.21
Northeastern University 1.2.26, 1 3.76, 1.3.77,

3.L61, 3.6.22, 3.6.23
Northern Michigan University 1.3.78
N orthwestern niversity 1.3.79, 1.5.68,

1.5.69, L6.23, L6.24,
2.4.25, 3.5.65 to 3.5.67

0
Oak Ridge Associated Universities, Inc. . . .3.3.96 to 3.3.99
Office of Economic Opportunity 1.3.81
Office of Management and Budget 1.3.82
Ohio State University Research

Foundation, The LL31, 1.2.27,
L4.12, 1.5.70, 1.5.71,
L6.25, L6.26, 2.1.11,

3.L62 to 3.L65
OIC (Opportunities Industrialization

Center, Inc.) 3.3.100 to 3.3.114
OIC-Charlotte Bureau Training Programs, Inc. .... 1.3.80
Oklahoma State University of Agriculture

and Applied Science, Research
Foundation LL32, 1.413, 1.5.72,

3.1.66, 3.4.77 to 3.4.84
Optometric Center of New York L1.33
Oregon, University of L4.14, 2.5.10, 3.6.24, 3.6.25

Pacific Training and Technical Asdstance
Corporation

Pennsylvania State University, The
1.2.28

.. LL34, 1 9 999
2.L12, 3.1.67 to 3.1.70

Pennsylvania, University of 1.1.35, 1.2.30,
1.323, 1.5.73, 1.5.74,
2.1.13, 3.1.71, 3.5.63

People to People Committee for
the Handicapped 1.3.84

Philadelphia, Oty of 3.L72
Planning Rearch Corp. 2.1.14, 3.L73, 3.L74
President's Committee on the Employment

of the Handicapped
Princeton University

Puerto Rican Forum, Inc.
Puerto Rico, Commonwealth of, Department

of Labor 3.3.117
Purdue Research Foundation 2.4.28, 2.5.11,

3.1.76, 3.5.71 to
3.5.73, 3.6.26, 3.6.27

2.3.39, 32.115
1.5.75 fo-L-5.77,

2.4.26, 2.4.27, 3.1.75
1.3.85, 3.3.116

Rzncho Los Amigos Hospital 2.3.40, 3.3.118
Recruiting Management Consultants, Inc. LL36
Rehabilitation Center Inc., The 2.3.41, 3.3.119

33

CODE NUMBER

Rehabilitation Research Foundation . 1.3.86,
3.3.120 to 3.3.125

Research Triangle Institute 3.1.77
Residential Youth Center of Downeast,

Women in Community Service (WICS), Inc. . . . 3.3.126
Rice University 3.2.21
Richardson, Bellow, Henry, & Co., Inc. .. 2.3.42, 3.3.127
Rochester Jobs, Inc 1.3.87
Rochester, University 1-5.78, 2.5.12, 3.6.28
RutgersThe State University 1.3.88, 1.6.27, 3.6.29

Sage Hill Camp, Inc. 2.3.43. 3.3.128
Saint Louis University 1.3.89, 1.5.79,

2.3.44, 3.3.129
St Mary's Dominican College 2.3.45, 3.3.130
San Diego State College 2.5.13, 3.6.30
San Francisco Unified School District 2.3.46, 3.3.131
Santa Clara, University of 3.6.31
Santa Clara County Medical Society 2.3.47, 3.3.132
Shelley and Company, Inc., E.F. 1.3.93, 2.3.48,

2.3.49, 3.3.133, 3.3.134
Skill Achievement Institute 3.3.135
Skill Upgrading in Cleveland 2.3.50, 3.3.1.36
Skill Upgrading, Inc- 3.3.137
Social Development Corporation 1.3.91
Softwa:e Systems, Inc. 3.L78
Sonoma State College Foundation 3.6.32
South Carolina Department of

Corrections 2.3.51, 3.3.138
South Florida, The University of 3.3.139
Southern California, University of 1.2.31, 1.5.80
Southern Illinois University LL37, 3.6.33
Southern Methodist University 1.4.15, 3.5.74
Stanford University 1.5.81, L5.82,

1.6.28, 2.4.29,
3.1.79, 3.5.75, 3.6.34

Staten Island Mental Health Society, Inc
Stout State University
Syracuse University

System Development Corp.

3.2.22
1.3.92

1.5.83, 1.5.84,
3.5.76, 3.5.77

3.1.80

Talent Assistance Program, Inc. 1.3.93
Teamsters, Joint Council of, No. 42 2.3.52, 3.3.140
Technical Education Rmearch Centex, Inc. 1.3.94
Temple University 1.1.38, 1.2.32, 1.4.16,

3.4.85 to 3.4.106, 3.6.35
Tennessee, University of 1.3.95
Texas A&M University LL39
Texas Southern Uni.ersity 3.1.25
Texas Technological College 33.78, 3.5.79
Texas, The Uni%ersity of 1.1.40, 1.3.96,

1.3.97, 1_5.86, 33.80
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CODE NUMBER

Training and Research Institute for
Residential Youth Centers, Inc_ 2.3.53, 3.3.141

Trans Century Corp 1 1.41, 3.1.81
Trimble Associates, Inc., M.K. 2.3.54,

3.3.142, 3.3.143
Tufts University 2.420, 3.5.81
Tulane University 1.5.87
Tuskegee Institute 3.3.144

United States Atomic Energy Commission 1.3.98
United States Civil Service Commission 1.3.99
United States Research and Development Corp ... 1.3.100,

1.3.101, 3.3.145
United States Trairiing and Employment Service ... 1.3.102
Upjohn Institute for Employment Research,

The W.E. 3.122
Urban Conservation Proje.1, The 3.3.136, 3.3.137
Urban Institute, The L3.103, 3.3.146
Utah State University 2.4.31, 3.1.83, 3.5.82
Utah, University of L3.104, 1.4.07, 1.5.29

V

Vanderbilt University 2.3.55, 3.3.147, 3.6.36
Vera Institute of Justice 1.3.105, 3.3.148
Vermont, State of, Department of Employment

Security L3.106
Villa Loretto School 3.3.149
Virginia State College 1.4.18
Vocational Guidance Service 1.3.107,3.3.150 to 3.3.152

Washingwrr Central Labor Council,
The Greater 2.3 12, 3.3.153, 3.3.l 54

332

CODE NUMBER

Washington (D.C.) Urban League, Inc. ... 1.3.109,3.3.155
Washington State Employment Security Department. 3.3.156
Washington University L5.88 to 1.5.93, 3.5.83
Washington, University of 3.5.84, 3.5.85
Watts Labor Community Action

Committee 1.3.110, 1.3.111
Wayne State University 1.2.20, 1.2.33, L6.30,

West Virginia University
Willmart Services, Inc.
Wisconsin State Employment Service
Wisconsin, State of, Department of Industry,

Labor, and Human Relations 1.3.112
Wisconsin, The University of L1;42, LL43, 1.3.113,

L5:94 to L5.96, 2.3.56,
2.4.32 to 2.4.37, 2.5.14,

3.1.87, 3.3.158, 3.5.87
to 3.5.93, 3.6.38 to 3.6.40

Wisconsin, The University of, Milwaukee 1.2.34
Women's Bureau 3.1.88, 3.1.89
Women's Service Club 1.3.114
Work Training Program, Inc. 1.3.115, 3.3.159
Wright Institute, The 22.08, 3.223

3.1.84 to 3.1.86,
3.5.86, 3.6.18
L4.19, 3.6.37

3.3.157
3.1.18

Yale University 1.5.97 to 1.5.99, 1.6.31,
2.1.15, 2.4.38, 2.5.15,

3.1.90, 3.5.94 to 3.5.96, 3.6.41
YMCA of Metropolitan Chicago, The 1.3.116
Young Women's Christian Association of the

United States of America, National Board 3.3.160
Youth .House, The 3.3.161
Youth Organizations United L.1.117
Youth Services Agency 3.3.162



B. INDEXIndividuals Associated with Contracts or Grants

(For code numbers, first digit is section number, second digit is subsection number,
and last digits refer to numerical order of descriptions within each subsection.)

A
CODE NUMBER

Baum, John F.

CODE NUMBER

1-5.96
Aaron, Benjamin 1.4.03 Baumoi, William J. 1.5.77
Abrahamson, Mark 1.5.84 Becker, Gary S. 1.5.25
Adams, Patricia 3.4.01 Bedrosian, Hrach 3.1.56
Adams, Stuart N. 1.3.23 Benishay, Haskel 3.6.20
Adelman, Harvey M. 3.1.80 Benjamin, Darrell Raymond 5.5.71
Adelson, Marvin 3.1.80 Berg, Ivar E. 1.5.30
Akerlof, George 1.5.15 Berger, David E. 1.5.92
Akula, Johr L. 1.5 44 Berman, Loniee 1.5.10
Ali, Ernest K. 3 6.33 Bezdek, Roger IL 2.4.14, 3.5.34
Allerhand, Melvin E. 3.2.04 Biderman, Albert D. 1.6.02,1.6.03Alpert, Ida 3.1.01 Birenbanm, Arnold .L01
Alterman Jack ' 1.1.19 Blackman, Sheldon 3.2.22
Anderson, Lynn B. 3.1.86 Blake, Nelson M. 1.5.83
Andrews, W. H. 25.06, 3.6.10 Blakeley, Thomas J. 1.5.01
APPelt, Judy P. 1.5.86 Elan, Judith R. 1.5.69
Aronson, Robert 1.4.04 Blauner, Robert 1.5.07
Aronson, Sidney 1.5.65 Bluestone, Barry 1.5.58
Ards, Rudolph D. 3.1.59 Bolaria, Bhopinder S. 3.4.39, 3.4.45, 3.4.46
.kshenfelter, Orley 3.1.75, 3.4.07 Borenzweig, Herman 1.5.80
Askin, A. Bradley 2.4.18, 3.5.44 Boras, Michael E. 2.5.08, 3.1.31, 3.6.15
Atbanasiou, Robert B. 3.5.55 Boskin, Michael J. 2.4.02, 3.5.09
Acevedo, Ross E. 1.5.37 Bowen, Donald D. 2.4.38, 3-5.96

Bowlby, Roger L 1.5.85
FS Bowles, Samuel S.

Braden, Paul V
LL27

3.1.66, 3.4.82, 3.4.83Bachman, J. G. 1.1.26 Break, George F. 2.4.02Baldwin, Stephen Edward 3.5.84 Brechling, Frank 1.6.23Ball, David S. 3.4.59, 3.4.61 Brenner, M. Harvey 2.1.15, 3.1.90Ball, Joseph H. 1.5.32 Brown, Carol A. 2.4.07, 3.5.21Barbash, Jack 2.5.14, 3.6.38 Budde, Norbert W. 1.5.89Barber, G. Putnam 3.6.14 Bnechner, William R. 1.5.46Barhydt, Gordon 3.6.17 Burack, Elmer H. 3.1.26Barkin, Solomon 1.6.14, 1.6.15 Burton, John F., Jr. 15.23Barlow, celvin L 1.5.19 Bylund, A. Bruce 3.1.83Barnett, Samuel B. 1.2.10 Byron, Rev. William J. 3.5.41Baron, Reuben M. 3.1.84
Barrett, Nancy 3.6.03
Barth, Peter S. 1.5.70
Barton, Anen H. 1-5.27 Cadmus, Robert R. 3.1.60Barton, Sam B. 3.6.21 Cain, Glen G. 1.5.95, 24.36Bass, Alan IL 3.1.84 Campbell, Everett J. 3.4.89Bast, Bernard A. 1.5.56 Cannel], Charles F. 3.1.38Bates, Percy 1.2.16 Caplan, Stanley H. 3.1.03Battle, Huey J. 1.4.18 Cargill, B. F. 2.1.05,3.1.33 to 3.L35
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348 B. Index of Individuals

CODE NUMBER

Ca.rter, Barbara Nell 1.5.64
Carter, Genevieve W. 1.2.31
Carter, William 3.6.03, 3.6.11
Cavana, Gordon 3.1.01,3.1.05
Champagne, Joseph E. 3.1.25
Chaplin, David 3.6.39
Chase, John S. 33.59
Chin, Robext 1.2.01
Choldin, Harvey M. 2.1.04, 3.1.32
Christenson, C. L. 2.5.06, 3.6 10
Clark, David H. 3.4.43
Clatanoff, William B., Jr. 1.5.50
Cohen, Malcolm S. 11.25, L5.57, 1.5.58
Coles, Flournoy 3.4.07
Combs, John Paul 3.4.70
Conant, Eaton H. 14.14
Conner, Thomas L 15.54
Cooke, Gerald 3.186
Corwin, Ronald D. 1.5.67, 3.1.57
Cotterill, Phillip Glenn (Teets) 3.5.65
Cowan, Gloria 1.2.33
Craig, Waii,n, L., Jr. 3.4.54
Crane, Donald Paul 3.5.30
Cress, Ronald J. L1.01
Crossinan, Edward R. F. W. 3.1.03
Crowder, Norville David 1.5.38
Cndaback, Dorothea 1.5.17

Daane, Calvin
Dailey, Kevin P.

3.2.01
3.4.40

Dana, John 2101, 3.1.05
Darian, Jean C. 1.5.74
Davey, Harold W. 3.427, 3.4.28, 3.4.35, 3.4.36
David, Deborah S. 1.5.26
David, Paul A. 1.5.82
Davidoff, Flora 15.82
Davis, J. Ronnk 3.4.20
Dawis, Rene V. 2.4.24, 3.1.39
Decker, Floyd A. 3.2.15
Delehanty, George E. 2.4.25
Delehanty, John A. 1.6.24, 2.4.-5
Dennuin, Anne Smith 3.6.06
Denman, Clayton C. 3.6.06
Derryck, Dennis A. 1.3.11, 2.1.02, 31.17
Deutsch, Steven E. 3.6.25
Devlin, Laurence E. 2.4.04,3.5.15
Dhanidina, Lutaf 1599
Diamond, Daniel E. 19 29, 33_56
Dickinson, Paul T. 1.5.93
Dixon, Vernon J. 1.5.77
Doctors, Samuel L 1.3.79
Dodson, Dan W. 1.5 66
Doeringer, Peter B. 1.1.14, 1.5.45, 3.1.21, 3.6.09
Donovan, John C. 2.5.03, 3.6.34

Dow, J. Kamal
Drake, Civirles A.
Dreessen, Erwin A. J.
Drew, Alfred S.
Drotning, John E.
Dubey, Sumati
Dunlop, John T.

CODE NUMBER

3.1.19
2.4.20, 3.5.52

1.5.14
3.L76
32.16
12.06

1.1.12,11.13,11.15,
1.5.41, 1.5.42, 2.4.12

Dunn, Dennis 1.3.92
alrand, John D. 1.5.74

Easley, James B. 3.4.69
Eckerman, William C. 3.1.77
Egge, Karl 3.1.64
Eggertsson. Thrainn 13.70
Ehrenberg, Ronald Gordon 1.6.13, 3.5.66
Eichenholz, Joseph 3.6.11
Eichner, Alfred S. 3.1.09
Eisner, Robert 1.5.68
Elliott, Charles 2.2.01, 3.2.06
Elliott, Delbert S. 1

Emery, Margaret 1.4.19
Fneleman, Stephen R. 1.5.09
Epstein, Cynthia Fuchs 2.5.05, 3.6.07
Epstein, Irwin 1.5.60
Esser, Barbara 1.1.10
Etzioni, Amitai 1.1.05
Ewen, R. B. 2.2.07, 3.2.17

Falk, IL Frank 3.2.13
Fearn., Robert M. 14.11, 3.4.69, 3.4.75
Featherman, David Lee 3.5.58
Feldman, Harold 12.08
Feldman, Penn, H. 3.6.09
Feldstein, Donald 1.5.31
Ferguson, Jack 3.6.22
Ferman, Louis A. 1.2.20, 1-3.52, 2-421,

2.5.09, 3.6.16, 3.6.18
Ficht, John C. 3.4.51
Filley, Alan 1.5.94
Fme, Barry D. 2.4.22, 33.0
Fme, Sidney 3.1.82
Finegan, T. Aldrich 3.6.36
Fmer, Stephen L 5.4.43
Fmk, Joseph 3.1.80
Fischer, William 3.2.05
Fischer, William R. 3.118
Fitch, David J. 1.6.10
Flanagan, Robert J. 24.01, 3.5.08
Fleisher, Behon H. 1.6.25, 3.1.64
Florer, John H. 15.83
Folk, Hugh 15.47, 2.4.14
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CODE NUMBER

Foltman, Fe lician F. 1.5.36, Z4.3:.
Forsgren, Rode-ick A. 3.4.40
Forthman, Rthert C. 2.4.03, 3.5.10
Foster, Howard G. 1.6.22, 3.5.24
Fouler, Myron D. 2.4.06, 3.2.16, 3.5.18
Franke, Walter H. 1.1.16, 3.1.27
Franklin, David 1.2.31

Franklin, Jack L 1.5.49
Freeberg. Norman E. 1.2.10
Freedman, Marcia 3.1.10
Freeman, Evelyn S. 1.136
Freeman, Richard B. 2.103, 3.1.24
Friedland, William IL 3.6.08
Friedlander, Frank 3.2.04
Friedlander, Stanley 1.1.07
Friedman, Clara 3.1.20
Frost, Oliva P. 1.5.66
Frnmkin, Norman 3.1.54
Fuller, Varden 3.1.44
Fusfeld, Daniel R. 1.5.61

Galchus, Kenneth Edward 3.5.83
Gallington, Ralph 0. 2.4.11

Garbarino, Joseph 1.5.16
Garlock, Jonathan E. 1.5.78
Garvin, Charles D. 1.2.19
Gaurnier, Paul L 3.2.05
Gerstel, Eva K. 3.1.77
Gingrich, Neil B. 2.1.12, 3.1.67
Ginzberg, Eli 1.1.06, 1108, 3.1.08
Glazer, Nathan 1.5.43
Gle.m, Loa I M. 1.5.40, 21.08, 3.153
Gold, Martin 1.6.16
Goldenberg, L Ira 1.3.30
Goldfarb, Robert S. 1.5.99, 2.5.15,

3.5.91, 3.6.41

Goldstein, Harrld M. 1.9 9,1,3.6.23
Gonzalez, Maria Elena 3.142
Goodale, James G. 1.5.02
Goodell, H. Grant 2.4 11

Goodman, Lconard IL 3.2.02, 3.2.03
Coodman, Paul S. 1.5.21
Goodwin, Leonard H. 1.2.04, 1.2.05
Gordon, David M. 3.6.09
lordon, Jesse 1.352
uordon, Kennith G. 2.4.11, 3.5.27
Gordon, Margaret S. 3.1.04
Gorelick,, Sherry 1.5.30
Grafgein, David 3.6.22
Gramm, Wendy Lee 2.4.25, 3.5.67
Green, Christopher 3.1.59
Greenberg, Edward 1.5.92
Greenfield, Harry L 3.1.11
Greer, Joseph F. 1.5.79
Greer, Scott 1.5.69

Individuals

Griffith, William S.
Groemping, Franz A.
Gubins, Samuel

349

CODE NUMBER

2.4.04
3.1.29
3.5.37

Guion, Robert M. 1.5.03, 2.5.04,3.6.05
Gurin, Gerald 1.5.59, 3.1.36
Gusfield, Joseph R. 2.4.13
Gutman, Herbert G. 1.5.78
Gwartney, James David 3.5.85

Haffner, Alden H. 1.1.33
Haggard, Donald F. 1.2.13
Haines, John S., Jr. 2.4.34, 3.5.90
Hall, Douglas T. 2.4.38
Hall, Robert E. 1-6.05
Hambleton, John Walter 24.35, 5.5.91
Hamermesh, Daniel 2.5.15, 3.6.41
Hansen, Gary B. 2.4.31 3.5.82
Hansen, Niles M. 3.1.28
Hansen, W. Lee 2.4.34, 2.4.35
Harbison, Frederick H. 1.5.75
Hardin, Emir 3.1-31
Harlmess, James P. 3.1.60
Harmeling, Mary Bernadette 3.5.28
Harmes, Louis T. 1.4.16, 3.4.85
:far- Dean H. 2.5.12, 3.6.28
Han James L. 3.1.66, 3.4.82
Harris, Richard N. 2.4.30, 3.5.81
Harrison, Bennett 16.21, 2.4.17, 3.5.42
Harrison, Don K. 1.5.59
Harwood, Edwin 3.2.21
Hathaway, Dale E. 1.3.51
Hanrek, Edwara W. 2.4.1.3, 3.5.33
Hansznan, Leonard J.

3-4.65, 3.4.67,
3.4.71, 3.4.74

Hecht, Reuben W. 2.1.12, 3.1-67
Hecicman, James J. 1.5.76
Hefner, James A. 3.4.06
Heitmann, Kenneth Harry 3.4.12
Helvey, T. Charles 1.3.95
Heneman, Herbert G., Jr. 3.1.39, 3.6.19
Heneznier, Stanley 3.4.95
Henry, William F. 3.2.20
Herberg, Dorothy Mary Chave 2.4.21, 3.5.54
Herrnstadz, Irwin L. 1.3.77, 3.1-61
Hiestand, Dale L 3.1.15, 3.1-45
Hildebrand, George H. 2.4.09, 2.4.10
Hill, C. Russell 2.4.23, 3.5.61
Hillgrman, sally T. 2.4.08, 3.5.22
Hines, Robert J. 2.4.10, 3.5.25
Hirshleifer, Jack 1.5.18
Hollander, Edward D. 3.1.40
Hollman, Kenneth 3.4.47
Holmstrom, Lynda Lytle 3.5.05
Holt, Charles C. 1.3.103
Holt, James S. 2112, 3.16'
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B. Index of individuals

Honig, Marjorie Hanson
Hopkins, Terence K.
Hoppe, June
Horgan, Andrew B., III
Horowitz, Morris A.

CODE NUKBER

1.5.25
L5.28, 2.4.07, 2.4.08

1.5.05
3.2.1.5

1.2.26, 1.3.76,
1.3.77,3.1.61,3.6.23

Howell, James C. 1.5.24
Hubbard, Rachel NI. 1.5.71
Hubbard, Robert Lyman 1.5.63
Huber, George P. 1.1.42
Huber, Milton J. 1.2.34
Hubner, Walter 1.5.94
Huff, Stanley W. 1.5.75
Hull, A. X 1.4.06
Hurd, Michael D. 1.5-11
Hyman, Herbert 1.6.06

Iambelli, John L 3.5.80

Jakubauskas, Edward B. 1.4.05. 3.4.09, 3.4.10,
3.4.13 to 3.4.18, 3.4.21.

3.4.22,
JansYn. Leon
Jeswald, Thomas A.
Johansson, Margit A.
Johnson, Douglas W.
Johnson, Thomas
Jones, Jane Gaudette
Jones, Norman H.
Jones, Wyatt C.
Jorris, Valerie
Judy, Jerry N.

3.4.26,

2.1.14,

3.4.30, 3.4.32
3.6.29

2428, 3.5 73
1.5.27

1.4.15, 3.4.72
1-5.04

3.1.73, 3.1.74
1.4.02,1.5.05

1.3.20
5.55

Kahn, Marvin H. 1.5.88
Kahn, Robert L. 2.2.06, 3.2.11
Kalachek, Edward 1.5.88 to 1.5.91, 3.1.46
rialdor, Donald R. 3.4.19
Kap/an, Oscar J. 2.5 15, 3.6.30
Katan, Joseph 1.5.60
Katz, Joseph 3.1.79
Katzell, Raymond A. 2.2.07, 3.2.17
Kaufman, Harold G. 3.5.64
Kaufman, Jacob J. 3.1.68 to 3.1.70
Kehrer, Barbara Holtz 3.5.95
Kelley, S. C. 1.4.12
Kern, Richard P. 1.2.12
Kesselman, Jonathan Rhys 1.5.53
Keyserliag, Mary Dublin 3.1.89
Kidder, Alice E. 3.4.01, 3.4.03,

3.4.06, 3.4.07, 3.4-57
Kidder, David E. 1.6.01, 3.4.03
Kiehl. Robert 2.L10, 3.L58

CODE NUMBrit

Kim, Charles C. 1.3.47
King, Albert S. 3.5.79
Kirschenbaurn, Alan B. 3.5.77
Klausner, Samuel Z. 1.2.30
Klein, Lawrence R. 1.3.08, 2.4.17
Klapp, Susan 2.1.13, 3.1.71
Knight, Richard V. 3.1.14
Kobrak, Peter 2.4.15, 3.5.38
Kohen, Andrew I. 2.1.11, 3.1.62

3.1.64, 3.1.65
Kohlhof, Eric 3.6.29
Korman, A. K. 3.2.79
Korn, Harold A. 3.1.79
Kerns, Alexander 1.5.41
Korthetter, Faith 3.1.16
Koziara, Karen S. 3.6.35
KrePs, Juanita 3L 2.1.07, 3.1.47, 3.4.58,

3.4.60, 3.462, 3.4.63,
3.4.66, 3.4.68, .4.73, 3.4.76

Kruger, Daniel IL
Kuhn, James W.
Kvalseth, Tarald

Landy, Frank J.
Laner, S: ephen
Lantz, Herman R.
Larkin, Paul G.
Latham, Michael C
Lawson, Col Walter R., U.S.A.
Lawfx,,T4 William H.
Lazarsfeld, Paul F.
LeBold, William K.
Lecht, Leonard A.
Lee, Everett S.
Leeman, Cavin
Leiserson, Mark W.
Leker, Sarah F.
Leland, Carole A.
Lenihan, Kenneth J.
Leone, Richard D.
Leontief, Wassily W.
Lerman, Robert Irving
Levin, Max M.
Levine, Daniel
Levine, Louis
Levitan, Sar A.
Levitin, Teresa
Levy, Frank S.
Lewis, Earl
Lewis, IL Gregg
Lewis, Morgan V.
Lieberman, Leonard
Liebhafsky, E. E.
Light, Donald W., Jr.
Light, Ivan Hubert
Lightman, Ernie

1.1.24
^4.06

3.5.04
3.1.03
3.6.33
3.1.78
1.2.09

(Ret.) 3.1.02
3.5.16
1.5.26

2.5.11, 3.6.27
1.1.29, 2.1.09, 3.1-55

25.07, 3.6.14
1-3.09
1.5.97
2..3.24
3-1.79
1.3.13
1.2.32
1.5.46
3.5.43
3.1.79
1.3.82

1.1.34, 3.1.68, 3.1.69
1.1.28, 2.1.08, 3.1.53

1.5.62
1.5.13
L3.39
1.5.20
L2.29
3.5.51
1.4.08
3.5.06
3.5.07
1.5 /2



B. Index of

Lipsky, David B.
Little. J. Kenneth
Loewenberg, J. Joseph
Low, Seth
Ldwry, Darryl

CODE NUMBER

1221,3.2.16
3.1.87

3.4.86, 3.4.97
3.1.88
1.5.15

Mackey, Joyce A. 3.4.51

Maclachlan, Gretchen 3.1.10
MacRae, C. Duncan 1.3.103

McCalley, Hazel 3.1.20

McClenon, Charles 3.6.03

McKellips, Bruce R. 1.5.97

McLennan, Kenneth 1.1.38, 3.427, 3.11.93,
3.4.94, 3.4.96, 3.4.104 to 3.4.106

McNelis, David P. 1.1.04, 3.1.07
McNichols, Thomas J. 3.1.26
McPartland, Thomas S. 1.5.79

Maier, Frank H. 3.5.14
Malone, James E. 3.2.04

Mandell, Wallace 3.2.22
Mangum, Garth L 1.3.104. L4.17, 1.5.40

L6.29, 2.5.02, 3.6.02
Marttus, Philip M. L2.18, 2.4.20

Margolis, Julius 2.4.29

Marquis. Kent H. 3.1.38

Marshall, F. Ray 1.1.17, 1.1.40.
1.3.96, 1.3.97

Martinez, Thomas M. 3.6.31

Mason, John D. 3.5.50

Massarik, Fred 3.L06
Matthews, Charles V. 1.1.37

Manila, J. Peter 14.26
Maycock, Ellen 3.6.11
Mayfield, Robert C. 14.86
Mednick, Martha T. 1.6.09

Medow, Heyman 3.2.04
Aledelsohn, Eobert A. 1.6.30
Meades, Richard H. P. 1.5.28

Menzel, Roslyn 3.1.16
Merton, Robert K. 1.5.29

Meyer, Jack A. 1.2.27, 2.1.11, 3.1.62

Miles, Gul H. 1.2.23 to 1.2.25,
3218 to 3.2.20

Miljus, Robert C. 3.142, 3.1.64
Miller, Ann IL 2.1.1.3, 3.1.71

Miller, Lelbert C. 1.5.49

Miller, Herbert S. LL11
Miller, Ira Jay
Miller, Joe A. 1.2-20

Mi.ler, Paul 1.1.39

Miller, Stephen J. 1.5.04
Miller, Tauln, n A. 1.5.48

Mills, Daniel Quinn 1.1.13, 3.1.23

Mincer, Jacob 1.5.33, 1.5.34

Mingo, Kent 3.4.78

Individuals

CODE NUMBER

Mintz, Warren 1.5.65
Mohring, Popie 3.2.12
Moncarz. Raul 3.5-26

Moore, David 1.6.07
Morrissey, Patricia Garland 1.2.17
Morse, Dean 3.1.12
Morse, John Robertson 1.5.67
Morse., Richard 1.3.44

Moser, Collette 24.32,33.87
Moskow, Michael IL 3.4.67, 3.4.93,

3.4.96, 3.4.104 to 3.4.106
Moss, William G. 15.13
Mott, Frank L. 1.5.06

Mueller, Etra 3.1.37
Munger, Paul F. 1.2.14

Math, Richard F. 15.92
Muthuchidambarata, 5. 3.5.89
Myers, Charles A. 1.1.23, L5.52,

2.4.19, 3.148
Myers, John G. 3.1.43
Myint, The/ma 3.2.02

Nadel], Aaron B. 1.1.09
Nana, Charles B. 1.5.39

Nelkin, Dorothy 3.6.03
Netting, Nancy S. 1.5.43
Newman, Theodore E 3.5.36
Nixon, Russell A. 1.5.31

North, David S. 11.41, 3.1.81
Northrup, Herbert R. LIM, 1.3.83, 1.5.73
Norton, John Herbert 1.1.34

351
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Oaklander, Harold 3.5.19
Oazaca, Ronald I.. 2427, 3.5.70
O'Brien, Donald IL 1.2.15
Offner, Paul 2.4.26, 33.69
O'Hair, James P. 1.5.84
Olanoff, Richard L 3.1.172
Olasov, Robert 32.21
Opton, Edward M., Jr. 2.2.08, 3-.1 23

Orth, Charles D. 1.3.17
Orton, Eliot S. 2.449, 33.23
Otlewski, Robert E. 1.5.48

Palomba, Catherine A. 3.4.08, 3.4.18, 3.5.35
Palomba. Neil A. 3.4.10, 3.4.13 to 3.4.18,

3.4.20, 3.4.30, 3.4.31, 3.4.32
Parker, Carl D. 1.5.72
Parker, Walter R. 3.139
Pasties, Herbert S.

3.L62, 3.1.64
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B. Index of Individuals

CODE NUMBER
rarscina,
farson,\ . ................... 1.6.25

rani, ralcott
yeas; I:hi an k ........... 3.1.66,3.4,82
rerella, vgaa ;" . ............... 3.5.48
rerruc ei, era Canarki* .............. 2.2.05,3.2.10
reterserk, ............... 3.6.26
retersoN ber1 - ................ 3.6.32
rfaff. Ah, CO° . ......... 1-1.02, 1.3.12
rfo, B. .... ................. 3.6.11

jiillip; %tin ............... 3.6.11
fyikotiactia,k.lad 'ft .................. 3.5.31
oore, lt ,!ohn ................ 3.6.37
porter, 4.,hael f). . ....... 5.1.21,3.6.12
rowers, gQlard ............... 1.6.25
rownall, G" . ." . ......... 2-2.01,3.2.06

fakash `'-t.orge - ............... 3.1.30
r 11*.ernf,tasow,

.............. 3.4.02
?tater, kul - .................. 3.1.06

ice, 111)ert 1". . . ................ 3.1,25
yodel, a (4d . .................. 3.4.40

foreell, l'zzzt, - ............. 15.71

ravine, zkald 5" ; ................ 3.4.48
4targare ............... 1.3.21

420inN INt-4,11 - .
14, - ............. 3 4.100jjnn,
-`u4ert 9' - 2-2.06,3211

°Idnes' l'tkie "C q. - ... 1.5.93ilotstrot4, .11E001 *,' ... 3.5.86
Itapilaelb ttg4-nolej . ....... : 3.4.95, xi, .2ruce - - - ..
005,1:1:Issune4, ale .;ri - . 3.5.74fin, -- 1),,,,,Djci '- 1.3.07
0 ea, °a-r4 '''n IS, - 1.5.42/led INI,....:.. ,o, . L5.81,1.6.28,3.6.34
iTees. Alki,4.;""_ , " 1.5.76, 24.26, 2.4.27
ileich' kia____1".., - 3.6.09Ileicl' williZ171, //1 -... 1.2.07oeilly, _At114.:, pf - .: 3.4.11
fteillY, '".-i, eharnAl ft, " - 1.2.10
geillyt....'ktIttlat "," ...... 12.43
fte'isci"' eY ,24'

V.
- . 1.5.33ge Loaf 1.5.87fteiM Jitit,, - . 1.5.29

, 3.5.45..---
.....L.", ....°ben; tttZnO° 6- - - 3.L13gel ter, 1.2tt "1"'" - - -

L5.98Biober. IzitZz__ri, - - . _ .. : .... 12.73
fatter. 1(ekil17,(1/90e .. : ... 3.4.79gopert% Itt eln . - - 3.5.01k.,,,,, . ......

bins `-'etk`.."'j " . 3.214P. '.c.120121i''11, 4 - . ....... 1.4.10,3.4.56
--.... .

.1` IC, owar . - -gocleric h. V. . . 1.5.47, 2.L12, 3.1.65

- . .....go°, Dalcc:g:: - .. 1.2.09

Rogers, Charles H.
Rogers, David
Rogg, Eleanor Meyer
Rohrlich, George F.

Roomkin, Myron
Rosen, Hjalmar
Rot-enberg, Marvin
Rosenberg, Stephen B.
Rosenquist, Barbara Ann
Rossi, Peter H.
Rossn2iller, G. K
Rostker, Bernard Daniel
Rothman, Elizabeth Ann
Rourke, Francis E.
Rowan, Richard L
Ruffin, Jean
Rungeling, Brian Scott

Sadowski, Charles
Salandini, Rev. Victor P.
Salipante, Paul F.
Sandmeyer, Robert L.
Savage, Charles M.
Sawers, Larry Bruce
Schevitz, Jeffrey M.
Schiller, Brad
Schmidt, Ronald M.
Schneider, Frederick
Scholl, Geraldine T.
Schramm, Dwayne Gene
Schuman, Howard
Schur, Edwin M.
Schweitzer, Stuart 0.
Schwenger, Robert B.
Scott, Loren C
Scoville, James G.
Seashore, Stanley E.
Seidenstat, Paul
Seltzer, George
Shapiro, Theresa R.
Sharp, Laure M.
Shattuck, Gerald M.
Shea, John R.

Shearer, John C
Shepard, Jon M.
Shey, Thomas H.
Shimberg, Benjamin
Shlensky, Bertram C
Sicron, Moshe
Siegel, Jay
Siegler, Frederick
Silver, Allan A
Singleton, Robert
Slifman, Lawrence

CODE NUMBER

3.159
7.1.30, 3.L16

3.5.29
3.4.88, 3.4.90,

3.4.99, 3.4.101, 3.4.102
13.18, 24.37, 3.5.93

3.185, 3.L86
3.2.04
1.1.11
1.5.19
1.6.17

2.1.05, 3.1.33 to 3.1.35
3.5.76
15.57
2.4.15
1.3.83
3.203

1.4.07, 3.4.47, 3.5.40

3.6.29
3.5.13
15.21
3.4.84
1.5.01
3.537
1.5 08
1.2.28
3.1.64
3.103
L5.56
3.5 12
1.5 64
2.4.30

1.3.103
2.5.01, 3.6.01

3.4.80
3.1.22

1.6.18, 2.4.22
11.38
3.6.19

1.1.22, 1.6.12
L2.05, 1.3.12, 3.2.03

2.101, 3.206
1.227, 2.111,

3.162, 3.1.63, 3.1.65
1.4.13, 3.4.81

3.6.13
33.63
11.10

2.4.19, 3.5.46
3.5.68

2.4.29, 3.5.75
2204, 3.2.09

1

1.5.18
15.90



B. Index of Individuals

CODE NUMBER

Smith, David G.
Smith, James P.
Smith, Joel
Smith, Lewis H.
Smith, Patricia C.
Smith, Ralph E.
Smith, Robert S.
Smith, Stuart
Sneden, Lawrence E., U
Snyder, Jack H.
Sobel, Irvin
Socknat, James A.
So low, Robert M.
Somers, Gerald G.

Sommerfeld, Donald Alfred
Sontag, Marvin
Speare, Alden, Jr.
Spellman, William E.
Spier, John S.
Spindler, Pearl G.
Spitz, Ruth S.
Spri=er, Allan D.
Staaf, Robert J.
Stanback, Thomas M., Jr.
Standing, Thomas E.
Stapleton, Richard C.
Starr, Ronald L.
Stebbins, Michael W.
Stern, Louis H.
Stevens, David W.
Stevenson, Gelvin
Stevenson, Mary Huff
Stone, William F.
Strasel, Harold C.
Strasser, Arnold
Strauss, George
Stromsdorfer, Ernst W
Sullivan, Clyde E.
Sullivan, Ina
Suhon, Paul
Sum, Andrew M.
Summers, Worth C.
Susman, Gerald L
Sutker, Sara Smith
Swanson, Richard
Sweet, James A.
Swerdloff, Sol
Sykes, Richard E.

1.2.14
1.5.20
15.38
1.5.85
1.5.02

1.3.103
1 5.81
3 6.03
3.5.49

2.4.33, 3.5.88
3.1.27
3.4.24

1.5.51, 15.53, 2.4.18
1.1.43, 1.3.113,

1.5.96, 2.4.32, 2.4.33,
2.4-37, 3.1.87, 3.6.40

3.5.56
1.1.05
13.06

2.4.16, 3-5.39
1.5.07
3.1.88

3.1.62 to 3.1.64
1.5.36

3.4.103
3.1.14
1.5.03
33.78
3-1.79
15.16
1.6.08

1.132, 1.5.72, 3.1.70
1.5.91
1.5.61
3.4.43
3.1.78
LL20
31.49

1.3.36, 1.3.37
3.2.22
13.88
2.4.05
1.5.52
3-5-47
3.5.11
15.19
1.137
3.5.53
1.1.18
3.2.12

T
Tangri, Sandra S. 1.6.27

Taub, Elwood 13.39

Taylor, David P. 3.6.12

Taylor, Ronald N. 3.2-20

Taylor, Vienna 3.4.22

353
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Terry, Geraldine B. 1.5.39

Thal-Larsen, Margaret 1.1.03, 2.1.01,
3.1.04, 3.1.05

Theahan, John E. 3.1.85

Thomas, J. Allan 1.5.22

Thompson, David 12.24
Thompson, Louis M., Jr. 3.4.29

Thompson, Lyndon Thomas 3.4-23

Tiffin, Joseph 2.4.28

Tillman, Lois P. 3.1.60

Tobias, Jack 3.1.01

Tobin, James 15.98

Toby, Jackson 3.6.29

Toikka, Richard S. 1.5.95

Tolles, N. Arnold 1.5.37

Travis, Sophia C. 1.1.21

Trooboff, Benjamin Michael 3.4.04, 3.4.05

Trout, Grafton D. 1.5.55, 2.1.04, 3.1.32

Trumble, Robert R. 2.4.24, 3.5.62

Tuma, Nancy B. 1.5.54

Turner, Thomas L. 15.87
Tyson, Clarence Robert 15.23

Ulman, Lloyd 1.5.09 to 15.12
13.14, 2.4.01

V

Vassar, Samuel T. 14.09, 3A.49, 3.4.55

Veroff, Joseph 1.5.62, 1.5.63, 1.6.17

Vowels, Robert C. 14.01

339

W

Wachter, Michael L. 2.4.12, 3.5.32

Wallace, Phyllis A. 1.2.17

Wallace, Robert B. 15 68

Wallen, Duane 3.2.12

Wallerstedt, John F. 3.1.01

Walther, Regis H. 12.11, 2.2.02,
2203, 3.2.07, 5.2.08

Walz, Garry 1.5.59

Warner, Larkin B. 3.4.84

Watson, Donald A. 2.5.10, 3.6.24
Weidenbaum, Murray L. 1.5.90

Weigert, Hans W. 3.1.02

Weinstein, Paul A. 1.5.50

Weisskoff, Francine Blau 1.5.45

Weisskoff, Richard 1.6.31

Welch, Fmis FL 1.6.20

Wendle, George 1.3.89

Whitney, Fraine 3.2.12
Wilensky, Harold L. 1.5.08
Williams, Lawrence A. 3.2.15
wipiams Richard B. 3.1.77

WiTliam% Steven B. 3.4.38, 3.4.45, 3.4.46
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CODE NUMBER
Willison, Neal A. 3.4.77 Wright, Emmett Earl 3.5.02
Wilson, Jack W. 3.4.61
Wilson, James A. 3.4.40
Wilson, Thomas Frederick 3.5.20
Wiltse, Kermit T. 1.5.17, 2.4.03 Young, James S. 1.5.32
Winnick, Andrew 3. 2.4.36, 3.5.92
Wise, Donald Eugene 2.4.05, 3.5.17
Witte, Ann Dryden 3.4.64 Zeitz, Leonard 1.111Wog lorn, Geoffrey R. H. 1.5.99 Zeller, Frederick A. 2.1.11, 3.1.62,Wolfbein, Seymour 3.4.91, 3.4.92, 3.4.98 3.1.63, 3.1.65Wolins, Martin 1.5.80 Zenner, Harriet 1.5.34Wollack, Stephen 3.5.03 Zudak, Lawrence S. 35.72
Wol Pert, Robert 3.6.03 Zytowski, Donald C. 3.4.19, 3.4.25,
Wood, Donald A. 2.5.11, 3.6.27 3.4.34, 3.4.37

340



C. INDEXContract and Grant Numbers

(For code numbers, first digit is section number, second digit is subsection number,
and last digits refer to numerical order of descriptions within each subsection.)

Contrasts
CONTRACT NUMBER CODE NUMBER CONTRACT NUMBER CODE NUMBER

MDTA 9-63 3.1.31 42-9-001-7 2.3.53, 3.3.141

MDTA 17-63 3.1.36 42-9-003-05 1.3.26, 3.3.22, 3.3.23

MDTA 5-64 3.1.27 42-9-004-05 1.3.110

MDTA 14-64 3.1.72 42-9-005-03 1.3.111

MDTA 26-64 3.1.60 42-9-007-34 1.3.70, 3.3.89

1101 3.3.74 42-0-001-05 1.3.26, 3.3.22, 3.3.23

1182 3.3.156 42-00-02-05 1.3.110

41-7-001-40 3.2.14 42-0-003-34 1.3.05

41-7-002-37 3.2.04 42-0-004-7 1.3.24

41-7-003-46 3.221 42-0-005-34 1.3.59

41-7-004-09 2.2.02, 3.2.07 42-06-71-01 1.3.27

41-7-005-03 3.2.01 42-0-002-05 1.3.110

41-7-006-25 3.2.18 to 3.2.20 42-1-003-36 1.3.32

41-7-007-09 3.2.02 424-004-36 13.60

41-7-008-25 3.2.12 42-1-005-09 1.3.24

41-7-009-34 3.2.22 43-8-014-13 2.3.01, 3.3.03

41-7-010-34 2.2.01, 3.2.06 43-9-009-21 3.3.52

41-8-001-09 3.2.15 51-40-69-01 1.2.30

41-8-002-24 2.2.06, 3.2.11 51-09-69-02 1-2.04

41-8-003-25 3.2.13 51-09-69-03 3.2.03

41-8-004-40 12.29 51-05-69-04 2.2.08, 3.2.23

41-8-005-34 3.2.16 51-24-69-05 1.2.20

41-8-006-34 2.2.07, 3.2.17 51-25-69-06 1.2.24

41-9-001-09 2.2.03, 3.2.08 51-34-69-07 1.0 05

41-9-002-34 1.2.21 51-15-69-08 1.2.87

41-9-003-34 3.2.05 51-24-69-09 1.2.18

41-9-004-23 1.2.26 51-24-69-10 1.2.19

41-9-005-32 1.2.10 51-37-69-11 1.2.06

41-9-006-09 2.2.04, 3.2.09 51-53-69-12 1.2.34

41-0-001-09 22.05, 3.2.10 51-24-70-01 1.2.16

41-0-002,34 12.15 51-09-70-02

41-0-003-09
41-0-004-34
41-1-001-27

1.2.11
1.2.17
1.2.23

51-49-70-03
51-23-70-04
51-05-70-05
51-49-70-06

1.2.12
1.2.01
1.2.31
1.2.13

41-1-002-42 1.2.32 51-24-70-07 1.2.33
42-7-001-34 3.3.77 51-25-70-08 1.2.25
42-7-006-21 3.3.126 51-37-70-09 1.2.27
42-7-009-46 3.3.150 51-C9-70-10 1.2.28
42-7-015-15 3.3.31 51-18-71-01 1.2.14
42-8-004-35 1.3.80 51-36-71-02 1.2.09
42-8-005-27 2.3 44, 3.3.129 51-25-71-03 1.2.02
42-8-007-34 3.3.150 51-36-71-04 1.2.22
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CONTRACT NUMBER CODE NUMBER

51-25-71-05 1.2.03
71-53-70-01
71-24-70-02 1.1.25
71-05-70-03 1.1.03
71-34-70-04 1_1.06
71-25-71-01 1.1.12
71-25-71-02 1.1.23
71-36-71-03 1.1.27
81-22-01 3.1.39
81-08-08 3.1.88
81-31-21 3.1.01
81-34-28 1.1.29, 2.1.11,

81-13-33
81-20-34
81-04-36
81-19-37
81-08-38

3.1.62 to 3.1.65
3.1.76
3.1_61
3.1.06
3.1.30

1.1.29, 2.1.11,
3.1.62 to 3.1.65

81-24-66-04 3.1.84
81-09-66-10 3.1.07
81-05-66-11 3.1.79
81-34-66-13 3.1.42, 3.1.43
81-15-66-17 3.1.26
81-40-66-18 3.2.14
81-23-66-22 3.121
81-34-66-25 3.1.56
81-09-66-27 1.1.02
81-05-66,10 3.1.03
81-09-66-31 2.1.07, 3.1.44 to 3.1.49
81-24-66-32 2.1.04, 3.1.32
81-35-67-01 3.1_77
81-24-67-02 3.1.37
81-53-67-04 3.1.18
81-40-67-05 3.1.70
81-09-67-08 3.1.54
81-40-67-09 3.1.70
81-23-67-19 3.1.75
81-09-67-22 3.182
81-23-67-23 3.1.22
81-05-67-24 3.1.04
C1-34-67-25 3.1.08 to 3_115
81-35-67-27 3.1.59
81-09-68-01 3.1.40
81-46-68-02 3.1.25
81-05-68-06 2.1.14, 31.73,3_1.74
81-09-68-08 3.1.29
81-23-68-11 3.123
81-40-68-12 2.1.12, 3.1.67
81-19-68-13 1.1.17
81-09-68-15 3.1.89
81-46-68-16 1.1.39
81-19-68-17 3.1.28
81-49-68-19 3.1.02
81-40-68-20 3.1.68
81-37-68-21 1.1.29, 2.1.11,

3.1.62 to 3.1.65

CONTRACT NUMBER CODE NUMBER

81-51-68-22 3.1.50
81-24-68-24 3.1.85
81-24-68-26 3.1.38
81-34-63-27 3.1.20
81-05-68-28 3.1.80
81-49-68-31 3.1.78
81-24-68-33 1.1.26
81-10-68-34 3.1_19
81-24-68-35 3.1.86
81-09-68-36 2.1.09, 3_1.55
81-23-68-37 2.1_03, 3.1.24
81-34-68-39 3.1_16
81-37-68-40 1.1.01
81-53-68-41 3.1.87
81-24-68-42 2.105, 3.1.33 to 3.L35
81-05-68-43 2.1.01, 3.1.05
81-34-63-44 1.1.07
81-24-68-45 1.1.24
81-09-69-01 3.L51
81-34-69-02 3.1.57
81-32-69-03 1.1.10
81-40-69-06 3.1.69
81-15-69-07 1.1.16
81-09-69-08 3.1.81
81-38-69-10 3.1_66
81-40-69-13 2.1.13, 3.1.71
81-32-69-14 2.1.10, 3.1.58
81-37-69-15 1.1.31
81-34-69-16 1.130
81-23-69-17 1.1.13
81-38-69-19 1.1.32
81-40-69-20 1.1.38
81-07-69-22 2.1.15, 3.1.90
81-09-69-23 1.1.09
81-09-70-02 1.1.11
81-09-70-03 3.1.52
81-34-70-04 1.1.05
81-47-70-05 3.1.83
81-40-70-06 LL34
81-23-70-08 1.1.14
81-34-70-11 1.1.33
81-09-70-16 1.1.29
81-09-70-17 2.1.06, 3.1.41
81-37-70-18 1.1.31, 2.1.11,

3.1.62 to 3.1.65
81-09-70-19 1.1.18
81-20-70-20 1.1.22
81-34-70-23 2.1.02,3.1.17
81-46-70-24 1.1.40
81-36-71-01 1.1.08
81-42-71-02 1.1.35
81-11-71-03 1.1.37, 2.1.08, 3.1.53
81-55-71-04 1.1.43
81-36-71-07 1.1.36
81-11-71-08 1.1.41
81-11-71-09 1.1.28
81-11-71-10 1.1.15
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CONTRACT NUMBER

81-11-71-11
81-11-71-16
81-11-71-18
81-11-71-19
82-21-14
82-20-20
82-04-37

COLE NUMBER

1.1.19
1.1.20
1.1.21
1.1.04

2.3.33. 3-3-56
3.3.48

3.3.159
82-08-43 2.3.16, 3.3.30
82-20-47 3.3.24
82-14-65 2.3.18, 3.3.39
82-08-67 3.3.78
82-34-66-12 2.3.31, 3.3.73
82-34-66-18 3.3.82
82-34-66-25 1.3.54, 3.3.64, 3.3.65
82-09-6( 28 2.3.11, 3.3.21
82-01-66-35 3-3.144
82-05-66-36 2.3.40,33.118
82-16-66-42 2.3.41, 3.3.119
82-46-66-53 23.21, 3.3.43
82-10-66-56 3.3.139
82-17-66-61 3.3.16
82-06-66-62 2.3.07, 3.3.13
82-07-66-64 2.3.02, 3.3.05
82-34-66-71 32.93
82-09-66-81 3.3.19
82-09-66-82 2.3.10, 3.3.20
82-34-66-85 3.3.161
82-01-66-89 3.3.63
32-15-66-95 2329,32.115
82-43-66-98 2-3_51, 33.138
82-45-66-100 1.198,32.96
82-07-66-105 23.08,3315
82 10 67-07 3.3.103
82-05-67-08 12.107
82-35-67-11 2_3.38, 3.3.94
82-20-67-12 2.3.45. 3.3.130
82 16 67-14 2-135,32.85
82 46 67-15 3-129
82-04-67-18 3.3.106
82-49-67-19 3.3.112
82-09-67-20 3 3.114
82-38-67-21 3.3.110
82-51-67-22 3.3.113
82-40-67-25 3.3.104
82-34-67-28 3.3.84
82-34-67-29 3.3.162
82-32-67-31 2.3.03,32.06
82-01-67-36 3.3.120 to 3.3.123
82-05-67-38 2.3.52, 3.3_140
82-09-67-39 3-1157
82-40-67-40 2.3.19,3.3.41
82-22-67-41 2.3.24,3-150
82-05-67-46 2_3.46, 3.3.131
82-34-67-48 2-126,32.54
82-20-67-51 3.3.51
82-37-67-53 3.3.10, 3.3.11
82-15-67-55 23.20,32.42

343

CONTRACT NUMBER CODE NUMBER

M -40-67-56 1.3.25, 3.3.18
82-17-67-57 2.3.09, 3.3.17
82-34-67-63 3.3.149
82-34-68-02 3.3.08
82-05-68-03 2.3.17. 3.3.32
82-34-68-04 1.3.85, 3.3.116
82-34-68-07 2.3.37, 3.3.92
82-15-68-08 2.3.22, 3.3.44, 3.3.45
82-34-68-09 3.3.143
82-09-68-10 3.3.86
82-52-68-11 3.3-100
82-29- 68-12 3.3.111
82-36-68-13 3.3.101
E2-32-68-14 33.109
82-34-68-15 2.3.33, 3.3.79, 3.3.80
82-46-68-17 3.3.102
82-09-68-18 3.3.153
82-34-68-19 3.3.135
82-24-68-20 2.3.29, 3.3.57
82-53-68-23 3-3.108
82-23-68-27 1.3.114
82-40-68-28 2.3.14, 3.3.27
82-09-68-30 1.3.109, 3.3.155
82-18-6841 13.44, 3.3.46, 3.3.47
82-34-68-32 2.3.15, 3.3.28
82-24-68-34 2.3.25, 3.3.53
82-10-68-35 3.3.105
82-34-68-37 1.3.100, 3_3.145
82-46-68-42 1.3.107, 3.3.151. 3.3.152
82-09-68-43 2.332, 3.3.75
82-09-68-44 1.3.103, 3.3.146
82-22-68-45 3.3.137
82-15-68-51 2.3.05, 3.3.09
82-37-69-01 23.06, 3.3.12
82-37-69-04 2.3.50, 3.3.136
82-01-69-06 1.3.86, 3.3.124, 3.3.125
82-45-69-09 1.3.93, 3_3.97 to 3_3.99
82-06-69-11 1.3.19, 3.3.14
82-41-69-12 3.3.117
82-26-69-17 2.3.30, 3.3.61
82-34-69-18 1.334, 3.3.66, 3.3.67
82-34-69-21 1.3.55, 3.3.68 to 3.3.72
82 16 69-22 1.3.102
82-09-69-27 2.3.23, 3.3.49
82-34-69-28 1.3.85
32-34-69-30 1.3.28
82-09-69-31 3.3.76
82-09-69-32 2.3.42, 32.127
82-32-69-33 1.3.69
82-34-69-34 13.71. 3.3.90, 3_3.91
82-09-69-35 2.3.27, 3.3.55
82-40-69-36 1.3.40, 3.3.41
82-09-69-37 2.3.12, 3.3.154
82-34-69-41 12.68
82-34-69-44 1.3.38
82-34-69-45 1.3.72
82-05-69-46 1_3.49
82-24-69-47 1-3.52
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82-35-70-01 1.3.73 82-17-71-19 1.3.65
82-23-70-02 1.3.09 82-49-71-20 L3.14
82-34-70-04 1-3.34, 3.3.33 to 3.3.35 82-25-71-21 1.3.76
82-05-70-05 1.3.49 82-11-71-22 1.3.63
82-32-70-06 1.3.25, 3.3.18 82-11-71-23 1.3.84
82-09-70-07 1.3.57 82-18-71-24 1.3.36
82-51-70-09 1.3.108 82-11-71-25 1.3.91
82-15-70-11 1.3.116 82-42-71-26 1.3.83
82-26-70-12 1.3.53 82-04-71-27 1.3.08
82-24.70-13 1.3.78 82-11-71-28 1.3.66
52-05-70-14 1.3.33 82-18-71-29 1.3.37
82-15-70-15 1.3.93 82-11-71-30 1.3.82
82-23-70-16 L3.01, 3.3.01 82-55-71-31 1.3.113
82-06-70-19 1.3.19 82-11-71-32 1.3.45
82-40-70-20 1231 82-11-71-33 1.3.117
82-15-70-22 1.3.35 82-29-71-34 1.3.89
82-24-70-23 1.3.46 2.3.25. 3.3.53 82-36-71-35 1.3.67
82-09-70-24 1.3.58 82-25-71-36 1.3.11
82-05-70-25 1.3.14 82-11-71-37 1.3.07
82-34-70-26 2.3.49, 3.3.134 82-48-71-38 1.3.97
82-05-70-28 1.3.15 82-25-71-19 1.3.77
82-34-70-29 1.3.62 82-17-71-40 1.3.18
82-48-70-30 1.3.106 82-26-71-41 1.3.50
82-34-70-31 1.3.101 82-11-71-42 1.3.56
82-37-70-32 1.3.48 82-36-71-43 1.3.29
82-34-70-33 1.3.87 82-26-71-44 1.3.51
82-09-70-34 13.99 82-11-71-45 1.3.13
82-22-70-35 1.3.61 82-25-71-46 1.3.17
82-36-71-01 1.3.04 82-37-71-47 1.3.75
82-36-71-02 1-3.06 82-17-71-48 13.22
82-37-71-04 1.3.74 82-36-71-49 1.3.90
82-11-71-05 2.3.54, 3.3.142, 3.3.143 82-11-71-5() 1.3.10
82-11-71-06 1.3.12 87-15-66-04 3.3.37
82-36-71-07 1.3.55 87 26-66-09 1.3.53, 3.3.62
82-11-71-08 1.3.64 87-25-66-13 3.3.58, 3.3.59
82-36-71-09 13.105 87-07-66-14 3.3.25
82-25-71-10 1.3.94 87-17-67-02 3.3.38
82-11-71-11 1.3.39 87-35-68-06 3.3-95
82-11-71-13 1-3.81 87-34-69-01 2.3.48, 3.3.133
82-11-71-14 1.3.41 87 25-69-02 3.3.60
82-11-71-15 1.3.42 89-11-71-01 1.3.02
82-11-71-16 1-3.47 89-11-71-02 1.3.23
82-36-71-17 L3.39 89-17-71-03 1.1-n
82-48-71-18 L3.96



C. Index of Contract and Grant Numbers

Grants

GRANT NUMBER CODE NUMBER

31-23-70-01 1.4.02

31-34-70-02 1.404
31-45-70-03 14.07,3.4.47,3.4.48
31-35-70-04 14.10,3.456,3.437
3147-70-05 14.12
31-46-70-06 1.4.15

31-05-7n-07 14.03
31-27-70-08 14.08
31-39-70-09 1.4.14

31-47-70-10 1.4.17

31-49-70-11 1.4.18

31-52-70-12 L419
31-23-71-01 14.06.3.4.38 to 3.4.46
3147-71-02 14.11.3.4.58 to 3.4.76
31-51-71-03 1409.3.4.49 to 3.4.55
37-19-71-04 14.05.3.4.08 to 3.4.37
31-13-71-05 1.4.01,3.4.01 to 3.4.07
3140-71-06 1413.3.4.77 to 3.4.84
31-42-71-07 14.16,3.4.85 to 3.4.106
32-8-3027-000 23.36,3.3.88
91-24-66-03 3.6.18
91-05-66-09 15.18
91-53-66-10 2.4.32,3.5.87
91-24-66-14 3.5.86
91-23-66-16 33-31
91-34-66-18 15.65
91-07-66-19 3.5.94
91-32-66-20 1.5.75
91-15-66-21 3.5.14
91-24-66-22 3.5.53
91-53-66-27 2.4.33,3.5.88
91-24-66-30 25.08,3.6.15
91-34-66-31 2.4.06,3.5.18
91-16-66-32 2.5.06,3.6.10
91-15-66-34 3.6.33
91-34-66-37 3.5.19
91-39-66-38 2310,3.6.24
91-24-66-43 35.47
91-24-66-44 35.48
91-34-66-48 25.12,3.6.28
91-51-66-51 3.6.06
91-15-66-52 2.4.13,3.5.33
91-05-66-53 3.6.34
91-51-66-54 3.5.84
91-23-66-55 2.5.07.3.6.14
91-23-66-59 15.04
91-11-66-60 14.01,3.4.01 to 3.4.07
91-17-66-61 14.05,3.4.08 to 3.4.37
91-40-6642 14.16,3.4115 to 3.4.106
91-21-66-63 1.4.06,3.4.38 to 3.4.46
91-38-66-64 1413,3.4.77 to 3.4.84
91-35-66-65 14.11,3.4.58 to 3.4.76
91-49-66-66 14.09,3.4.49 to 3.435
91-53-66-69 1.5.94
ol-04-66-70 33.02

GRANT NUMBER CODE NUMBER

9147-66-71 2.5.01, 3-6.0S

91-24-67-01 3.5.49
91-22-67-04 3.5.41

91-34-67-07 3.6.20
91-17-67-09 3.5.36
91-25-67-10 34.19
91-16-67-U 3.5.71

91-53-67-16 2.4.32,3.5.87
91-05-67-18 1.5.18

91-4547-19 3.6.36

91-24-67-21 2421,3.5.54
91-15-67-22 3.5.14

91-3447-23 3.5.28

91-24-67-26 3.5.86
9144-67-28 15.65
91-11-67-31 14.01 3.4.01 to 3.4.07
91-17-67-32 1.4.05,3.4.08 to 3.4.37
91-40-67-33 1416,3.4.85 to 3.4.106
W-21-67-34 14.06,3.4.38 to 3.4.46
91-38-67-35 14.13,3.477 to 3.4.84
91-35-67-36 14.11, 3.4.58 to 3.4.76
91-49-67-37 14.09,3.4.49 to 3.4.55
91-07-67-38 3.5.95
91-37-6749 2.5.04,3.6.05
91-16-67-40 23.06,3.6.10
91-23-67-41 3.6.12
91-23-6742 1.5.41

91-16-67-43 3.6.26
91-34-67-44 3.5.20
91-23-67-45 15.04
91-34-67-46 3.5663

91-34-6,-48 3.6.08

91-23-67-49 3.6.22
91-15-67-50 3.6.33
91-40-67-51 3.5.68
91-23-67-52 3.5.31
91-34-67-53 , 2.5.12,3.6.28
91-24-67-56 2.5.09,3.6.16
91-23-67-57 3.6.23
91-34-67-58 1.6.06
91-05-67-61 1.6.04
91-24-68-01 3.5.50
91-34-68-03 3.5.76
91-05-68-04 1.5.07
91-0548-05 3.5.07
91-23-68-06 3.6.09
91-40-68-08 3.6.35
91-52-68-10 3.6.37
91-07-68-11

_
33.94

91-34-68-12 1.5.36
91-16-68-13 1.5.48
91-34-68-14 2.4.09.3.5.23
91-35-68-15 1.5.38
91-15-68-16 3.545
91-39-68-17 3.6.25

359
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GRANT NUMBER CODE NUMBER

91-32-68-19 2.4.26. 3.5.69
91-34-63-20 2.4.07. 3.5.21
91-53-68-21 33.89
91-24-68-= 3.5.51
91-22-68-= 33.37
91-46-68-24 3.5.q0
91-34-68-25 35.28
91-34-68-26 2.5.05. 3-6-07
91-23-6847 L6.14
91-34-68-28 15.25
91-24-68-29 1.6.30
91-09-68-30 3.5.13
91-05-68-31 3.6.32
91-05-68-32 2.5.13, 3.6.30
91-53-68.33 2.5.14, 3.6.38
91-05-68-34 3.6.34
91-16-68-35 3572
91-16-68-36 2.5.11, 3.6.27
91-24-68-37 3.6.17
91-46-68-38 3.6.21
91-51-68-39 34.06
91-24-68-41 1.6.16
91-34-68-42 3.5.77
91-46-68-43
91-24-68-44 2.4.21, 3.5.54
91-23-68-45 3.5.05
91-23-68-46 3.5.06
91-34-68-47 24.08, 3.5.22
91-46-68-48 1.6.08
91-05-68-49 3.5.16
91-23-68-50 3.6.09
91-34-68-51 3.5.24
91-47-68-52 2.4.31, 3.5.82
91-24-68-53 3.3.86
91-51-68-54
91-20-68-55 1.5.87
91-05-68-56 2429, 3.5.75

2412, 3.5.32
91-34-68-58 3.5.29
91-07-68-59 1.5.97

91-19-68-60 3.5.40
91-24-68-61 3.5 55
91-24-68-62 3.5.56
91-11-68-63 1.4.01, 3.401 to 3.4.07
91-17-68-64 1.4.05, 3.4.08 to 3.437
91-40-68-65 L4.16, 3.435 to 3.4106
91-21-68-66 14.06, 3.4.38 to 3.4.46
91-38-68-67 14.13, 3.4-77 to 3.4.84
91-35-68-68 1.4.11, 3.4.58 to 3.4.76
91-49-68-69 14.09, 3.4-49 to 3.435
91-05-68-70 24.01, 3.5.08
91-34-68-71 2.4.10, 3.5.25
91-05-68-72 3.6.31
91-05-68-73 3.5.11
91-32-68-74 3.6.29
91-24-68-75 3.5.57

360

GRANT NUMBER CODE NUM:TR

91-15-68-76 4.04. 3.5.15
3.5.43

91-05-69-01 1.5.08
91 -M-69-02 2.4.18. 3.5.44
91-53-69-03 34.39
91-09-69-05 34.03
91-23-69-06 13.41
91-53-69-07 24.34, 3.5.90
91-05-69.08 3.5.12
91-53-69-09 24.35. 3.5.91
91-27-69-10 15-83
91-34-69-11 1.5.26
91-24-69-12 1.554
91-24-69-13 3558
91-24-69-14 3539
91-46-69-15 33.78
91-37-69-16
11-37-69-17 35.04
91-34-69-18 13.25
91-34-69-19 2407, 3.5.21
91-23-69-20 I-6.15
91-46-69-21 15.79
91-05-69-22 2.4.05, 3.5.17
91-34-69-23 3.5.64
91-27-69-24 15.88
91-24-69-25 1.5.56
91-34-69-26 1.5.83
91-22-69-27 24.15, 3-5.38
91-09-69-28 3.5.13
91-25-6-29 3.5.61
91-34-69-30 1.6.07
91-09-69-31 1.6.02
91-10-69-32 3.5.26
91-11-69-33 1.6.01
91 -23-69-34 3.6.13
91-15-69-35 13.68
91-17-69-36 3.5.35
91-23-69-37 2.4.30, 3.5.81
91-27-69-38 1.5.89
91-23-69-39 35.45
91-15-69-40 35.66
91-53-69-41 24.36, 3.5.92
91-23-69-42 1.5.41
91-21-69-43 23.03, 3.6.04
91-34-69-44 2.4.08, 35.22
91-53-69-45 1.5.95
91-07-69-46 2.4.38, 3-5.96
91-07-69-48 23.15, 3.6.41
91-24-69-4) 24-20, 3.5.52
91-34-69-50 13.27
91-15-69-51 15.47
91-05-69-53 1.5.09
91-05-69-54 24.02, 3-5.09
91-05-69-55 2429,35.75
91-11-69-57 1.4.01 3.4.01 to 3.4.07
91-17-69-58 14.05, 3.4.08 to 3.4.37



GRANT NUMBER

C. Index of Contract

CODE NUMBER

91-40-4949 14.16.3.4.85w3.4.106

91-21-69-60 1.4.06,3.4.38to3.4.46

91-38-69-61 1.4.13,34.77434.84

91-35439-62 1.4.11.3.45*m3.4.76

91-49-6943 1.4.09.3.4.49M3AL55

91-47-6944 1-6.29

91-27-69-65 1.190

9142-6946 15.76

91444947 15.37

51-32-70-01 2427.34.70

91-53-70-02 3440
91-09-70-03 3411
91-11-70-04 1.4.01.34.01w5.4.07

91-34-70-05 WA
91-24-70-06 142$
91-15-70-07 1423
91-53-70-08 1.5.96

9144-70-09 15.29

91-34-70-10 13.30

91-23-70-11 1451
91-15-70-12 1424
91-05-70-13 1,110

91-24-70-14 1156
91-24-70-15 1417
91-11-70-16 3.130

91-18-70-17 2416,33.39

91-15-70-18 2.4.25.33.67
91-22-70-19 24.17.3442

91-53-70-20 2437.3.193

91-27-70-21 1191
91-05-70-22 2.403,3.5.10

91-23-70-23 2419.3.5.46

91-23-70-24 1.5.42

91-10-70-25 2.4.11.3-127

91-16-70-26 2.4.28,3-173

91-34-70-27 1.5.31

91-05-70-28 1.5.19

91-09-70-29 3.5.01

91-20=7040 1412
91-3840-31 1-172

91-40-7042 1.173

91-22-7043 1.5.50

91-37-7044 1170
91-46-70-35 1.5686

91-09-70-36 1409
91-05-7047 1405
91-06-70-38 1.5.24

91-34-7049 15.32

91-53-70-40 2542,3402
91-32-70-41 13.77

91-05-70-42 13.11

91-34-70-43 1.5.33

91-05-70-44 1428
91-15-70-45 1.169

91-15-70-47 24140-134
91-05-70-48 1.5.81

and Grant Numbers
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GRANT NUMBER CODE :CLIMRER

91-21-70-49 *4=3-160
91-21-70-50 1-157

91-24-7041 13.58

91-27-70-52 1.192

91-37-70-53 15.02

91-40-7044 1.5.74

91-37-7045 15.71

91-24-7046 1459
91-24-7047 1.540

91-3440-58 1420
91-25-7049 2.4.24.3.5.62

91-23-70-60 1.143

91-09-7041 25.01.3401

91-34-70-62 15.34

91-34-70-63 15.27

91444141 1.6.11

91-34-71-02 1427
91-09-71-03 1-431

91-25-71-04 15.05

91-11-71-05 1-6.21

91-26-71-06 1418
91-06-71-07 1.5.12

91-25-71-08 1.5.44

91-06-71-09 1513
91-47-71-10 15.85

91-39-71-11 15.03

91-36-71-12 1-166

91-36-71-13 1-5.67

91-25-71-14 1-152

9146-71-15 1-514

91-26-71-16 1.5.61

91-17-71-17 1.120

91-06-71-18 1.5.15

91-25-71-19 15.53

91-11-71-20 1.5.43

91-26-71-21 1.5.62

91-17-71-22 1-121

91-36-71-23 1205
9t-25-71-24 1.145

91-06-71-25 1-180

91-17-71-26 1413
91-06-71-27 13.82

91-09-71-28 15.98

91-29-71-29 1419
91-06-71-30 1.110

91-06-71-31 1.5.16

91-11-7142 1403
91-06-71-33 1.5.11

91-39-71-34 1.5.70

91-18-71-35 15.49

91-29-71-36 15.93

91-17-71-37 15.22

91-06=7148 1.5.01

91-06-71-39 15.17

91-11-71-40 1410
91-36-71-41 1422
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Contracts

GRANT NUMBER

91-09-71-42
91-39-71-43
91-39-71-44
91-35-71-45
91-26-71-46
91-26-71-47

CODE NUMJ3ER

1.5.99
1.6.25
1.6.26
1.5.78
1.5.63
1.5.64

GRANT NUMBER

92-369-08
92-09-69-09
92-15-69-22
92-22-69-24
92-32-70-01
92-53-70-04

CODE NUMBER

3.3.81
2.3.34, 3.3.83
1.3.35, 3.3.36

1.3.43
2.3.13, 3.3.26

2.3.56, 3.3.158
91-17-71-48 1.5 23 92-09-70-05 2.3.32, 3.3.87
91-25-71-49 1.5 46 92-05-70-11 1.3.03
91-29-71-50 1.5.79 92-53-70-12 1.3.92
91-44-71-51 1.5.06 92-34-70-13 1.3.21
91-36-71-52 1.5.84 92-34-70-14 1.3.88
91-12-71-53 1.5.39 92-34-70-16 1.3.20
92 6 67-14 2.3.43, 3.3.128 92-53-70-17 1.3.112
92-23-67-16
92-05-68-02

3.3.04
2.3.04, 3.3.07 92-06-71-01 1.3.115

92-10-68-03 3.3.40 92-17-71-02 1.3.79

92-20-68-07 3.3.02 92-47-71-03 1.3.95

92-45-68-08 2.3.55, 3.3.147 92-06-71-04 1.3.16

r 05-68-10 2.3.47, 3.3.132 92-25-71-05 1.3.30
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D. INDEXSubjects

(For code numbers, first digit is section number, second digit is subsection number,
and last digits refer to numerical order of descriptions within each subsection.)

CODE NUMBER
A

Absenteeism 2.5.15, 3.6.41
Achievement Motivations of Trainees 1.6.17
Adams County (Colo.) 1.5.24
Addicts and Alcoholics 1.3.30, 1.3.105, 1.3.108
Adult Education 1.3.100, 3.3.02, 3.3-51,

3.3.120 to 33.123, 3.3.146, 3.3.159
Cost-Benefit Analyses 2.4.37, 3_5.93
Literacy Training 1.3.85, 3.3.16
Occupational Mobility 2.3.55, 3.3.144,

3.3.147, 3.5.15
Prevocational Training 33.111

Adolescent Girls 33.149
Advertising Industry 1.3.32
Aerospace Industry 1.3.04, 1.3.82,13.95
Age-Group Comparisons 3.6.06
Aging Workers 1.1.08, 2.3.09, 53.17, 33.48
Agrarian and Labor Political Movements 1.5.78
Agricultural Technology (See also

Farmworkers, Rural Areas) . 2.1.05, 3.1.33 to 3.1.35
Aid to Families with Dependent Children . . . . 1-1.08, 1.5.25

2.2.08, 3.2.23
Impact on Family Life 1.5.33
Long- and Short-Term Recipients 1.2.24
WLN Programs 1.2.06, 1.2.19, 1.2.30

Alameda County (Calif ) 1.6.04
Alien Commuter Workers 1.1.41, 3.5.44)
Alien Labor Certification Program 1.1.41
American Indians 13.81, 3.1.83, 3.5.51
American Social Classes 3.5.48
Anti-Poverty Programs 1.5.42, 3.1.16, 3.1-54
Appalachia 3.6.37

Training and Retraining 1.3.98,
3.3.96 to 33.99

Out-Migration 3_5.28
Apparel Industry 2.4.08, 3.5-22, 33.40
Apprenticeship 1.3.22, 1.3.113, 3.5.24

Attitudes Toward 3.1%76
Construction Industry 2-3.06, 2.3.14

3.1.23, 3.3.10 to 3.3.12,
3.3.153, 3.3.154, 3_5.01

Foreign Methods 1.3_18
Labor Unions 1.3.96
Outreach Programs 1.1.22, 1.3.11
Related Instruction 1.3.76, 3.3.10, 3.3.11

CODE NUMBER

Technological Change, Adjustment to 3 1.76
Women Workers 1.3.112

Arbitrators 1.4.05, 3.4.08 to 3.4.37
Area Skill Surveys 2.4-32, 3.5.87
Area Studies (See specific regional and area studies)
Aspirations, Career 2.3.23, 3.3.49,

3.3.105 to 3.3.107, 33.114
College Graduates 1.6.09
Negro Women 1.6.09
Working Poor 1.2.20
Youth 1.1.31, 2.1.11, 2.4.13,

3.1.62 to 3.1.65, 3.5-33
Assimilation, Cultural 1-5.38, 15.55
Atlanta (Ga.) 1.4.01, 3.4.01 to 3.4.07
Attachment to Work (See Labor Force Participation)
Attitudes (See also Motivations)

AFDC Recipients 2.2.08, 3.2.23
Blue-Collar Workers 2-2.07, 3-2.17
College Students 1.3.03
Community Toward Government Training . 3.6.18
Disadvantaged Workers 1.5.66, 2-3-17, 3.3.32
Domestic Workers 1.3.44, 3.3.46, 3.3-47, 3.3.82
Employers (See also Supervisors and

Managers; Management Policies) .. 1-2.01,
1.3.19, 2.3.14, 3.1.86,
3.2.03, 3.3-14, 3.3.27

Hard-Core Unemployed (See also Long-Term
Unemployed) - 3-3.102, 33.108, 3.3.109, 3.3.111

Man-Machine Relationships 3.6.13
Medical-Health Technicians 2.4.28, 3_5.73
NYC Trainees 1.2.04, 3.2.22
Poor, of the (See also Poverty, Culture of)

1.5.87, 3.5A9
Resignation and Defeat 3.6-33
Sell-Employed vs. Other-Employed . . 2.4.22, 3.5.60
Small Town (Ghe. Elum) , in a 3.6.06
Social Mobility 23.17, 3332
Toward Welfare (See also Public Assistance) 1.2.25
Trainees 1.2.13, 1.2.21, 1.2.24,

1.2.33, 3.1_36
WIN Team Counselors 1.2.12
Work Alienated, of the 3 6.13
Youth (See also Disadvantaged Youth ;

Youth) 2.4.03, 3.5.10
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364 D. Index of Research Subjects

CODE NUMBER

Automated-Nonautomated Jobs in Banking, Industry,
and Travel Services 3.1.03

Automation (See also Technological Change) . 3.1.26,3.6.35
Aerospace Industry 3.1.06
Banking Industry and Travel Services 3.1.03

Autonomous Work Groups (See aiso Technological
Change) 3 1.26, 3.6.25

Banking Industry 1.4.16, 3.1.57, 3.4.85 to 3.4.106
lmrbers and Cosmetologists 1.1.10
Basic Occupational Language Training (BOLT)

(See also Dialect Remediation) 1 3 85, 3.3.116
Bedford Stuyvesant (New York City) .. 1.5.77,2.4.26,33.69
Benefit-Cost Analyses (See Cost-Benefit Analyses)
Black Business 1.6.12
Black Colleges 3.1.57
Black Economic Welfare 1.5.51
Blacks. Alienated (See also Minority Groups;

Negro Youth; Negroes) L5.18
Blind Workers 1.5.56, 1.6.06
Blue-Collar Workers 1.1.08, 1.5.02, 2.2.07, 2.3.05,

2.4.10, 3.2.17, 3.3.09, 3.5.25
Income Study: India, Japan, U.S. 3.5.89
Motivations 1.5.94
Work-Adjustment Problems 3.3.04

Boston (Mass.) 3.6.09
Boston Plan LL13
Bracero Agreement (Public Law 78) (See also

Farmworkers; Mexicans and Mexican Americans)
2.4.05, 3.5.13, 3.5.17, 3.5.50

Braceros 3.6.32
British Manpower Policy 2.5.03, 3.6.04
Buffalo (N.Y.) 2.4.10, 3.5.25
Building Trades Unions (See also Construction

Industry) 1 L13, L3.96
Business, PriNate, Role in Urban Manpower

Programs 2.4.15, 3.5.38

California 1.3.15, 2.4.05, 3.5.17, 3.6.32
California "Job Agents" 1.3.14
California Psychological Inventory L5.56
Capital-Labor Substitution (See also Elasticity of

Substitution) L5.88, 2.L05, 3.1.33 to 3.1.35
Career Aspirations (See also Aspirations, Career)

1.5.66, 1.3.05, L3.70, 3.3.89, 3.6.22
Career Patterns 1.526, 3.5.71

Men and Women Compared 1 6.30, 3.1.79
Changes Among the Middle-Aged .. 3.1.08 to 3.L15

Careers, Second 1.6.02
Census Enumeration Problems 2.L06, 3.1.41
Che Elum (Wash.) 3.6:06
Chicanos (See Mexicans and Mexican Americans)
Child Day-Care Centers 1.2.30, 3.1.88, 3.L89, 3.5.41

Employer-Sponsored . . 1.3.57, 2.3.32, 3.3.75, 3.3.87

CODE NUMBER

Childspacing L5.39, 3.6.26
Children in AFDC Families (See also Aid to

Families with Dependent Children) 3.3.77
Chinese and Japanese Americans (See also

Minority Groups) 3.5.07
Cincinnati (Ohio) 3.2.14
Civil Disorders, Participants 3.L78
Civil Service Employment L5.67, 3.3.76

Qualification Training 2.3.46, 3.3.131
Clerical Workers 1.5.81, 2.2.01, 3.2.06, 3.5.12, 3.6.13
Cleveland (Ohio) 3.2.04
Coal Mining 1.3.45, 23.06, 3.6.10
Collective Bargaining 2.5.14, 3.5-31, 3.6.38

Arbitration 1.4.05, 3.4.08 to 3.4.37
Government Employees . . L4.05. L4.16, 3.4.08 to

34.37, 3.4.85 to 3.4.106
1.4.16, 3.4.85 to 3.4.106

LL14
Health Services
Service Industries

College Graduates (See also New Workers;
School-to-Work Transition ; Youth) . L6.30, 25.04, 3.6.05

Disadvantaged, Formerly L1.15
Manpower Utilization 1.6.30
Migration 1.4.06, 3.4.38 to 3.4.46, 3.5.59
Negroes L4.01, L6.09, 2.L10,

3.1.58, 3.4.01 to 3.4.07
Women L6.09, L6.27, 1.6.30
Work Adjustment Problems 1.1.21

College Students (See also New Workers; School-
to-Work Transition; Youth) 1.4.06, 2.4.13,

3.4.38 to 3.4.46, 3.5.33
Alienation Problems 1.3.03
Engineering L2.27, L5.29, 3.5.55
High School Nongraduates 1.5.31
Occupational Choice 1.6.09, 3. L79
Remedial Qualifying Programs

1.3.70, 3.3.89
Science 1.5.29
Social Work 3.5.63

College Teachers (See also Public School
Teachers) L4.05, 3.4.08 to 3.4.37

Colleges
Community 1.3.26, 3.3.22, 3.3.23
Manpower Centers 2.4.04, 3.5.15
Remedial Entrance Programs L3.70, 3.3.89
Research, Federally Funded 1.5.27

Community Elite Corps (CEC) L3.110
Communities

Migration as Factor 3.5.45
Receptivity to Manpower Programs 3.6.18
Service Jobs for Parolees 1.3.16

Commuting
Distance to Worksite as Migration

Factor 2.4.29, 3.5.75
Income Reduction Factor 1.5.13
Unemployed Rate as Factor in Equalizing 1.6.08
U.S.-Mexico Border L L39, 3.1.81, 3.5.40

Compensation (See Earnings, Income, Wages)
Compensation, Workmen's 3.6.21
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CODE NUMBER

Concentrated Employment Program (CEP) .. 1.2.14,3.3.60
AIM Jobs 3.2.04

Boston (Mess.) 3 6.09
Effectiveness 1.2.29, 1.2.32, 3.2.04
Job Retention Characteristics 3.2.04

Construction Industry 1 1.17, 2.3.06, 2.3.12,
3.3.10 to 3.3.12, 33.86, 3.3.1.34

Apprenticeship and Preapprenticeship 1.1.22,
1.3.11, 2.3.06, 3.3.10 to 3.3.12, 3.5.01

Disadvantaged Youth 3.3.153
Hiring Standards and Practices 1.4.16, 1.6.22,

3_435 to 3.4.106
Labor Market Data 1.1.12
Labor Supply and Demand 1.6.04, 3.5.24
Manpower Projections L6.04
Manpower Utilization 1 1.13, 1.6.04, 3.3.86
Minority Contractors 1.1.40, 1.6.12
Minority Workers 15.23, 1.6.12
Skill Requirements 1.1.13, 1.6.04
Union Membership 13.96

Consumer Behavior, Ghetto Area . . 1.4.16, 3.4.85, to 3.4.106
Cooperative Area Manpower Planning System 1.1.16
Copper Mining Industry, DL 1101 3.3.74
Correctional Officers (See Law Enforcement Personnel)
Cost-Benefit Analyses 35.94

Adult Education 2.4.37, 3.5.93
College Education Under G.1. Bill 1.5.70
Disadvantaged Workers' Training 15.96
Ghetto Economic Corporations 1.5.05
Manpower Data Banks 1 1_03, 1.1.25
Manpower Training Programs LL43, 13.98,

2.1.14, 3.1.31. 3.1.73, 3.1.74,
3.1.87, 3.3.97 to 3.3.449, 35.37

OJT Programs 3.5.74
Rehabilitation Programs 23.07, 35.13
Urban Black Community Projects 1.5 77
Vocational Education L3..36

Cotton Industry 35_14
Counseling and Guidance (See also Employment

Services; Group Counseling; Rehabilitation
Programs; Youth) 1.3.40, 33.41, 3.3.74, 3.3.159

Alienated College Youth 1.3.03
Blue-Collar Workers 3.3.04
Community and Neighborhood-Based

Participation 23.02, 2353, 35.05, 35.63, 33.141
Counselors' Attitudes as Factor in L559
Disadvantaged Girls 3.3-52
Disadvantaged Workers' Inclination for

Bureaucratic Jobs 11.05
Employment and Vocational Services 1.2.16,

1.3.09, 2.3.19, 33.41
Garnisheed Workers 1.2.34
Handicapped Unemployed Workers 2.3.40,3.3_118
Long-Term Unemployed 2206, 3.1.72,

3.185, 3.2.11
Mental Patients 2.3.07, 33.13
Migrants, Rural-Urban 1.102
Neighborhood Youth Corps 1.2.10

_3
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CODE NUMBER

Negro Youth 1.5.59, 3.2.01

Older Workers
Parolees
Pre-Trial Intervention

3.3.48
33.93

2 3 33, 3.3.79,
33.80, 3.3.148

Prisoners 2.3.51, 3.3.120 to 3.3.123, 3.3.138
Relocated Workers 3.3.25, 33.58,

3359, 3.3.60, 3.3.156
School Placement Services 2.1.01, 2.4.08,

3.L05, 3.5.22
Women Workers 3.1.86, 3-3.139

Craft-Skills Learning Methods 3.161
Crime and Offenders (See also Halfway House;

Juvenile Delinquents) 1.1.37

Employment 1 1.11, 3130, 3.6.29
Financial Aid for Ex-Prisoners L3.I3, L6.03
Jobseeking Help for Parolees 1-3.16

Pre-Trial Intervention for Accused 2.3.33,
3.3.79, 3.3.80, 33.148

Reading Disorders as Crime Factor 13.115
Rehabilitation and Vocational Education

35.93, 35.120 to 32123
Riot Participants 3.1.78

Small Business Proprietorship for
Ex-Offenders

Training in Correctional Institutions
13.02, 1.3.23, 15.86, 2.3.51,

3.3.120 to 33.125, 35.138
Work-Release Programs for Prisoners 1.1.37

Cuban Refugees (See also Minority Groups) .. 35.26, 3.5.29

3 6.29

Data Banks (See also Information Science;
Information Services) 1.1.03, 1.1.06, 1.1_18, 1.1.42

Day Care Centers (See also Child Day-Care
Centers) 2.352, 3-3-87

Defense Industry
Budget Cuts and Layoffs (See also

Areospace Industry; Layoffs)
2.4.14, 3.1.54,

15.08,
3.5.34

Industrial R & D, Effect on
Manpower Implications of Spending

21.03, 3.1.24
13.64

Delinquent Youth (See also Crime and Offenders;
Juvenile Delinquents) 1.1.26, 1.3.117, 3.3.149

Demographic Studies (See Population)
Dental Hygienists 1.5.89
Dentists 15.89, 3.4.58 to 3.4.76
Depressed Area Populations (See also Economically

Depressed Communities) 15.15
Depressed Areas (See also Ghetto Areas) 1.5.92
Detroit (Mich.) 25_09, 3.L38, 3.5.56, 3.6.16
Dialect Remediation 2.3.45, 35.130
Dictionary of Occupational Tides 2-113, 3.1.22, 3.1-71

Disability Compensation, Claims Handling 3.6.21

Disadvantaged Workers 11.23, 1.2.02, L3.53, 1.3.55,
13 98, 2.3.16 2 PP, 2.3.41,
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CODE NUMBER

2.334, 3.2.03, 3.3.10, 3.3-11,
3.3.30, 3.3.38, 3.3.40, 3.3.94,

3.3.45, 3.3.62, 3.3.63 to 3.3.72,
3.3.97 to 3.3.99, 3.3.119, 3.3.142, 3.3.143

Adult Education Programs 1.3.100, 3.3.145
Advantaged vs. Disadvantaged as Trainees . . 3.5.80
Attitudes Toward Tests and Training 1.2.21,

1.3.55, 3.3.68 to 3.3.72
Bureaucratic Jobs, Inclinations for 1.1.05
Counseling and Guidance 1.3.116
Employers' Role . . . 1.3.33, 1.3.49, 1.3.100, 3.3.145
Employment Services for 1.3.19, 1.3.49,

2.3.15, 2.3.19, 2.3.25,
3.3.28, 3-3.41, 3.3.53

Health Manpower Jobs 1.2.26, 1.3.54, 3.3.66,
3.3.67, 3.3.78

1.2.01
1.3.55, 2.3.03, 3.3-06

3.1.08 to 3.1.15
1.5.02, 2.4.19, 3.5.46

1.5.96
13.62, 3.1.84, 3.3.159

3.2.15
1.3.54, 1.5.90,
3-3.66, 3.3.67
1.3.19, 1.3.54,

2.1-09, 2.1.14, 2.3.30, 2.335, 2.5.02,
3.1.08 to 3.1.15, 3.1-55, 3.1.73, 3.1.74, 3.3.14,

3.3.29, 3-3.61, 3.3.66, 3.3.67, 3.3-85, 3.6.02
Public Employment 3.3.76
Public Service Agencies as Employers 1.2.01, 1.5.60
Real Estate Job Training 1.3.10
Relocation
Sclf-Image
Social Work Paraprofessionals
Staff Training

Impact on Private Firms
Innovative Training
International Manpower Study
Job Turnover
JOBS Trainees
Motivations
Municipal Programs
Occupational Mobility

Program Needs

2.3.48, 3.3.95, 3.3.133
1.5.80
1.5.60

1.3.46, 2.3.25, 3.333
Success of Former Disadvantaged . . . 2.3-17, 3.3.32
Training Director's Role . . . . 1.3.25, 1.3.55, 1.3.98,

2.5.02, 3.3.18, 3.3.68 to 3-3.72,
3.3-96 to 3.3.99, 3.6.02

12.05, L2.07, 1.2.13,
1 9 98, 1.2.30, 12.34

1-2.17
Work Orientation 1.2.16, 2.2.06, 3.2.11

Disadvantaged Youth (See also Negro Youth ;
Neighborhood Youth Corps) 1.3.55, 2.3.33, 3.3.37,

3.3.68 to 3.3.72,3.3.79, 3.3.80, 3.3.161
Adverse Working Conditions 3.5.43
College Program Needs 1.1.15
Educational and Vocational Training 3.3.52, 33.126
Employability Problems 1.2.17, 3.5.84
Job Training 1.3.37, 1.3.111, 2.3.06, 3.3.10 to

3.3-12, 33.24, 3.3.150, 3.3.162
2.3.22, 33.44, 3.3:45

2.3.16, 3.330
2.3.12,

33.153, 3.3.154

WIN Trainees

Women

On-the-Job Training
Paraprofessionals
Preapprenticeship Training
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D. Index of Research Subjects

CODE NUMBER

Posttraining Benefits .. 2.4.06,33.18,3.5.74,3.5.94
Saar)? ComparabilitY Data 1.3.39
Unemployment Compensation . 2.5.08,3.6.15,3.6.21

2.05, 3.2.10Youth Summer Work 2.

Economic Growth and Development 1.4.05,
3.4.08 to 3.4.37, 3.3.39

Business Fluctuations 1.2.03, 3.5.20
1.5.11,1.6.15,MauPower Implications

3.1.08 to 3.1.15, 3.5.76
Labor. Turnover and Policy Pressures

1.6.15, 3.1.75
Regi 1-1.08,onal and State Planning

3.1.08 to 3.1.15
Social Change . ............ 2.1.15,3.1-90,3.6.06
Union Role: Western Europe-U.S. Compared

2.5.14, 3.6.38
Economic PolicY and Program% Manpower

rowlicationa 1.6.15
EconoraioallY Depressed Communities 13.92,3.6.06
Education (See also Adult Education; Colleg;

DroPonts; School.to-Work Transition;
Voostirulal Education) 2.4.04, 2.4.37, 3.1.08 to

3.1.15, 3.3 160, 3.5.15, 3.5.37, 3.5.93
Aspirations for Meer 2.4.13, 3.5.33

Ls 68, 1.5.70, 2.4.17,Economic Returris from
2.4.36,3.5.42,3.5.92

EmPloyment Sm.vices, Relationship with
2.1.01, 3.1.05
1-1-15, 1.6.09nMinoritY Groups

3.53Z:5868uceupation, Relationship with
OceuPational Mobility
PreParing for ......... 1.4.06, 3.4.3E to 3.4.46
Sex Differences as Factor in 1.5.34

1.5.38South, in the
State Economic Growth, Factor in 3.5.59
Tutoring in sc-1..etto-Inne1'City programs 3.5.77
Upgrading PostsecondarY .... 1.3.54,3.3.64,3.3.65

ElasticitY of Substitution
Civilian vs..MilitarY ManPower L5-12
Capital vs. Labor 1.5.88, 2.1-05,

3.1.33 to 3.1.35, 3.5.14
Low vs. Higher Skill Workers 2.4.06, 3.5./8
Occupational Levels vs. Other Attainments

15-88, 3.5.75, 3.5.93
2.4.29, 3..75Residt.jen vs. Worksite

Wage Changes vs. Labor Demand 1.5.14
White vs. Nonwhite Labor 3.5.83

Electricia, 1.1.10
EniployabditY (See also Rehabilitation Programs;

Training and Retraining) 1.2.32
Addicts and Alcoholics 1.3.30
Disad 1.2.15, 1.2.16vantaged Workers
Government-Sponsored Training for 3.5.84

12.05), L2-34Health as Factor
g to Improve 1.3.101

EmployeeranPloyer RelationshiPs 2.4.20, 3.5.52

Employer Attitudes 1.2.01
Toward CEP and SPIN Trainees .... 1.2.05,1.229

367

CODE NUMBER

Toward Disadvantaged 1.2.01, 1.2.34, 2.3.22,
1.3.100, 3.:).44, 3.3.45, 3.3.145

Garnisheed end Overindebted Wvkers 1.5.35

Employer Policies 1.3.33, 3.1.04, 3.1.21,
3.1.08 to 3.1.15, 3.5.80

Labor Turnover 3.5.31
Overtime vs. New Hiring 3.5.66
Southern Workers' Perceptions of 1.6.01
Toward Disadvantaged Workers 3.5.79
Toward Domestic Workers 2.3.54,3.3.142,3.3.143
Upgrading Support 13.48, 1.3.68, 3.1.04

Employers (See also Supervisors and Managers)
Employee-Forecasting Methods 3.1.18
Hiring and Training Methods 1.3.53
Incentive Upgrading Payments for 1.3.38

Employment (See also Blue-Collar Workers; Low-
Income Groups; Marginal Workers; White-
Collar Jobs; and specific indust-ics and
occupations) 3.5.43, 3.6.20

Adjustment Factors 3.5.28
Compensatory Payment, Effect on 3.6.21
Concentrated Employment Programs 3.2.04
Continuity and Stability Factors ... 1.203,35.28
Criminal Record as Barrier (See also

Crime and Offenders; Delinquent Youth;
Juvenile Delinquents) 1.1.11

Cyclical Factors in Steel Industry 3.5.72
Disadvantaged Workers 1.2.01, 1.2.15, 1-4.09,

1.5.60, 2.5.02, 3.1.56, 3.4.49 to 3.4.55, 3.6.02
Discrimination Reduction 1.1 15
Federal Spending's Effect on 1.1.19
Ghetto and Urban Poor 1.4.05, 1.4.16, 2.4.17,

3.4.08 to 3 4.37, 3.4.85 to 3.4.106,
3.5.42, 3.6.09, 3.6.35

Negative income Tax as Disincentive 1.6.25
Negroes (See also Negro Youth;

Unemployed) 1.1.31
Older Workers 1.131, 2.3.20, 3.3.42, 3.3.48
Opportunities in Expanding Economy .... 1.1.08,

1-1-17, 1.5.74, 1.5.86, 3.1.08 to 3.1.15, 3.3.82
Overtime vs. New Hiring 3.5.66
Part-Tune and Intermittent 3.1.08 to 3.1.15
Perception of Opportunities 1.6.01, 1.6.16,

2.4.08, 3.5.22
Posttraining Benefits 3.5.94
Rate Projections 1.1.08
Relocation Effect on 1.138
Seasonality in Construed= Industry 3.1.23
Upgrading Policies in Government,

Labor, and Management 2.3.49, 3.3.134
Women (See also Women Workers) 1.1.31,

3.1.08 to 3.1.15, 3.6.26
Youth 1.1.31, 2.3 44, 3.1-25, 3.3.129

Employment Act of 1946 3.5.76

Employment Discrimination (See also Discrimination;
Equal Opportunity) 1.6.01, 2.1.07, 2.4.08, 3.1.21,

3.1.44 to 3.1-49,3.5.22, 3.525
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CODE NUMBER

Apparel Industry 2.4.08, 3.5.22. 3.5.40
Chinese, Japanese, and Negro Americans .. 3.5.07
Construction Industry 1.1.40
Garnisheed Workers 1.2.34
Institutional Racism 1.1.07, L5.64
Military Services 1 1.08
Minority Workers 1.L08, 1.1.15
Negroes in Major Industries 1.1.17
Professional and White-Collar Occupations

1.3.67, 2.5.05, 3.5.30, 3.6.07
Railroad Operating Crafts L5.07
Research Assessed 2.1.07, 3.1.44 to 3.1.49
Retirement, Forced or Involuntary LL20
Wage Distribution of Men and Women

Compared 1.5.45
White-Nonwhite Income Gaps 1.4.01, 3.4.01

to 3.4.07, 3.5.83
Women Workers 1.3.04,1.3.97, 1.5.61,

1.5.83, 2.5.05, 3.6.07
Employment Information (See also Inforrnaon

Services; Labor Market Information)
College Graduates Surveys 1.1.21

Employment Services (See also Cuunseling and
Guidance; Job Placement) 1.2.12, 1.2.32,

1.3.12, 1.3.107, 3.3.151, 3.3.152
Addicts and Alcoholics 1.3.105, 1.3.108
California "Job Agents" 1.3.14
Counseling and Guidance .... 1.3.46, L4,09,2.3.25

3.3.53, 3.4.49 to 3.4.55
Disadvantaged Workers LL29
Educational Institutions, Relationship with

2.L01, 3.L05
Handicapped Workers 3.1.08 to 31_15, 3.1.20
Hard-to-Place Professionals 3.3.19
Industrial Relations Information 3.6.17
Intensive Job Development ... 1.3.19,2.3.29,3.3.57
Job-Finding Supplemental Information

1.1.32, 3.L70
Job Turnover Forecasting 2.3.42, 3.3.127
Local and State Manpower Planning 1.3.104
Long-Term Unemployed 3.3.101
Manpower Data Systems L L03, 1.1.25,

LL42, 1.332, 1.6.29
Mental Patients, Former 2.3.07, 3.3.1.3
Methods 1.3_40, 1.3.50, 2.3.19, 3.3.41
Migrant Workers 1.3.01, 1.3.102, 3.3.01
Older Workers 2.3.10, 2.5.13, 3.3.20, 3_6.30
Prisoners, Former 1.3.13, 1-3.86,

3.1.30, 3.3.124, 3.3.125
Private Commercial Agencies 3.6_31
Psychological Impact of Using 3.6.31
Rural Areas 3.3.51
School Placement Services 2.1.01, 2.4.08,

3.L05,33.22
Staff Attitudes, Skills, and Training ....

L4.04, 2.3-25, 23.30, 3.3.53, 3.3.61
State Agencies 1.3.29, 1.3.75, 2.1-02, 3.L17

CODE NUMBER

Training Services and Upgrading Aid .... 1.2.22,
1.2.29, 1.3 73, 1.3.90, 2.3.19, 3.3.41

Unemployment Compensation Exhaustees .. 1.3.72
Women Workers 1.3.44, 2.3.14, 2.3.15,

3.3.27, 3.3.28, 3.3.46, 3.3.47
Engineers (See also Aerospace Industry; Defense

Indust,-y; Professional Occupations; Scientists)
Career Abandonment by 1.5.29
Earnings, Income, Wages 2.4.34, 3.5.90
Hiring and Recruitment 1.5.47, 2.5.11, 3.6.27
Labor Supply and Demand 1.5.37, 2.1.03,3.1.24
Layoffs 1.3.63, 1.3.66, 1.3.82, 1.3.95,1.5.08
Motivations 2.5.04, 3.6.05
Negro Students 2.L10, 3.1.58
Skills Conversion 1.1.29, 2.4.34, 3.5.64, 3.5.90
Technicians, as 2.L10, 2.4.37,

3.1.27, 3.1.58, 3.5.93
Unemployment and Reemployment 1.5.08
Women 3.6.26
Worklife Instability 1.5.08

Engineering Students (See also College Students) 33.55
Socioscientific Interests 3.5.71

England (See British Manpower Policy; Great Britain;
Manpower Development Programs)

Entrepreneurs, Minority Groups as (See also Small
Business) 2.3.34, 3.3.83

Entry-Level Jobs (See also New Workers; School-to-
Work Transition) 1.1.23, 2.3.46, 3.3_131

Construction Lndustry 3.5.24
Disadvantaged Worker Training .... 1.3.19, 1.3.54,

3.3.14, 3.3.66, 3.3.67
NYC Work-Experience Programs 1.3.17
Socioeconomic Factor Determining L6.11
Upgrading Entry-Level Skills 3.3.135
Youdi Worker Training 3.1.29

Environmental Influences on Workers L3.95, 3.5.26
Equal Employment Opportunity Commission (See also

Discrimination; Employment Discrimination)
2.1.07, 3.L44 to 3.L49, 3.1.57

Equal Opportunity
Discximination Coincident in 2.1.07,

3.1.44 to 3_1_49
Women 1.5.83

Ethnic Characteristics (See also Minority Groups)
1.5.59, 3.6.06

European Manpower Policy (See also International
Manpower Studies) 2.4.10, 3-5.25

Factory Workers (See Blue-Collar Workers)
Family Assistance Plan 1.1.29, 1.2.27, L4.02

Priority Guidelines for Recipients 1.2.02
Family Life L2.08

Labor Decisions, Influence on 2.4.25, 3.5.67
Labor Force Participation by Household ... 3.6-36
Migrant Workers 1.5.65
Recipient Characteristics Identified 1.2.27

Farmworkers (See also Rural Areas) 1.5.54, 3.6.32

354
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CODE NUMBER

Alternative Employment 1.5.54, 1.535,
2.1.04, 3.1.22

Capital-Labor Substitution 2.1.05, 3.1.19,
3.1.33 to 3.1.35

Earnings. Income, Wages 3.5.50
Employment and Unemployment . . . 1.1.39, 1.3.51,

2.1.12, 3.1.67
Harvest Mechanization 1.3.91, 1.3.107,

3.3.151, 3.3.152, 3.5.14
Labor Force Analyzed 2.112, 3.1.67
Labor Supply and Demand 1.1.39, 2.1.05,

2.1.12, 3.1.19, 3.1.33 to 3.1.35, 3.1.67
Out-Migrants 2.1.07, 3.1.44 to 3.1.49
Seasonal Hiring 3.5.13
Technicians 1.139

Farmworkers, Migratory 1.5.55
Braceros in California 2.4.05, 3.5.17
Employment Services 1.3-102
Family Unity Adaptation 1.5.65
Interstate Employment Services 1.3-102
Mexicans and Mexican Americans . 1.139, 1.5.54,

1.5.55, 2.L04, 3.132, 3.5.50
Relocation and Settleraent L5.55, 2.1.04,

3.1.32, 3.3.117
Socioeconomic Data . . . 13.65, 2.5.12, 3.513, 16-28

Federal Manpower Development (See also Manpower
Development Programs) 1.5.32

Federal Minimum Wage 1.6.20
Federal Spending (See also Defense Industry ;

Government Expenditures) 1.1.19
Employment Implic:ations 1.3 64

Firemen 1.2.21, 1.4.16, 3.4.85 to 3.4.106
Fisheries 14.06, 3.4.38 to 3.4.46
Food Service Industry . . . 1.3.65, 15 71, 3.1.76, 3.2.05, 3.6-12
Foreign Trade

Impact on U.S. Labor Force 2.5.01, 3.6.01
Foremen (See Supervisors and Managers)

Geographic Mobility (See also Migrants) . . 1.5.15, 1.5.85
Ghetto Areas (See also Inner-City Programs;

Low-Income Groups; Marginal Workers) . 2.4.17, 3.5.42
Aging Residents 1.1.08, 3.1.08 to 3.1.1.5
Black Businesses 1.5 77
Child Day-Care Centers 1.3.57
Consumer Behavior 1.4.16, 3.4.85 to 3.4.106
Employment and Unemployment .. . 1.1.07, 2.4.17,

2.4.26, 3-5.42, 3.5.69
In-Migrants 2.1.07, 3.144 to 3.1.49
Indigenous Businesses' Input-Outputs 1.5.05
Job Placement 1.6.16, 3_2.04
Job Turnover 3.6.09
Job Worksites Compared 1.6.21
Juvenile Delinquency 1.6.16
Labor Market, Illicit 2.2.04, 3.2.09
Relocation from 3.3.25
Small Businesses 3.5.07

CODE NUMBER

Youth (See also Negro Youth ; Neighborhood
Youth Corps; Youth) 2.3.02, 2.3.53,

3.3.05, 3.3.141, 3.3.153
G. L Bill, World War II 13.70
Government Employment 1.1.29, 1.4.16,

3.3.76, 3.4..85 to 3.4.106
Federal 1140
Local 1.1.04, 1.1.11, 1.4.16, 13.32,

15.67, 16.13, 3.2.15, 3.4.85 to 3.4.106
State . . . . 1.1.04, 1.L16, 1.3.39, 1.5.32, 1.5.67, 1.6.13

Government Expenditures (See also Defense Industry ;
Federal Spending) 1.1.19

Great Britain
Industrial Training Act (1964) . . . 2.4.31, 3.5.82
Manpower Development Policy 2.5.03, 3.6.04
Union Participation in Manpower Policy

2.5.03, 3.6.04
Gross National Product

Labor Supply and Demand . . . 2.4.14, 3.1-31, 3.5.34
Group Counseling 1.2.10, 1.3.46, 1.3.107, 2.3.25,

2.4.03, 3.L85, 3.1.86, 3.3.24,
3.3.53, 3.3.151, 3.3.152, 3.5.10

Group Techniques 13.46, 2.3.25. 3.3.53
Juvenile Delinquents, by Volutaeers
Rural Disadvantaged 3.3.51
School-to-Work Guidance . . 13.107, 3.3.151, 3.3.152

Guidance (See Counseling and Guidance)

Halfway House 2.331, 3.3.138
Handicapped Workers (See also Disadvantaged

Workers) 1556. 2.339, 2.3.40, 33.115, 3.3.118
Blind 1.5.56, 1.6.06
Coal Miners. Health-Impaired 1.3.45
Employment Services for 13.84, 3.1.01,

3.1.08 to 3.1-15, 3.1.20
Mentally Retarded 3.1.01

Hard-Core Unemployed (Sen also Long-Term
Unemployed) 2.2.06, 2.323, 3.1.85, 3.2.11,

3.3.49, 3.3 102, 3.3.109 to 3.3.111, 3.5.56
Adult Education, Training and Job

Placement 3.3.105
Harlem (New York Gip) 2.4.17, 2.4.26, 3.5.42, 3.5.69
Health Services 1.226, 13.54, 23.47,

3.1.27, 3.3.64, 3.3.65, 3.3.132
Disadvantaged Workers 1.3.17, 13.19, 1.3.43,

13.54, 2.3.13, 3.3.14, 3.3.26, 3.3.66, 3.3.67
Hiring Standards 3.6.23
Information Gap 3.1.08 to 3.1.15
Labor Supply and Demand . . 1.4 16, 2435, 3.1.08

to 3.1.15, 3.4.85 to 3.4.106, 3.5.91, 3.5.95
Manpower Utilization Plannings . . . . 1.3.71 3.1.08

to 3.1.15, 3.1.54, 3.3.90, 33.91
Medical Technicians . . . 1.3.54, 13.61, 3.3.66, 3.3.67
Military-Training Transferability . . . 1.3.56, 2.3.47,

3.1.40, 3.3132
Nurses 35.95

el.wor
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CODE NUMBER

Psychiatrists 33.06
Skill Upgrading 1.3.54, 2.3.26,

2-335, 3.1.08 to 3.1.15, 3.L60,
3.3.51, 3.3.66, 3.3.67, 3.3.147

Training and Retraining .... 1.1.29, 3.1.08 to 3.1.15
Women Physicidns 3.139

High Schools
Achievement Factors 1.5.68
Cooperative Vocational Programs 1.3.77
Dropouts, Preventive Teaching frr 15.86
Economic Returns 1.5.68
Educational and Occupational Planning - . 1.3.107,

1.4.06, 2.3-13, 3226, 3.3 151,
3.3.152. 3.4.38 to 5.4.46

Equivalency Certification 1.5.=
Nongraduates in College 2.4.37, 3.5.93

Hiring Standards and Practices (See also Employment
Discrimination; Occupational Licensing;
Recruitment) 1.1.10, 1.5.75, 2.1.02, 3.1.17

Cerical Occupat:ons L5.81-
Construction Industry . . . 1.4.16, 3.4.85 to 3.4.106
Disadvantaged Workers 1.1-24, 1.2.26,

1.3.80, 1.5.30
Engineers 1-5.47
Entry-Level Jobs 2.4.09, 3.1.56, 33-57, 3.5.23
Experience vs. Inexperience 2.4.09, 3.5.23
Older Workers 2.5.12, 3.6.28
Overtime vs. New Hiring 33.66
Regulatory Standards vs. Essential

Requirements L L10, 3.1.56

Homemakers (See Women Worker,: Working Mothers)

Hospital Manpower 1.4.16, 23.55, 3.3.147,
3.4.85 to 3.4.106, 3.6.23

Disadvantaged Youth 2.3.13, 3.3.26
Military to Civilian Skill Transfers 1.3.56
Skilled-Unskilled Substitutions .... 2.4.06,3.5.18
Skills Upgrading 1.354, 1_3-71, 3-3.66,

3.3.67, 3_3-90, 3.3.91
Staff Size-Quality Correlations 3.1.60
Work-Stzt Training 2.3.26, 3.334

Household Services (See also Domestic Workers)
1.3.31, 3.1.38

Housing Problems 1.5.13
Needs of Low-Income Workers ..... 3.3-86
Renovation Work for Youth 2.3.06, 3.3.12
Segregation 1.5.13

Human Resources Development Programs (See also
Manpower Development Programs; Manpower
Studies) 1-5.02, 2.3.30, 33.29, 3.3.61

University ResNirch 1.4.10 to 1.4.19,
3.4-56 to 3.4.106

Human Services (See also Health Services; Social
Work and Workers) 1-3.35, 1.3.62, 1.5.60

CODE NUMBER

Immigration (See also Bracero Agreement)
Labor Certification Program 1.1.41
Commuter Aliens 1.1.39, 3.1.81, 3.5.40
Cuban Refugees 3.5.26, 3-5.29

1.6.24
1.3.13

Income (See also Earnings, Income, Wages)
Assistance for Ex-Offenders
Determivants Compared: Madras (India,.

Tapan, and U.S. 3.5_89
Income Distribution 1.5.44, 1.5.98

Fiscal Redistributive Policies 1
Inflation and Unemployment Factors 13.41

Income Maintenance 1 2.27, 1.5.93, 2.4.02, 3.5.09
Rural and Southern Poor 1.2.27
Welfare Dependency Obviated 1.2.30

India, Income Comparison svith U.S. 3.5.89
Indians, American (See also A,nerican Indians;

Minority Groups) 1281, 3.1-83
Industrial Injuries 3.6.31
Industrial Psychology (See also Work Groups)

2.4.38, 3.5.96
Industrial Recruitment (See also various job entries;

Hiring Standards and Practices; Labor Markets;
Recruitment) 3-5.02

Industrial Relations Informadon i:See also Collective
Bargaining; Labor-Management Relations) ... 1.4.05,

1.6.07, 3.4.08 to 3.4.37, 3.6.17
Industrial Training (See also Manpower Development

Pzograms; Training and Retraining) 1.3.98,
3.3.97 to 3.3.99

Industrial Training Act of ;964 (Great Britain) 2.4.31,33.82
Industry Studies (See also specific industry) 2.1.03,

3.1.21, 3.1.23, 3.1.24, 3.1.27, 3.1.75
Inflation 1.5.88, 2.4.12, 3.5.32

Income Distribution and Manpower Programs
Influenced . L3.103, 1.5.41, 1.5.51, 1.5.98, 3.3.146

Job Search Curtailed L5-99
Information Science (See also Labor Market

Information; Matching Men and Jobs) 1.1.34
Manpower Data L1.12, 1.1.16,

1.1.25, 1.127, 1.1.28
Information Services (See also Employment Services)

1.3.52, 1.6.07,3.6.17
Inner-Qty. Programs 1.1.30, 1.6.16, 2.3.44,

3.2.04, 3.3.25, 3.3.129, 3-3.153
Child Day-Care Centers 1.3.57
Residential Youth Training Centers 2.3.02,

2-333, 3.3.05, 3 3.141
Teachers 3.5.86

Institutional Training (See also Training and
RetraininL ; Vocational Edtimtien) 3.5.37

Integration (See also Discrimination; Employment
Discrimination; Minority Groups)

International Manpower Studies (See also various
manpower entries) 1.3.103,3.3.146

1.1.08
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CODE NUMBER

Apprenticeship 13.18
Cost-Benefit Analysis 3.1.87
Disadvantaged Workers 3.1.08 to 3.115
Educational and Occupational Int=action .. 3.5.68
Employment and Unemployment ... 1.1.08, 2.4.37,

3.1.08 to 3.1.15, 3.5.93, 3.6.34
Foreign Trade and US. Labor 1 4.11, 2.5.01,

3.4.58 to 3.4.76, 3.6.01
Great Britain, Development Programs - 1.4.09,

1.6.23, 3.4.49 to 3.4,55
Handicapped Workers 3.1.08 to 3.1.15
Income Comparison; Madras (India),

Japan, and U.S. 3.5.89
OECD Countries 1.6.14
Labor Unions, Policy Role 1.6_23
Older Workers 3 1.08 to 3.1.15
Pensions 1.4.11, 3.4.58 to 3.4.76
School-to-Work Transition 3.1.08 to 3.1.15
Training and Retraining ^ 4.31,3-5.82
U.S.-Mexico Border 1 139. 3.1.81, 3.5.12
Yotze 3.1.0S to 3.115

Interviews, Surveys, and Questionnaires (See also
Methodology) 3.1.38

Iowa 3-5.35, 3.5.36
Job Vacancies Measurement 1.4.01, 14.05,

3.4.01 to 3.4.18
Labor Supply and Demand 1 4.05. 3.4.08

to 3.4.37. 3.5.03
Manpower Policy Planning 2.3-18, 3.3.39
Projections 1.4.05, 3.4.08 to 3.4.37, 3.5.03

J. panese (See Chinese and Japanese Americans)
Job Bank Concept (See also Domes-R. Workers,

Labor Market Information)
33.155, 3.3.157, 3.5.41

Job Content (See also Skill Requirements; Working
Conditions) 13.91, 1.5.03, 1-6.10, 3.182

Automated vs. Nonautomatrd Jobs 3-1.06
Occupational Classification 2.1.13, 3.122,

3.1.71, 3.6.03
Skill Requirements 1.1.10,1.5.56 .95, 3.5.11

Job Corps 13.42, 1.5.09, 2.4.24, 3.E 62
Job Discrimination (See also Employment) 16.01
Job Information (See Employment Services; Labor

Market Information)
Job Obsolescence (See also Engineers; Scientists;

Technological Change) 3.106. 3.5-64
Job Opportunities 2.3.23, 3.3.49, 3-3-105, 3.3.114

Long-Term Unemployed 2.3.23, 3-3.49,
3.3.106, 33.107

Minority Group Businessmen 2.3.27,33.55
Relocation Factns 1.138
Rural Area Decrease 15.86
White-Nonwhite Perceptions 16.01

357

371

CODE NUMBER

Job Opportunities in the Business Sector (JOBS) .. 12.21,
1.5.21 1.5.96, 2.4.15, 2.4.24.

3.3.37, 3.5.38, 3.5.62
Job Opportunities Through Better Skills (JOBS I)

2.3.28, 3.3.56
Job Placement (See also Employment Services) . 1.132.

1.2.28, 13.156. 3.3.159
Aid for Parolees and Prisoners 1.111,2.3.51,

3.3.138, 33.148
Comseling Preparation 1.01, 3.1.05
Disadvantaged Workers 13.80, 16.16, 3.3.40
Juvenile Delinquents . . . 3.3 109, 3.3.120 to 3.3.123
Low Wage Industries 1.2.22
Oider Workers 23.13, 3.5.12, 3.6.30
Recruitment for Industry 3-3.02
Relocation 33.25
Unemployed Prnfe...sion..:s 3.3.19
White-Collar Workers 3.631
Youth 2. O3, 2.436, 33-24, 3.522, 3.5.92

Redesign (See also Hirii:g Standards and
Practices) 1.3.99
Retention 13.19, 2.3.42, 3.3.14. 3.3.127
Satisfaction (See also Working Conditions) ... 1105,

1.5.03, 2.5.15, 3.6.41
Automated Jobs 3.1.06
Blue-Collar Workers 12.21, 1.5.94, 2.2.07, 3.2.17
Employed and Self-Employed Compared

2.4.22, 3-5.60
Engineers and Scienties 2511, 3.5.59, 3.6.27
Medical-Health Service Technicians . 2.4-28,3.3.73
Self-Employed Small Businessmen . 2.4.33,3.5.88
Seel,' Worker;
Teeriological Advanvm
White-Collar Workers

Job

Job
Job

Work Group
Work Place
Youth

Jobseeking

1.5.28
3.6.13

2.4.20, 3.5.52

3.5.03
1.1.31

1.1.32, 1.3.105, 3-3.146, 3-5.84
Criminal Record as Handicap 1-11
Farmworkers, Migratory 15.55
Hitch School Students 13.107,3.3.151,3.3.152
In:at:Ton-Unemployment Trade-Off 15.99
Intenaity 1.6.28
Scientific Personnel 1.5.37
Training in Method 3.3.84

Job Skills 11.10, 3212, 3.5.11
Job Success (See also Aspirations, Career;

Mot:vations) 16.17,3156
Job Vacancies 1.127, 14.05, 31.42,

3.1.43, 3.170, 3.4.08
Jobs (See also Elasticity of Stibstitution; Hiring

Standards and Practices; Labor Markets;
Labor Supply and Demand; Matching Men
and Jobs) 1.1.05, 31.82,3-6-13

Jobs, Education, and Training (Jr. 3.2.16
JOBS NOW Project 9199 3.3.44.3.3.45
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CODE NUMBER

1.3.117, 1.4.05, 1-5.24.
1.6.16, 2.3.41 2.4,16. 3.3.24, 3.3.79.

3.3.80. 3.3.93. 3.3.133 to 3.3.123, 3.3.126,
3.3.150, 3.3.161, 3.4.08 to 3.4.37. 3.5.39

1.5.86, 24.16, 3.5.39

Labor Force Participation (See also Employment ;
Unemployed and entries for spec4fic groups) . .

1.5.69, 2.1.13, 2.3.09, 3.1.71, 3.3.16, 3.3.17
Clerical and Nonclerical Compared 1.3.64
Disadvantaged Workers 1.3.19. 1.5.11, 2.3.12,

2.3.48. 33.14. 3-3.133, 3.3.154, 3.5.20, 3.6.36
Domestic Workers 3.6.39
Economic Factors 2-4.23, 3.5.20, 3.5.61, 3.6.36
Ghetto Residents 1.1.07, 2.4.26, 3.5.69

Income Maintenance's Impact 1-5.93

Low-Income Groups 1220, 15.25, 2.4.23,
3.3.139, 3.3.160, 3.5.57. 3-5.61

Married Women 13.23, 1.5.76, 24.21, 15.54
Mexicans and Mexican Americans 1.1.39. 3.1.81,

. 3.5.40. 3.5.57
Migratory Farmworkers 1-3.102, 3.3.117

Military Retirees 16.02
Minimum Wage, Influence on 1-5.18

Negroes 2-4.23, lux to 3.1.15, 3.5.57, 33.61
New Workers 1-6.11, 3.6.34
Nonparticipants 1.1.07, 3.6.35
Older Workers 1.1.08, 1.1.31, 1.6.25,

2.111, 2.3.10, 3.1.62 to 3.1.65, 3.3.20
Prison Inmates 1.1-37

Professionals, Unemployed 3.3.19
Public Assistance as influence on 1.5.25,

3.1-08 to 3.1-15,
Public School Teachers 2.4.25,
Reentry for Ex-Mental Patients

2-3.56, 33.13, 33.158
Self-Employed Workers 2422,

3-5.60.
Southern-Barn Out-Migrants
Southern Negroes
Summer Workers 2.2.05,
Wage Levels as Factor 1.5.11, 2427,
Welfare Mothers 2.2.08,

3.6-11
33.67
2.3.07,

2.4.33
3.5.88
15.38
LL22
3.2.10
3.5.70
3.2.23

Women Workers L1.31, L5.06, L5.52, 1.5.74,
2.1-07. 2.1-11, 3.1.44 to 31-49, 3.1-62 to 3-1.65, 3.5-12

Youth 1 1.31, 1.5.91, L6.20, 2.L11,
3-1.29, 3.1.62 to 3.165, 3.L120 to 3.1-123

Lanor-Management Relations 1-3.69, 1.4.05, 1.4.16,
3.4-08 to 3.4.37. 3.4.85 to 3.4.106

Labor Market Information (See also Manpower Policy
Planning: Manpower Studies) 3.6.20

Applications and Terminations Analyzed
25-15, 3.6.41

CODE NUMBER

Arra Skill Surveys 2.4.32. 3.5.87
Computerized Job Data for Employment

Servicing 1.121, 1.1.32, 1.1.42
1.6.29, 21.01. 3.1.05

Data Needs in Metropolitan Areas . . 1.1.06, 1.1.34

Disadvantaged Workers 1-1.23, 2.3.38, 3.3.94,

Job Vacancy Data 1-1.03.
3.1-42. 3.1.43. 3-1.66

Manpower Planning Value 24.14, 2.4.16.
3.1.70. 3.5.34, 3.5.39. 3.6.19

Motivation, Effect on 1.5.63
Occurational Trends . . . 1-1.03, 24.16, 3-1-13, 3.539
Scientific Personnel, Effectivenew for 1.5.37

Stratification Data, Implications of 1.1-27
Systems Appraisals and Designs . . . . 1.1.03, 1.1.05,

1.1.12, 1.125. 1.629
Vocational Education, Vz.lue to . . . 3-1-18, 3.1.66

Labor Markets (See also Labor Suprly and Demand)
1.6.23, 3-1.04. 3.121. 3.1.75

Commuting as Unemployment Equalizer . - 1.6.08
Depressed Areas 13.92
Employer Policies 1.5.75, 3.1.04
Employment Rates and Entry Wages

2-4.10. 3.5..Z
Ghetto Ar-s 1-1.07. 1-6.21, 2.204,

2.4.17, 3209. 3.5.42
as Income Determinants 3.5.89
Inflation-Unemployment Tradeoff . . 1-3.103, 3.3.146
Iowa 33.36
Job Fearch and Response as Index to . . . . 1.6.28
Matching Men and Jobs 3.3.156
Primary and Seconeary Compared . . 1.1.23.

1-1.27, 1.6.05
Re-uitment in 1-5.75, 2.5.15, 3.6.41
Relocations: Gains and Losses 1.1-38, 3.3.95
Rural Areas 2-1.12, 3.1.67, 3.5.35
Secondary 3.6.05, 3.121
Unemployment: National vs. Regional

1.5.75, 1.6.73
Urban Areas 1-1.07, 1.1.08, 3.1.08 to 3-1-15

Labor Migration also Farinworkers, bfitgratory;
Geographic Mobility ; Migrants ; Relocation
of Workers) 3.5.36

Labor Mobility (See also Geographic MobilitY:
Occupational Mobility) 1-1-31, 23.42,

23.48 33.127. 33.133
Decline of 3.3.75
Earnings as Factor in 1.6.24
Employment-Related Factors 35-77
Layoffs 1.3.101, 3.3.74
Mexican Americans 1-5.54,
Negroes 1.1-31
Older Workers L1.31, 3.1-62 to 3.1.65
Relocation Programs 1-3.74. 1.3.78
Rural Workers 1.3.53, 3.338, 3.3.59, 3.3.62
Women Workers . . . . 1-L31, 2.1-11, 3.1.62 to 3.1.65
Working Poor 1.2.20
Youth 1-L31, 2.1.11, 3.L62 to 3.165
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CODE NUMBER

Labor Pool for Temporary and Permanent Workers . 3.5.41
Labor Shortage* (See also Labor Supply and

Demand: Low-Skill Worker*, Shortages of:
Shortage Occupations) 1.5.88,3.1.56

Labor Stability (See also Employability: Inflation:
Unemployed) 13.57.2.3.42 3.1127

Labor Supply and Demand (See also Labor Markets:
Shortage Occupations) 1.1.06. 2.4.27,

2.4.32, 3.5.70, 3.5.87
College Graduates 1 1.21
Construction Industry 1.6.011, 3.L23
Defense Cutback Effects 2.4.14. 3.5.34
Disadvantaged Workers 1.1.07
Empin,:--nt Service Role in 1.1.01 L125
Engineers and Scientists .... 1.5.37.2.1.01 3.1.24
Entry-Level Wages 2.4.10. 3.525
Federal Expenditures as Factor in 1.1.04
Fiscal Redistributive Policia, 1.5.53
Health Services (See also Health Services:

Medical Manpower: Nurses; Vaysicians)
2.4.35, 3.5.91, 3.5.95

Hireability Factors in 2.4.09,3.523
Maintenance and Taxes as Factors

2.4.02.3.5.09
Iowa 1.4.11. 2.3.18.3.3.39.

3.4.58 to 3.4.76.3.5.35
Kansas 2.4.16. 1339
Licensing as Influence on 1.1.10, 1.124
Manpower Policy L1.08, 2.4.31.

3.5.66, 15.32. 3.6.19
Manpower Projections 1.4.07,

2.4.16. 2.5.10. 3.4.47, 3.4.48.
33.31. 3.5.35, 33.39, 3.6.24

Married Women Teachers 2.4.25.3.5.67
Migration's Impact 3.5.45
MInority Groups 2.4.08, 2417. 3.522, 3.5.42
Ph. D. Surpluses 1.5.16
Police 1.510
Recruit:near tor Industrial Expansion .... 3.3.156
Regional Differences 3.108 to 3115
Self-Employment Factors 2.4.33,3.5.86
Skilled Workers 3.1.66
Steel Industry 3.5.72
Supply Response of Jobless 1.5.95
Systems Analysis of 3.1.75
Technological Impact on
Unskilled Farmworkers
Unemployment, Noncyclical
Urban Poor

. 1.5.46, 3.1.03, 3.1.19
1.1.39

2.4.01.3.5.08
2.4.15,2-423,

2.4.26,3.5.31 3461.3.5.69
Wage Differentials .... L5.14,2.412, 3.L75,3.5.32

Labor Turnover 2.3.42. 2.5.15, 3.1.75,
3.3127, 3.5.31, 3.6.06. 3.6.41

Disadvantaged Workers 1.5.02, 2.2.06,3.2.11
Employee Instability 3.6.09
Labor Market Indicator 3.5.31
Public Scbool Teachers 1.5.48,3339

CODE NUMBER

Seasonal Factor) (See also Braceros:
Farntworkers. Migratory) 3.5.24

Supply and Demand Factors 1.3.103, 3.3.146
Labor Unions (See alio Colketive Bargaining:

Labor-Management Relations: and :specific
crafts and industries) 1.114. 2.3.52. 3.3.140

Entrance Procedurea 1.126
Manpower Policy Role 1.5.36, 2.5.14.3.6.38
Racial Integration in Craft Unions 1.1.13,

1.1.22.1.1.40.1.5.07
Technological Change, Adjustment to

1.5.73, 1.5.78
Training and Upgrading Role . 1.1.14.1=1.

1169, 1.5.36. 23.52, 33140
Law Enforcement Personnel (See also Police)

1.1.29.1.5.10
Training Programs 2.4.30.3.5.81

layoffs 1.5.06.1.1101,3.3.74
Leeslation. Manpower Implications of (See also Gran

Britain. Industrial Training Act; Nurses. Nurse
Training Act ot 1964) 1.1.29. 2109.3.1.55

Leisure-Work Allocatior. 1.4.11. 1.5.94.3.4.58 to 3.4.76
Licensing. as Job Regulator (See also Labor Supply

and Deniand; Professional Requirements . 1.1.10.1.1.24
Life Styk as Job Discrimination Factor 1.5.79
Literacy Training (See also Adult Education:

Remedial Education) L3.85. 3.2.16. 3.3.116
Longshoremen's Industry 1.4.09. 3.4.49 to 3.435

Long-Term Unemployed (See ako Hard-Core
Unempiayed: Unemployed) 2.5.09,3.3.29,

13.78, 3.6.16
Counseling and Guidance .. 3125.33101.3.3.106
Educational Rehabilitation . . . . 3,3100, 3.3.102 to

3.3.105,3.3110, 3.3.1123.3.113
Reading Disorders as Factor in 1.3.115
Rural and Urban 23.41, 3.1119
Socioeconomic Characteristics 22.06, 2.4.83,

3211.3.5.10
Training and Retraining 1.5.19, 23.23.

3,1.72,3.3.49,3.3.107.3.3.11;
Work Orientation 3.3.108, 3.3.109. 3.3-111

Low-Income Groups (See also Earnings, Income,
Wages) 2412, 2429, 15.32 24.29

Attitudes Toward Work L2.0. 3.6.37
Counseling and Placeasent 1.3.09
Employer-Supported Upgrading 1.3.38
Health as EmployabaTity Factor 1.2.09
Jeb Opportunities. PermPtion of 1.4.03
Low-Skill Workers 2.3.36,3.3.88
Market Analysis 16.09
Negro Youth 3125
Occupational MobiTity 1.1.02,14.72,

23.09,3.6.16
Poverty Status as Factor an L5Z7
Spending Patterns of NYC Trainees 3.2.02
Training Program Need* 3.5.13
Training Programs 1.2.29, 2.431, 33.82
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CODE NUMBER

Work Response During Public Assistance
1.2.20, 1.5.58, 2.4.02,
2.4.23, 3.5.09, 3.5.61

Working Hours Determinants 1.5.72
Working Poor .. 1.2.20, 1.5.58, 2.4.23, 3.3.139, 3.5.61
Youth Work Attitudes 3.2.21

Low-Skill Workers, Shortages of 1.5.88, 3.1.56
Low-Wage Industries, Training Programs Impact on . 1.2.22

Madras (India) Labor Market 3.5.89
Maine 1.4.06, 3.4.38 to 3.4.46
Man-Machine Relationship 3.L26, 3.1.37, 3.6.13
Management Policies (See also Employer Policies;

specific policy items) 3.1.21, 3.1.26
White-Nonwhite Wage Differentials L5.30

Managers (See Supervisors and Managers)
Manpower Development Programs (See also

Training and Retraining; specific program
entries) LL28, 1.2.09, 3.137

Addicts and Alcoholics L3.105
Apprenticeship 1.1.22, 3.1.76
CEP/WIN Program Interaction (See also

Concentrated Employment Program; Work
Incentive Program) 1.2.14

Cnmmunity Receptivity 3.6.18
Data Banks for Planning L1.34, LL42,

2.4.16, 3.539
Disadvantaged Workers (See also Labor Force

Participation; Training and Retraining) 1.1.30,
1.3.11, L3.19, 1.3.55, 1.3100, 3.3.145

Disadvantaged Youth (See also Negro Youth;
Training and Retraining; Youth) .... L3.19,

2.3.02, 2.4.19, 3.3.05, 3.3.14, 3.3126, 3.3.162, 3.5A6
Domestic Workers 2.3 54, 3.3.142, 3.3.143
Economic Policy Implications .... 13.03, 1.3.103,

L6.15, 2.4.14, 33146, 3.524
Education, Short-Term Compensatory (See also

Adult Education; Vocational Education)
2.4.37, 3.5.93

Effectiveness of (See also Training and Retratuing)
12.03, 1.2.10

Entry-Level Job Centers 1.3.73
Experimental Technical Zcaining ... 1.3.98,3.3.96
Federal, State, Local Coordination 1.5.32
Great Britain 2.5.03, 2.5.14, 3.6.04, 3.6.38
Health as Factor in 1.2.09
Inflation and Unemployment Impact

13103, 3.3.146
Information Services (See also Data Banks)

L1.34, L6.07
In-Migration Factors 33.156
Innovative Training Methods 13.55, 13.98,

33.68 to 3.3.72, 3.3.96 to 33.99
Interagency P1anni-tg LL30, 1.3.55,

1.5.32, 23.18, 3.1.16, 3.3.39
Job Corps 15.09, 2.4.24, 35.62

CODE NUMBER

Job Development and Retention (See also
Attitudes; Motivations) 1.3.19, 2.3.05,

2.3.29, 33.09, 3.3.14, 3.3.57
JOBS NOW Prcgram 2.3.22, 3.3.94, 3.3.45
Juvenile Delinquents 3.1120 to 35.123
Labor Union Participation (See also Collective

Bargaining) .... 2.3.52,2.514,3.3.140,3.6.38
MDTA Staff Evaluated L3.12, 1.4.04
Male-Female Programs Compared 1-3 94
Management Attitudes (See also Labor-

Management Relations; Supervisors
and Managers)

Methodology and Models
3.5.80

1.3.40, 2.3.25,
3.1.80, 3.3.41, 3.3.53

Mobility Guidelines 1.3.74
Negroes (See also Minority Groups; Negro

Youth; Negroes) 3.530
New Careers Program 3.2.13, 3.215
NYC Programs (See also Neighborhood

Youth Corps) .... 15.70,2.4.35,3.3.89,3.5.91
OIC Programs (See also Opportunities

Industrialization Center) .... 3.3.100,3.3.103,
3.3.104, 3.3.110, 3.3.112, 33./13

Outreach (See also Outreach Programs)
2.3.35, 3.3.85

On-the-Job-Training (See also Training
and Retraining) 3.5.94

Private Sector, Role in (See also Employer
Policies; Supervisors and Managers) L3.06,

2.1.07, 2.4.15, 3.144 to 3.149, 3.5.38
Regional Efforts 23 38, 3.1.28, 3.3.63, 3.3.94
Relocation Programs Evaluated (See also

Geographic Mobility; Labor Mobility)
2.3.48, 3.3.95, 3.3.133

Residential Work-Experience Centers .... 1-3.111
Upgrading (See also Upgrading Programs)

L L14, 1.3.109, 3.3.155
Upward Bound L5.43
YMCA Manpower Project 1.3.116

Manpower Policy Planning 1.1.07, 31.22, 31.80
Census Defects as Factor 2.1.06, 31.41
College Graduates LL21
Defense Budgets, Effect on L3.82, 2.4.14,

3.1-02, 3.L54, 3.534
Discrimination Remediation LL17
Economic Interactions 1.6.15, 2.4.14,

2.5.10, 3.5 34, 3.5.76, 3.6.24
Federal Expenditures, Impact on LL19
Human Services 1-3.35
Information Systems LUG, LL06,

L1.25, LL28, 1.1.34
International Comparisons LL08, LL28,

1.6.14, 1.615, 2.3.49, 2.4.31,
2.5.14, 3.3134, 3.522, 3.638

Iowa 1.4.05, 2.318, 3339, 3.4.08 to 3.4.37
Local and State 1.3.104
Military Procurement, Effect on L5.12
OECD Countries L6.14
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CODE NUMBER

Performance Evaluation Guidelines 1.3.55,
3.3.68 to 33.72

Private Industry 3.1.04
Public Service Employment 1.5.140
Research Priorities 1.4.03, 1.4.05 to

L4.07, 3.4.08 to 3.4.48
Rural Area Research L3.51
Specialists in 1.1.37, 2.1.08, 3.L53
Union Role (See also Labor Unions) . 2.5.14, 3.6.38
Urban and Regional 3.1.28

Manpower Projections (See also National Goals
and Priorities) 1.3.40, L4.06, 1.6.04, 2.1.03,

2.4.16, 2.4.32, 2.5.10, 3.L24, 3.3.41,
3.4.38 to 3.4.46, 3.5.39, 3.5.87, 3-6.24

National Gr,als 2.L07, 3.1.44 to 3.1.49
Manpower Studies L3 55, L4.08, 3.L52, 3.1.69

Fund Reduction Impact L5.27
Human Capital and Labor Economics 1.4.15,

1.4.16, 3.4.85 to 3.4-106
Interdisciplinary University Programs 1.4.12, L4.14
Intrauniversity Exchange . L4.11, 3.4,58 to 3.4.76
Local, Regional, and State 1 4.10, L4.17,

L4.18, 2.3.45, 3.4.57
Nuclear Industry L4.13, 2.3 77 to 3.4.84
Participant-Observer Research 2.3.01, 3.3.03
Phenomenology of Human Labor L5.01
Research Exchange 3.1.51, 3.L68, 3.L69
Rural Area Human Services 1.4.19

Manpower Utilition (See also Underemployment)
1.LCS, 13.08, 3.1.08 to 3.1.15,

3.3.10, 3.3.11, 3.3.144
Business and Government Program Support . 3.3.40
Career Changers 3.1.08 to 3.L15
College Dropouts and High School

Graduates 3.3.84
College Graduates L6.30
Construction Industry . . LL13, 1.6.04, 1.6.22, 3.1.23
Cuban Refugees 3.5.26, 3.5.29
Engineers 1.L29
Health Manpower LL29, L2.26,

1.3.54, 1.3.56, 1.3.71, 2.4,06, 2.4.07,
3.1.08 to 3.1.15, 3.1.60, 3.3.64, 33.65,

33.90, 33.91, 3.518, 3.5.21, 3.5.95
Industry-Sponsored 3.6.19
Information Sources and Systems . . . LL06, LL23
Iowa 2.3.18, 3.3.39
Job Performance Aids 1.3.116
Jobs Function Analysis 3.L82
Maine 1.4,06, 3.4,38 to 3.4.46
Military-Training Carryover (See also Skills

Transferability) 1.1.09
Retirees 3.3.16
Scientists and Technicians 2.L07, 3.1.44 to 3.1.49
Short-Term Projections for 3.5.16
Surplus Ph. D.'s 1.5.16
University Planning Center LL16
White Collar Workers 3.3.19
Women 1.6.30, 2.5.05, 3.6.07

375

CODE NUMBER

Marginal Workers (See also Underemployment) . . L5.79,
L6.05, 3.1.08 to 3.1.15

Disadvantaged by Technology 3.1.37
Inexperienced Workmen 2.4.09, 3.5.23
Job Retention Aid for 3 3.04
Minimum Wage Protection 1.4.11, 1.5.18,

2.4.09, 3.4.58, 3.4,76, 3.5.23
Program Training Needs 2.1.09, 3.1.55, 3.1.77

Marine Science Technicians 2.4.11, 3.5.27
Maritime Industry 1.4.09, L5.36, 3.4.49 to 3.4.55
Marriage and Family (See also Aid to Families with

Dependent Children; Women Workers)
Child Day Care 2.3.32, 3.3.87
Childspacing 1.5.39, 3.6.26
Economic Changes, Impact on 2.L15, 3.1.90
Employment vs. Household Activities 1.5.20
Father's Occupational Achievement 3.5.58
Household Labor Force Participation . . . L5.11,

L5.76, 2.4.25, 3.5.67, 3.6.36
Husband and Wife Careers 3.5.05

Migratory Families 1.5 65, 2.4.29,
3.5.59, 3.5.75, 3.5.77

Poverty Culture Status L5.87
Wiffl's Career Conflicts L5.06, L6.27, 1.6.30,

2.4,21, 2.4.25, 3.5.05, 3.5.54, 3.5.67
Married Women Workers L5.74, 2.4.25, 3.5.53, 3.5.67

Child Care Factors (See also Child Day-
Care Centers) 3.L88

Work Behavior Determinants (See also Labor
Force Participation) 1.5.76

Mass Society, Weberian Concept of 3.5.48
Matching Men and Jobs . . 1.1.05, 1.L12, L6.29, 2.1.12, 3.1.67

Data Processing as Tool L6.29
Relocation for Rural Disadvantazed 3.3.95

Merhanization of Farmwork 2.1.05, 3.1.19,
3.1.33 to 3.1.35, 3.5.14

Medical Manpower (See also Health Services; Nurses;
Physicians; Psychiatrists) 2.4.35, 3.L08 to

3.1.15, 33.78, 3.5.91
Job Opportunities for the Disadvantaged . 1.2.26,

2.3.13, 3.3.26, 3.3.78
Labor Supply and Demand 3.5.95
Paramedical Staff 3.6.23
Professionalism of 3.5.06
Skill Transferability from Military Health

Services (See also Military Personnel,
Former) 3.1.40

Technicians . . 1.3.61, 24.07, 24.28, 3.5.21, 3.5.73
Upgrading of Employed Disadvantaged - . 1.3.54,

2.4.06, 3.3.66, 3.3.67, 3.5.18
Women Professionals L5.04

Men-Women Compared as Workers 1.5.34
Attitudinal Characteristics L6.30

Mental and Ex-Mental Patients 23.07, 2.356,
3.3.13, 3.3.158

Mentally Retarded Workers 3 1.01

Metal Working Industries 2.3.37, 3.3.92
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CODE NUMBER

Methodology 1.3.40, 23.01, 2.4.16, 3.1.22,
3.3.03, 3.3.41, 3.5.39, 3.6.19

Cost-Benefit Analyses 1.4.05, 2.1.14, 3.1.73,
3.1.74, 3.4.08 to 3.437

Data Gathering 1.1.18, 2.5 08, 3.1.38,
3.1.82, 3.6.15,

Survey Respondents' Behaviors
Mexicans and Mexican Americans (See also Alien

Commuter Workers; Bracero Agreement ;
Commuting; Minority Groups) . . 1.3.19, 2.3.17,

3.6.40
3.1.38

2.3.21,
3.334, 3.3.32, 3.3.43, 3.5.40, 3.5.51

Bracero Aftermath 3.5.50
Commuter Aliezs 1.1.39, 3.1.81
Employment Discrimination 1.3.67
Labor Force Participation 1-3.102, 3.5.57
Occupational Adjustment 15.55
Occupational Mobility 1.5.54
Socioeconomic Adjustment 2.1.04, 3.1-32

Michigan 3.1.31, 3.5.50, 3.5.59
Midwest Area Study 2.104, 3.1-32
Migrants (See also Commuting ; Farmworkers,

Migratory) 15.01, 2.1.07, 2.5.07,
31.44 to 3.149, 35-59, 3.6.14

Adjustment, Occupational . . . 1.1.02, 1.4.01, 1.4-05,
1.5.38, 1.5.65, 3.4.01 to 3.4.37, 3.6.34, 3.6.37

American Indians 1.413, 2.1.07, 3.144
to 3.1.49, 3.4.77 to 3.4.84

College Graduates - . 1.4.06, 3.438 to 3.4.46, 33-59
Cost-Benefit Analysis 1.4.06, 3.4.38 to 3.4.46
Counseling and Guidance
Depressed Area Populations
Intercity
Interstate and Intrastate

1.1.02
1.5.15

1.5.08, 3.5.45, 3.5.77
1.3.102, 1.5-97,

23.07, 3.5.36, 3-6.14
Mexican Americans, Socioeconomic

Adjustment of

Negroes
Public School Teachers
Relocation Programs
Return Migration
Rural-Urban

2.1.04, 2.1.07,
3.1.32, 3.1.44 to 3.1.49

15.82, 2.4.18, 35.07, 3.5-44
1.5.48
3.3_95

3328, 3.6.37
1.4.01, 14.05, 1.5.38, 2.3.38,

3.3.94, 3.4.01 to 3.437, 3.5-77, 3-6-37
Texas Project Assessed 1.3.01, 33-01
Unorganized Work Force 3.6.32
Youth, Rural 15.85, 3.2.18 to 3.2.20, 3.5.78

Migratory Workers (See also Farmworkers,
Migratory) 11.37, 1-3.01, 33.01, 3.632

Military Manpower Procurement (See also Selective
Service)

Canada 1.532
New Standards in U.S. 1.1.09

Military Personnel, Children of 3.1.08 to 3-1-15
Military Personnel, Former (See also Retirement ;

Veterans) 1.3.56
GI Bill for Education 15.70
Medical-Training Carryover to avilian

Health Services 1.4.13, 3.1.40, 3.4.77 to 3.4.84

CODE NUMBER

New Standards Men 1.1.09
Skill Transferability to Civilian Jobs 1.4.13,

1.550, 1.6.02, 2.3.47, 3.3.132, 3.4.77 to 3.4.84
Vocational Education 1.4.13, 3.4.77 to 3.4.84

Milwaukee (Wis.) 3.1.18
Mine Health and Safety Act of 1909 (See also

Coal Mining) 1.3.45
Minimum Wage (See also Marginal Workers) . . . 3.5.65

Domestic Workers, Effect on 1.6.26
Youth's Employment, Effect on 1.620

Minnesota 3.3.58 to 3.3.60
Minority Groups (See also entries for various

minorities) . . 1.110, 11.17, 23.05, 23.17, 2.3.21,
2.335, 3.3.09, 3.3.32, 3.3.43, 3.3.85, 33.102

Aging Unemployed Workers 1.128
Banking Industry 3.157
Building Trades (See also Boston Plan;

Construction Industry) 1.1.13, 1.3.83,
15.23, 33.86

College Graduates 1.1.15
Coimseling and Guidance . . . . 1.2.16, 1.5.59, 2.4.08,

3325, 3.1.86, 33.106, 3.3.107, 3.5.22
Education and Employment as Correlates

2.4.17, 3.5.42
Employment Discrimination 1.3.67, 2.1-07,

3.1.44 to 3.1.49, 3.5.85
Employment Service for (See also California

"Job Agent") 2.3.25, 3.3.53
Language Training 1.3 85, 3.3.116
Leadership Training 2.3.23, 3.3.49,

33.100 to 3.3.102, 3.3.105, 33.108 to 3.3.114
Negroes and Spanish-Speaking Peoples (See

also Dialect Remediation ; Literacy
Training) 1.1.37

Nonurban Relocation 3.3.117
Nursing Students 2.3 04, 33.07
Occupational Mobility. _ 1.534, 2.5.05, 33.51, 3.6.07
Pre-Apprenticeship Programs 2.3.06,

33.12, 3.5.01
Public Assistance Variously Used 3.5.07
School-to-Work Transition 2.3.44, 3.3.129
Small Business 13.47, 1.3.93, 2.3.27,

2.3.34, 33.55, 3.3_83
Training and Retraining . . 1.3.100, 1.5.19, 1.5.59,

2.3.19, 33.41, 3.3.103, 3.3_145, 3.5.51
Trucking Industry 1.3.28
Upgrading Programs 1.3.34, 33.33 to 3.3.35
Underemployed as Trainees . . 1.3.54, 3.3.66, 3.3-67
Vocational Education 3.1.83
Worksite Accessibility 2.4.29, 3.5.75

Mississippi 23.30, 2.5.07, 3.6.14, 3.3.61
Mobility, Spatial (See also Geographic Mobility;

Labor Mobility; Migrants ; Occupational Mobility ;
Social Mobility) 2.5.07, 3.6.14

Montana 3.3.74
Motivations (See also Aspirations; Attitudes; entries

for specific groups) 1.5-63, 3.5.04
Blue-Collar Workers 13.94, 2.5.04, 3.6.05
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CODE NUMBER

College Students 2.4.13, 2.5.04, 33.33, 3.6.05
Disadvantaged Youth 2.3.43, 33.128, 33.150
Engineers 2.5.04, 3.5.04, 3.6.05
Long-Term Unemployed 2.3.41, 3.3.119
Low-Skill, Low-Wage Workers - . . 2.3.36, 33.88
Minority Groups 2.3.23, 3.3.49, 3.3.105,3.3.14
Negro College Women 1.6.09
New Workers 2.5.04, 3.6.05
Trainees 16.17, 3.1.36, 3.1.84
Work Groups 2.4.38, 3.5.96
Youth Summer Workers 2.2.05, 3.2.10

NAB-JOBS Program 1.5.02, 15.96, 2.4.15,
2.4.19, 3.5.38, 3.5.46

National Goals and Priorities 1128, 1.1.29, L6.15,
2.107, 3.144 to 3.1.49

Negro Youth
Attitudes toward Work (See also

Aspirations ; Motivations) 12.17
Children of Military Personnel LL08,

3.108 to 3.1.15
Counseling and Guidance 1.5.59. 2.4.08,

3.186, 3.2.01, 35.22
Employability Improvement Programs

3.1.84, 3.5.84
Employment and Unemployment 1.1.07,

1.2.17, 15.91, 3.1.25, 3.1.59
Job Orientation Experiment 3.186
Job Relocation Experiment 3.3.37
Labor Force Participation 3 5.43
Rural 3.159
Training, Nonparticipants 2.2.03, 3.2.08

Negroes (See also Employment Discrimination ;
Integration ; Minority Groups) 1.3.19, 2.3.52,

33.14, 33.140
Apprenticeship (See also Preapprenticeship;

Training and Retraining ; specific
industries) 1 1 99, 3.5.01

Automation as Job Disadvantage 3.6-25
Banking Industry 3 157
Career Goals 16.09, 3.5.30
avil Disorders, Role in 3532
College Graduates . 1.4.01, 1.6.09, 3.4.01 to 3.4.07
Company-Sponsored Training . . . 15.18
Construction Industry (See also Building

Trades Unions ; Housing Problems)
1.1.40, 1.3.83

Construction Industry Entrepreneurs 1.6-12
Consumer Problems in Ghetto Areas 1.4.01, 3.4.07
Dialect Remediation for Women (See also

Dialect Remediation) 23.45, 33.130
Domestic Workers L4.01, 14.16, 3.4.01

to 3 4.07, 3.4.85 to 3.4.106
Economic Development 14.16, 15.51,

3.4.85 to 3.4-106
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CODE NUMBER

Employment Discrimination . . 1117, 11.22, 1.3.67
Employment Patterns (See also Unemployed)

1.117, 1.1.40, 1.4.11, 2.4.15, 2.4.17, 2.4.23,
3.1.69, 3.4.58 to 3.4.76, 3.5.38, 33.42, 3.5.61

Engineers 2.1.10, 3.1.58
Income Benefits from Political Gains 15 44
Irdustrial Occupations, Nonentry to 3.1.27
Industrial Upgrading 1.1.35
Institutional Racism 15.64
Integration in Railroad Crafts 13.07
Job Retention 2.4.19, 3.5.46
Job Search 11.32, 14.09, 2.4.08,

3.4.49 to 3.4.55, 3.5.22
Job Turnover 2.3.42, 3.3.127
Labor Force Participation 3.537
Labor Mobility (See also Labor Force

Participation ; Occupational Mobility) - 3.531
Migration LL02, 15.97, 2.4.18, 33.44
Minimum Wage . . . . 1.4.11, 13.18, 3.4M to 3.4.76
Mobility (See also Social Class and Status ;

Social Mobility) 1.5.66
Older Workers 1108
Program Needs 2.109, 3.155
Residential Upgrading 16.19
Small Business Proprietorship 14.01, 16-12

2.3.34, 3.3.83, 3.4.01 to 3.4.07
Voluntary and Industrial Organizations . . 16.18
Wage Differentials from Whites 14.01,

3.4.01 to 3.4.07
Women Workers 1131, 15.74, 2.111,

3.162 to 3-1-65, 3.3.139
"Work Establishment" Membership 16-18

Neighborhood Employment Centers 2.3.10, 3.3-20
Neighborhood Youth Centers 2.3.53, 3.3.141
Neighborhood Youth Corps 1335, 13.110,

3.1.77, 3.3.68 to 3.3-72
College Qualification Programs - - 13.05, 13.27,

1.3.70, 3-3_89
Cost-Benefit Analysis for Indiana . = 2.5.08, 3.6.15
Dropouts 2.2.01, 2.2.02, 2.4.24,

3-2.06, 3.2.07, 3.5.62
Effectiieness for Disadvantaged Youth 12.10,

13.26, 2.2.02, 3.2.07, 3.232, 3.2.14, 3.2.22, 3.323
Enrollees' Needs and Characteristics 12.10,

2.2.01, 2.2.02, 3.2.02, 3.2.06, 3.2.07
Group Counseling 12.10, 3.2.01
Health Care Training 13.17
Job Supervisors 2.2.01, 3.2.06, 3.2.22
JOBS I Program 23.28, 3.3-56
New York City Enrollees 3.2.22
Nonparticipation 2.2.03, 3.2.08
Posttraining Adjustment 12.11,2.2.02, 3.2-07
Recruitment 13.70, 13.89,3.2.21, 3.3.89
Remedial Education 12.11,2.2.02, 3.2.07
Rural Programs 1 9 93,2.2.01, 3.2-06,

3.2.18 to 3.2.20
Summer Programs 13.26, 13.32, 3.2.14,

33.22, 33.23
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Urban Programs Evaluated 1.2.11

Work Attitudes Improvement 3.2.21
Work-Experience Transitional Programs . 1324,

1.3.32, 1.3.110, 3.2.12, 3.2.22
New Careers Program . . . 1.3.43, 13.54, 23.16, 2.3.37, 32.13,

3.2.15, 3.3.30, 3.3.66, 3.3.67, 3-3.81,3.3.115
New Haven (Conn.) 33.94
New Orleans (La.) 1 6.12
New Workers (See also Entry-Level Jobs ; School-to-

Work Transition; Youth) 2.4.10, 3.5.25
Inexperienced vs. Experienced 2.4.09, 3.5.23
Job Opportunities for Minorities 24.08,

3.1.25, 3.5.22
Motivations 2.5.04, 3.6.05
Unemployment Rates 3.6.34

Nonwhite Workers (See also Minority Groups) . . . 33.74
North Carolina L4.11, 3.1.59, 3.4.58 to 3.4.76
Northeast Region L6-22, 2.112, 3.167
Nurses (See also Health Services)

Aides and Practical Nurses 1.110, 2.4.06,
3-127, 35.18

Labor Supply and Demand 3.5.95
Nurse Training Act of 1964 3.5.95
Occupational Choice 14.06, 2.3.04,

3.3.07, 3.4.38 to 3.4.46
Shortages 2.3-26, 3.3.54, 3.5.95
Training and Retraining . . . 2.4-06, 3.5.18, 3.5.95

Occupational Choice (See also Labor Market
Information) LL24, 3.108 to 3.115, 3.6.22

Attitades of Youth 1.5.29
Blind Workers 16.136

College Students 1.6.09, 3.1.79
Health Services L4.05, 1.4.06, 3.4.08 to 3.4-46
High School Students L4.06, 3.4.38 to 3.4.46
Mexican Americans 15.55
Professionals 1.5.04
Pretraining L2.16, 3.6.03
Technicians L4.06, 2.4.07, 3.4.38 to

3.4.46, 3.5.21
Women L5.74, L6.09, 2.5.05, 3.6.07

Occupational Classification (See also Job Content)
2.113, 3.1.22, 3.171

Occupational Licensing LL10, 1.124, 1.6.05
Occupational Mobility (See also Labor Mobility;

Upgrading) 1.5.54, 15.84, 2.3.52, 3.3.140
Blue-Collar Workers 11.08, 3.1.08 to 3.115
Cuban Refugees 3.5.26, 3.5.29
Disadvantaged Workers 1.3.34, 1.5.90, 33.25,

3.3.33 to 33.35, 3.3.37, 3.3.38,
3.3.51, 3.3.58, 3.3.59, 3.3.81

Education's Influence on - . 2.4.17, 33.19, 33.42,
33.58, 33.59, 35.68

Farmworkers 11.39
Fathers of Families, White 3.5.58
Food Services Industry 1.3.65, 3.2.05
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Health Services 1.3.71, 3.3.90, 3.3.91
In-Company Plans 1.3.79
Job Restructuring as Aid 1.3.99
Laid-Off Eneneers and Scientists 1.3.63,

1.3.66, 1.3.82
Licensing as Factor 1.1.10, 1.1.24, 1.6.05
Long-Term Unemployed 2.5.09, 3.6.16
Low-Skill Workers 1.3.34, 3.3.33 to 3.335
Medical Technicians 2.4.07, 3.5.21
Public School Teachers 13.48, 3.5.19
Rural-Urban Migrants 1102, 3.128, 3.5.78
Rural Youth 33.78
-Unionized Civil Sr:vice Workers 1.5.67

Urban vs. Rural 21.07, 3.144 to 3.1.49
White-Nonwhite Comparisons 1.1.31, 1.5.55,

2111, 3.1.62 to 3.165, 3.5.51
Women Workers 23.05, 3.5.05, 3.6.07

Occupational Patterns
Attainment Factors 1.6.11
Federal Spending as Influence 1.1.29

Migration 33.77
Professionals 11.36, 1-5.04, 15.26, 24.07,

2.4.21, 2.5.11, 3.5.21, 3.5.54, 3.5.71, 3.6.27
Projection Techniques 3-1.18

Sex as Differential 15.26, 1.5.34
Technicians 13.26, 2.428, 33.73
Women Workers 15.26, 2.4.21, 3.5.05, 3.5.54
Work Performance 1105

Occupational Training Information System (OTIS) . 3.1.66
Occupations (See also Employment Services ; Labor

Market Information; specific avocations, irades,
and professions) 1110, 2-4.12, 3.5.32

Barbers and Cosmetologists LLIO
Ovil Service Employees 13.67
Clerical Workers 1.5.81, 2-2.01, 2.2.02

3.2.06, 3.2.07
Domestic Workers 16.26, 2.3.54, 3.3.142, 3.3.143
Elasticity of Substitution 33.76, 3.5.83
Electricians LL10

Engineers "I 5-26, 2.5.11, 3.6.27
Firemen 1.2.15, 1.4.16, 3.4.85 to 3.4.106
Policemen 2.430, 3.5.81
Scientists 2.5.11, 3.627
Socioeconomic Barriers zo "Elite Occupations

25.05, 3.6.07
Training Data L118
Women Physicians 1.5.04

Offenders, First (See also Crime and Offenders; Juvenile
Delinquents ; Disadvantaged Youth) 3.3.148

Oklahoma 3.166
Older Workers (See also Age-Group Comparisons;

Aging Workers)
Employment Services . . 2.3.10, 2.5-13, 3-3.20, 3.630

Counseling and Placement 2.5.13,
3-3.48, 3-630

Job Success Factors . . LL31, 2111, 3.162 to 3.165
Labor Force Participation L6.25
Long-Term Unemployed 2.3.20, 3.3.42



Marginal Employment
Retiremeat, InvoluntitrY
Retirement preparation
Training and Retraining
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CODE NUMBER

3.5.18
1.1.20

..... 23.09,3.3.16,3.3.17
1 5.18, 2.3.24,
3.3.50, 3.5.12

3.53.2

.......... 23.05,2.3-22,33.09,
3.3-44, 33.45, 3-5.94

Automated Jobs 3.1.06
1.2.21, 22.02, 3.2.07

Cost-Benefit Analyses 1 4.13, 2.1.14, 3.1.73,
3.1.74, 3.4.77 to 3.4.84, 3.5.74

Household-Related Services 1.3.31

Private vs- Public 3.6.12
Private Industry MobilitY Programs 1.3.68
Technicians . . . ......... . . L5.26, 24.28, 33.73
Women -Workers 3.1.06

OPPortunities Industrialization Center (OIC) - 33-100,
3.3.103,3.3-104,3.3.110,3.3.112,3.3.113

Opportunity Development Corporation (ODC) 3.2.16

Oregon ............... ........... 2.5.10.3.6.24
Organisation for Economic Co-operation and

Development (OECD) 1.6.14
Organizational Goals, profit and Nonprofit 1.5.49
Orientals (See Chinese and Japanese Americans)
Out-Migrants (See also Migrants) 1.6.01, 3.5.28
Outreach Programs (See also Apprenticeship; Job

Placement) ................ 1.1-22,1.3.11,2335,
2.338,3.3.29,3.3.85,3-3.94,3.3.95

Women
On-the-Job Training

Clerical Occupations

Overindebted Workers (see also Garnisheed
Workers) ... 1.535

Paper and Pulp Industry 1.1.35

Parolees, EmploYment of (See also Counseliag and
Guidance; Crime and Offenders; Juvenile
Delinquents; Rehabilitation Programs) 3.6.29

Paraprofessionals (See also Health Services;
Technicians: specific Professional occuPations)

1.1.10, 1.2.26, L3.62, 2.3.16, 2.3.40,
24.06, 3.3.30, 3.3.118, 3.5.18, 3.6.23

Disadvantaged Workers 12.26,1.3.54,
3.3.64, 3.3.65

Education 2.4.36,3.5.92
Hiring Standards 1.1.30, 3.6.23,

Teams with Professionals 3.2.01
Part-Time Workers (See also Seasonal Employment;

Underemplornent)
2.111,3.142 to 3.1.65

Pennsylvania . 14.16, 1.5-92, 2-5.07, 3.4.85 to 3.4.106, 3.6.14
Pensions (See also Aging Workers; Marginal Workers;

Older Workers; Retirement) 1.1.20
Earnings Allocated for .. . . 1.4.11, 3.4.58 to 3.4.76

European Programs 1.4.11, 3.4.58 to 3.4.76

Philadelphia (Pa) . . ...... 11-38, 1.4.16, 3.4.85 to 3.4.106
Physicians (See also Health Services; Medical

Manpower; Professional Occupations) 1.4.11,
1.5.04, 3.4.58 to 3.4.76, 3.5.06

Labor Supply and Demand
Physicists (See also Engineers; Scientists)
Placement of Unemployed (See also EmPloYment

Services; Job Placement; Layoffs) 1.2.22, 3.3.74

Plumbers 1.1.10, 3.1.76

PoliCe (See also Law Enforcement Officers) 1.5.10,
1.5.24, 2.4630, 33.81

Discrimination Among 33.85
Manpower Shortages 1.1.29, 1.5.10

Poor (See also Aid to Families with Dependent
Children; Public Assistance; Working Poor)

1.5.33, 21.09, 3.1.55
Civil Disorder Participants 3.1.78

Medical and Health Needs 3.1.08 to 3.115
Mental Retardation Incidence 3.1.01

Population (See also Manpower Policy Planning; National
Goals and Priorities)

Census Coverage Deficiencies . .... 2.1.06,3.1.41
Projections 2.5.10, 3.6.24
Rural Decrease and Job Loss 1.5.86

"Universe of Need" Estimates 2.1.09, 3.1.55

PovertY, Culture of (See also Low-Incorne Groups)
1.5.87, 3.5.49, 3.5.84

Manpower Implications in Elimination .... 3.1.54
Preapprenticeship (See also Apprenticeship; Training

and Retraining) 2.3.06, 3.3.12, 3.5.01

Prctraining and Job Orientation 3.6.03

Price Stability (See also Inflation; Labor Market
Information; Unemployment) ... 1-3.103, 2.4.01,2.4-12,

3.3.146, 3.5.08, 3.5.32

Printers 3.1.76, 3.6.12

Prison Inmates (See also Crime and Offenders;
Counseling and Guidance; Rehabilitation
Programs) 1.1.37

Private Industry Training (See also Employer Policies;
Training and Retraining) 2.3.39, 3.3.115

Productivity 1.5.69, 2.4.20, 2.4.38, 3.532, 3.5.96

Professional Occupations (See also Occupational Choice;
specific occupations)

Career Patterns 1.3.26

Cuban Refugees 3.5.26

Employment Discrimination 3.5.30

Negro Men 1.1.36

Occupational Site Criteria 2.4.35, 3.5.91
Skill Obsolescence (See also Engineers and

Scientists) 3 6.26

Supporting Personnel (See also PIL12*
professionals; Technicians) 33.08

Women . . . 1.5.04, 24.25, 25.05, 3.5.67, 36.07,34-26
Profsionalism (See also specific professional

occupations) L5.28, 33.47, 3.5.63, 3.5.71

Programed Instruction 1.3.25, 33.18,
3 3.120 to 3.3.123

Project Build 23.12, 3.3.154, 3.5.01

Project Rejoin 3.3.149

Project Surge 1.3.109, 3.3.155
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CODE NUMBER

Projections (Sce also specific topics)
State and Local Government Employees ... 1.6.13
Oregon State Manpower 2.5.10, 3.6.24

Promotion of Workers (See also specific industries)
Supervisors and Managers 2.3.49, 3.3.134
Wage Differentials as Barrier 1.5.30

Psychiatrists (See also Medical Manpower;
Physicians) 3.5.06

Public Assistance (See also Aid to Families with
Dependent Children; Family Assistance Plan;
Social Work and Workers; Welfare Mothers)

3-2.02, 1.2.07
AFDC Recipients 1.2.30
FAP Criteria 1.2.27, 1.4.02
Labor Force Participation Effect 1.108,

1.5.42, 3.6.11
Parolees 16.03
Role Conflicts for Indigenous Staff 1.5.17
Staff Attitudes toward Recipients 1.2.31,1.3.88
Training Programs for Recipients ... 1.2.06,3_2.03
Work Orientation of Recipients 1.2.04
Working Mothers 1.2.08
Working Poor 1.2.20

Public Law 78 (See also Bracero Agreement) 3.6.32
Public School Teachers (See also College Teachers)

Collective Bargaining 1.4.13, 1.4.16,
3-4.77 to 3.4.106

Dropouts, Preventive Teaching for 13.87,
1.3.103,3.3.146, 3-5.86

High Schools 13.48
Labor Force Participation 2.4.25, 3-5-67
Labor Mobility 15.48
Occupational Mobility 3.5.19
Youth Tutoring, Support of 3.3.77

Public Service Agency Employment
Disadvantaged Workers 1.2.15,1.3.15,

1.338, 15.40
Ex-Offenders (See also Parolees) 1.1.11

Puerto Ricans (See also Minority Groups) .
2.4.08, 3.3.25,

Banking Industry

1.3.85,
3.3.116,

1-6.31,
3.5.22
3.1.57

Counseling and Vocational Guidance 2.4.08,3.5.22
Employment Discrimination 24.08, 3.5.=
Handicapped Unemployed 31.01
Labor Force Participation 3.3.117,3.5.57

Racism (See also Discrimination; Employment
Discrimination)

Hiring Standards 15.64
Housing Segregation 13-13
Income Differentials 15.44
Institutional 1.5.64
Nonwhite Workers (See also Minority

Groups; specific ethnic groups) 2.4.08,3.5.22
Occupational Opportuni:ies 3.5.83
Railroad Operating Crafts 1.5.07

CODE NUMBER

Railroad Industry 13.07, 1.5.73
Reading Disorders of Chronically Unemployed ... 1.3.115
Real Estate Industry 13.10
Recidivism (See also Addicts and Alcoholics; Crime

and Offenders; Parolees; Rehabilitation Programs)
13.23, 1.3108, 3.3.120 to 3.3.123

Recruitment (See also Employment Services; Hiring
Standards and Practices; individual job entries) 1.5.75

Clerical Workers 1.5.81
Engineers 15.47
Farznworkers (See also California "Job Agents";

Farmworkers, Migratory; Seasonal
Employment)

Labor Market Expansion

Methods
Miners
Public Service Employment
Technicians

Regional and Area Studies (See also specific
geographic areas)

Appalachia
Indian

1.1.39
15.75, 2.5.15,
3.3.156, 3.6.41

2.5.15, 3.6.41
3.3.74
3.3.76

2.4.07,3-521

3.1.28

15.37
3.1.28
1.5.92

Reservations
New YorkNew Fngbind
Southwest, The

Regions, Economically Depressed
Rehabilitation Programs (See also Courcoling and

Guidance; Group Counseling)
Addicts and Alcoholics 1.3.30, 1.3.41,1.3.108
Disadvantaged Groups 2.3.16, 3.3.30
Handicapped Workers 2.3.39,3.3.115
Long-Term Unemployed 2.3.41, 3.3.119
Mental Patients, Former 2.3.07, 2.3.56,

3.3.13, 3.3.158
Parolees and Ex-Offenders 13.16, 3.1.30
Prison Inmates 1.3.86, 3.3.124, 3-3-125
Women Offenders 1.3.23

Relocation of Plants and Businesses
24.26, 31.04,

Large to Small Cities

1.1.38, 1.5.77,
31.08 to 3.1.15, 3.5.69

1108
Relocation of Workers (See also Geographic Mobility;

Labor Mobility; Manpower Development
Programs)

Effectiveness Appraised
Mexican Americans
Puerto Ricans
Rural Workers
Supportive Services
Unemployed Workmen

1333, 3.3-62, 33
2.3.48, 3.3.113

1.3.102
3.3.117

3.3.38, 3.3.58 to 3.3.60
3.3.58, 3.3.59
1-3.53, 3-3.25,

3.3.38, 3.3.58, 3.3.59
Remedial Education 1.3-115, 3-3-120 to 3.3.123
Research and Development

Funding Cutbacks 1.5.27
Manpower Studies 13.08, 2.1.03, 3-1-24,

3.1.52,3.168
Secondary Labor Markets 1.6.05

Residential Centers (See also Neighborhood Youth
Corns) 1.3.111, 3.3.126

-366
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Domestic Worker Training 1.3.114
Drug Control Programs 1.3.41
Youth Summer Work Camps 2.3.43. 3.3.128
Youth Training Programs ... 2.3.02.3.3.05,3.3.162

Residential Mobility (See also Discrimination;
Rackm) 1.6.19

Retail Trade Industry (See also Small Business) .. 1.4.01,
2.4.33, 3.4.01 to 3.4.07, 3.5.65, 3.5.88

Minority Group Proprietors (See also Negroes,
Small Business Proprietors) .. 2.3.27,3.335

Owners and Managers 2.4.33, 3.5.88
Retarded Workers (See Mentally Retarded Workers)
Retirement (See also Older Workers: Pensions)

College Teachers 1.4.05,3.4.08 to 3.4.37
Income Maintenance 1.4.11, 3.4.58 to 3.4.76
Involuntary 11.20
Military Retirees (See also Military Personnel,

Former) 1.6.02
Preretirement Programs 3.3.16
Retirement Employment 2.3.09, 3.3.16, 3.3.17

Retraining (See Training and Retraining)
Bio Grande Valley LL39
Rioters 3.1.78
Role Performances Compared

Profit and Nonprofit Job Criteria
Rural Areas (See also Agricultural Technology;

Fartnworkers; Migrants) 1.2.27
Adjustment to Urban Life .. 2.1.07,3.1.44 to 3.1.49
Disadvantaged Workers 3.3.95
Distribution of Physicians 2.4.35, 3.5.91
Employment Opportunities 1330, 1.5.86,

3.3.51, 3.5.02
Farm Management Methods 1.3.91
Job Loss and Population Decrease 1.5.86
Labor Mobility 1.333, 3.3.60
Labor Supply and Demand 2.1.12, 3.1.67
Out-Migration 1.3.102, 3.5.77, 3.6.32
Relocation Services 1.3.74
Vocational Education 2.3.38, 3.3_94, 3.3.144
Youth Programs (See also Neighborhood

Youth Corps; Work Incentive Program)
1.2.23, 3.2.18 to 3-2.20

San Francisco (Calif.) 1.5.07, 3.1.04
School-to-Work Transition (See also Labor Force

Participation; Manpower Development Programs)
LL31, L3.87, L3.107, 2.L11,

3.1.62 to 3.1.65, 3.3.151, 3.3.152
College Graduates 1.1.21
Dropouts 1.1.26
Noncollege Youth 3.1.50
School-Leaving Age Compared

Internationally 3-1.29
Vocational Education 1.3.77

Scientists (See also Engineers; Professional Occupations)
Aerospace Industry 1.3.04,1.3.82
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College S'.udents 13.29
Employment Discrimination 2.5.05, 3.6.07
Jot, Satisfaction 2.5.11. 3.6.27
Labor Supply a:..d Demand ... 13.37,2.1.03,3.1.24
Layoffs 1.3.63, 1-3.66, 1.322, 1.5.08
Marine Science 2.1.11, 3.5.27
Occupational Patterns 1.5.26, 2.5.11, 3.6.27
Productivity 1.5.69
Skill Obsolescence 1.5.08, 2.4.34, 3.5.90
Women 3.6.26
Working Conditions 13.69, 3.5.47
Worklife Instability 1.5.08

Seasonal Employment (See also Part-Time Workers:
Underemployment) 2.1.05, 3.1.23, 3.1.33 to 3.1.35

Braceros 33.13
Citrus Fruit 3.1.19
Consttuction Industry 3.5-24

Seattle (Wash.) 3.5.84
Second Carens (See also Military Person=1, Former;

Retireme.t) 1.6.02
Secondary Lelyor Markets (See also Labor Markets) 1.6.05

Disadvantaged Workers in 3-1.21
Selective Service (Sce also Veterans) 1.1.09, 1-4.05,

3.4.08 to 3.4.37
Self-Employed (See ahn Negroes, Small Business

Proprietors; Retail Trade Industry; Small
Business) 2.4.22, 2.4.33, 33.07, 3.5.60, 3.5.88

Service Employees International Union (SEIU) ... 1.1.14
Service Indnstries 1.1.14, 3.5.16
Sheltered Workshops for the Disadvantaged . 2.3.39,3-3.115
Shipping Industry 1.5.36

Shortage Occupations (See also Labor Supply and
Demand; specific occupations) 13.88, 2.4.36.

3.134, 3.1.56, 3.5.92
Skill Escalation and Employment Development (SEED)

2.3.03, 3.3.06

Skill Obsolescence (See also Engineers; Scientists)
1.5.08, 21.07, 3.1.44 to 3.1.49, 3.6.39

Skill Requirements (See also Job Content) .. 2.1.03,3.1.24
Administrators' Concept of 1.3.98, 3.3.96
Area Needs Surveys 2.4.32, 3_1_18, 3.5.87
Automated vs. Nonautomated Jobs 2.4.32,

3.1_06, 3.1-18, 3.5.87
Cavil Service Entry Jobs 2.3.96, 3.3.131
Construction Industry 1.6.04
Hospital Services 2.4.06, 3.5.18
Licensing Procedur-s, Relation to 1.1.10
Low-Income Urban Workers 1.1.02
Negroes in Industry 1.1.35
Proficiency Testing 1.3.61
Public Safety Services 1.1.29
Tariff Protection, Relation to 1.4.11,

3.4.58 to 3.4.76
Technicians (See also specific occupations)

1.3.98, 2.4.11, 3.3.96, 3.5.27
Technological Change, Effect on 3.1.03,3.1.19,

3.1.37,3.6.34

367



382 D. Index of Research Subjects

CODE NUMBESt

Transportation Industry 23.52, 3.3.140
Vocational Education Curriculum 1.1.01
7dIN Program Staff 1.2.12, 1.2.18

Skill Transferability (See also Engineers; Military
Personnel, Former: Scientists: Veterans) .... 1.3.56.

13.95, 1.5.50
Skill Utilization (See also Manpower Utilization;

Second Careers; Underemployment) 1.5.50
Swill Business (See also Negroes, Small Business

Proprietors': Retail Trade Industry; Self-Employment)
Construction Contractors 1.6.12
Minority Groups

23.27. 2334, 33.55, 3-3.83
Owner-Manager Job Satisfaction ... 2.4.33,3.5.88
Parolees as Proprietors 3.6.29
Trucking Industry Proprietors 1228
Volunteer Business Consultants 1.3.93

Social Class and Status (See also Mobility;
Occupational Mobility) 1.5.84

Ideology of (Weberian Theory) 3.5.48
Midd!e-Ciass Negroes 3.1.08 to 3.115
Occupation Choice, Effect of and on . 2.4.13,3-5-33

Social Insurance (See aho Unemployment Insurance)
14.16. 3.41G to 3.4.106

Social Mobility (See also Occupational Mobility;
Social Class and Status)

Low-Income Groups ... 15.90, 2.4.04.3.5.15,3.5.49
White Married Men 3.5.58

Social Organization of Afigratory Farmworkers 1.5.65,
3.6.08

Social Work and Worker's (See also
Couweling and Guidance; Public Assistance:
Volunteer Workers ) 13.35. L3.54, 15.16, 3.3.64, 33.65

Attitudes of Staff 3.5.63
Curriculum Relevance 1.2.18
Indigenous Nonprofessional Staff 1.5.60
Job Satisfaction 1.5.23
Occupational Patterns 2.4.21, 3.5.54
Paraprofessionals 1.5.60, 2.3.16, 3.3.30, 3.3.81
Professional Skills Improvement 1.3.21, 1.3.88
Student Attitudes 13_24, 3-5.63
Union 1.5.28

Socioeconomic Structure (See also Social Class
and Status)

Assimilation Factor 13.38, 1.5.65
Career Achievement Factor 1.5.84, 3.5.48,

3.5.49, 3.6.18
Education as Enforcement of 33.58
Employment's Role in 21.15,3.1.90,3.6.06
Urban Decay's Effect on 3.1.16

South, the 1.1.02, 1538
Construction Industry 1122, 1.1.40, 16.12
Education in 1.5.38
Income Ceiling Data 1.2.27
Negro Employment Patterns 1.117
Nonfarm Employment 1.6.01
Out-Migrants 1.1.02, 1.3.53, 15.38,

15.82, 1.6.01, 3.3.62, 3.6.37

368

CODE NUMBER

Paper and Pulp Industry 1.1.35
South Carolina 2.3.51, 3.1.08 to 3.1.15. 3.3.138
South Texas 1.3.102
Spanish Surnamed Persons (See also Cuban Refugees;

Minority Groups; Puerto Ricans) . 2-3.52, 3.3.140
Speech Training (See also Basic Occupational

Language Training; Dialect Remediation) 1.3.85,
2.3.45, 23.52 3.3.130, 33.140, 3.5.40

Standards for Jobs (See also Occupational Licensing)
1.1.10,1.3.85

State Development Commisaions 3.108 to 3.1.15
State Employment qrvices 2102, 3.117
Statistical Methods and Studies !See Cost-Benefit

Analyses; Methodology)
Steel Industry 1108, 3.103 to 3.115. 3.5.72
Stratification (Seel also Social Class and Status) ... 3.5.48
Students (See College Students; High Schools; Youth)
Subprofessional Occupations (See also Paraprofessionals;

Technicians) 1.3.61. 24.36, 3.5.92
Substitution Information (See also Elasticity of

Substitution) 1.2.03, 1.5.12
Supervisors and Managers (See also employer entries)

Attitudes and Perceptions of 1.333,1.3.49,
1.3.100, 3.5.145, 3.5.79

Disadvantaged Workers and 1221, 1.2.29,
1.3.100, 15.59, 3.1.85, 3.186, 3.203, 3.3.145

Guidelines for 1.3.55, 3.1.85, 3.3.68 to 3.3.72
Supervisory Style of 14.05, 24.20, 3.4.08

to 3.4.37, 3.5.52
Upgrading Programs 2.3.49, 3.3.1.34
White-Nonwhite Perceptions of .... 2.2.07,3.2.17

Supply and Demand (See Labor Supply and Demand)
SURGE, Project 1.3.109, 3.3-155
Systems Analysis 3.1.75, 3.1.80

Talent Assistance Program (TAP) 13.93, 15-68,
2-4.13, 3.5.33

Tampa Bay Area 3.3.139
Tariff Protection (See also Trade, Foreign, and

Manpower) 14.11, 3.4.58 to 3.4.76
Teachers (See also College Teachers; Public School

Teachers) 1.5.43, 24.25, 3.5.67
Teamsters Union No. 42 2.3.52, 3.3.140
Technical Education (See also Paraprofessionals;

Vocational Education) 2.4.11, 3.5.27
Technicians (See also Paraprofessionals)

Agricultural 1339
Dental 1.110, 1.5-89, 2.4.36, 3-5-92
Draftsmen 2-4.36, 3.5.92
Earnings 2.4.36,3.5.92
Health and Medical - 1110, 1.2.26,1.3.54,24.06,

2.4.07, 2.4.28, 2.4.36, 3.108 to
3.115, 3-1.60, 3.3.66,3.3.67,
3.5.15, t c 91 , 3.5.73,3.5.92

Hiring Standards and Practices 12.26,1.3.61,
2-4.07, 3.5.21,3.6.23

Marine Science 2.4.11,3.5.27
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Occupational Choice

CODE NUMBER

1.4.06. 2.4.07,
3.4.38 to 3.446, 3.5.21

Occupational Mobility 2.4.07,3.5.21
Occupational Patterns 1.5.26,2.428,

24.36, 3.5.73, 3.5-92
Optometric 1.133
Proficiency Testing for 1.341
Recruitment 2.4.07, 3.127, 3.5.21
Skill Requirements 1133, 21.03, 24.11.

3.1.24, 3.5.27
Training Disadvantaged as 1.3.98,3.3.78,

3.3.96 to 3.3.99
Technological Change (See also Automation; Engineers;

Scientists) 1.3.98, 3.3.96
Aerospace Industry 3.1.06
Agriculture (See also Fannworkers) 13.91,

21.05, 2.4.0% 3.119, 3.133 to 3.1.35, 3.5.17
Apprenticeship 1.3.22,
Automated vs. Nonautomated Jobs 3.1.03,

3.1.06,3.6.13
Coal Mining 2.5.06,3.6.10
Job Satisfaction 3.1.06,3.1.37
Labor Supply and Demand ... 15.46,3.1.03,3.121
Labor Unions (See also Trade Unions)

1.5.73.3.625
Management Decisions 1.108 1.5.73, 3.1.08 to 3.115
Marginal Workers, Negative Impact on .... 3.1.37
Maritime Industry 14.09, 3.4.49 to 3.4.55
Planning and Preparation for 2.5.06.

3.1.08 to 3115, 3.6.10
Political Response to 15.78
Railroad Industry 1.5.73
Skill Obsolescence (See also Engineers) 3.5.64
Skilled Workers, Negative Effect on . 1.5.08,3.1.26
Skilled Workers, Positive Effect on .. 31.06,3.1.37
Social Aspects of 1.5.08, 3.1.06, 3.625
Steel Industry LLC3

Teenage= (See Delinquent Youth; Disadvantaged Youth;
Youth)

Temporary Help Market (See also Clerical Workers) . 15.81
Texas Nfigrant Worker's Project 1.3.01, 3.3.01
lidewater Virginha L4.09,3.4.49 to 3.4.55
Trade, Foreign, and Manpower 14.11, 2.5.01,

3.4.58 to 3.4.76, 3.6.01
Trade Unions (See also Labor Unions) 1.5.36,

Training Camps for Unemployed Youth (See also
Disadvantaged Youth; Residential Centers) .. 1.3.111,

23.43,3.3.128,3.3162
Training and Retraining LL43,23.28,3.3.56

Age-Group Comparisons 34.37
American Indians . . . 1.4.13, 3.4_n to 3.4.84, 3.5.51
Appmenticeship 13.22,1.3.76,1.3.113
Attitudes of Employers and Supervisors

12-21,3.5.79
Attitudes of Trainees 1.2.13, 1224, 1.2.33
Construction Industry 1.1.13, 2-312, 3.3.154

a69
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CODE NUMBER

Correctional Institution Programs
3.3.1211 to 3.3.123 33.138

Cost-Benefit Analysis 11.16,1.143,13.98
3.3.97 to 3.3.99

Decision to Participate . 1.5.50.16-10.24.09.3-6.16
Detroit Programs Compared 34.56
DirectorStaff Factors 1.213. 1.3.46. 23.2%

2.3.30, 2.5.02. 3.3.53, 3.3.61, 3.6.02
Domestic and Household-Related Services . 1.3.31,

1.3.44, 1.3.109. 3.3.46, 3.3.47, 33.82, 33.155
Dropouts 1.229, 1.2.31, 2.4.24, 3.5.62
Effectiveness Evaluated 12.28, 1.3.12.3.5.01
Employability Development Teams 1.2.14
Employer Supported 1118, 13.68, 1.3.98,

L519, 2107, 2.206, 23.05, 2.4.15, 2.4.19,3.144
to 3.149, 3.2.11, 3.3.09, 3.3.97 to 3.3.99, 3.5.38, 3.5.46

Food Industry 3.2.05
Health and Medical Manpower .... 1.1.18,1.3.54,

1.5.02, 24.06, 24.28,31.40, 31.60, 3.3.66,
3.3.67, 3.3.78, 3.5.06, 3.518, 3.5.73, 3.5.95, 3.6.23

High Intensity Programs .... 13.34,14.48,2.3.50,
3.3.33 to 3.335, 31135 to 3.3.137

Institutional Programs 24.24, 3462
International Approaches to (See also

International Manpower Studies) .... 2.4.31,
3.129, 3.5.82

Job Corps 1.5.09, 2.4.24, 3.5.62
Law Enforcement 2420, 3.5.81
Maritime Union 15.36
NAB-JOBS Program 15.02, 2.4.15,

2.4.19, 3.5.38, 3.5.46
Nonparticipation in 1.2.29, 22.03, 3.208
Older Workers 2.3.20, 2.3.24, 3.3.42, 3.3.50
On-the-Job 2.3.22, 3.3.44, 3.3.45
Parolees and Released Prisoners .... 1.3.02,3.1.30
Planning Data 2.4.16,3.5.39
Posuraining Earnings 24.06, 24-36.

3.131, 3.5.18, 33.92
Posttraining Performance 1.210,15.36,1.5.96,

2.2.02, 2.5.08,3131, 3.207, 3.5.51, 3.6.15
Preapprenticeship 2.3.06,3.3.12.3.3.153,3.5.01
Pretraining Services .. 12.16,3.172,3.3.31,3.3.153
Private Sector's Role in 1.1.18, 3.5.80
Programmed Instruction 1325, 3.3.18,

3.3.120 to 3.3.123
Public vs. Private Programs 3.5.80,3.6.12
Real Estate Sales and Management 1.3.10
Remedial Programs 13.94, 3.3.160, 33..162
Residential Youth Camps (See also

Dispidvantaged Youth) 13.111
Retraining Programs 1109, 1.3.101, 2.3.20,

2.324. 3.3.42, 3.330, 3.3.144
Shortage Occupations 24.06, 24.36, 3.124

31.61, 3.5.18, 3.5.92, 3.5.95
Techniques 7or Training 1.2.11,13.25,

13.92,33.18,3.3137
Test-Taking Training 13.55, 3.3.68 to 3.3.72
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CODE NUMBER

Tool and Die Makers 2.5.02, 3.1.27,
3.1.61. 3.6.02. 3.6.12

Training Incentive Payments Program (TIPP)
L3.38

Union Sponsored LL14, 1.5.36
Upgrading Training ... 1.1.04, 1.325, 1.5.36, 1.5.66,

2.1.12, 2-3.36, 3.1.67, 3.3.88, 3.3.116
Youth (See also Disadvantaged Youth;

Juvenile Delinquents; Training Camps
for Unemployed Youth) . 1.3.111,1.6.16,3.5.01

Training and Technology (TAT) Program 1.3.98,
3.3.97 to 3.3.99

Transportation and Trucking 1.3.28,
2-3.52, 3.3.09, 3.3.140

Underemployment (See also Low-Income Workers;
Manpower Utilization; Marginal Workers;
Seasonal Employment) 3.3.135

Attitudes of Workers 1.4.06, 3.4.38 to 3.4.46
Community Programs for 3.3.63
Disadvantaged Workers .... 1.1.07,1.3.34, 2.3.16,

2.4.26, 3.3.30, 3.3.33 to 3.3.35, 3.5.69
Identification of the Underemployed 1.4.06,

3.4.38 to 3.4.46
Upgrading Programs 1.3.34, 2.3.06, 3.3.33 to

3335,3.3.136
Unemployed (See also Labor Force Participation)

Engineers and Scientists . 1.1.29, 1.3.63, 1.3.66,
1.322, 1.5.08

Ghetto Residents 1.1.07, 2.4.17,
2.4.26, 3.5.42, 3.5.69

Handicapped Workers 2.3.40, 3.1.01, 3.3.118
International Manpower Stucries 2.4.01,

3.1.08 to 3.1.15, 3.5.08, 3.634
Mexican Americans 2321, 3.3.43
Negroes (See also Negro Youth) 1.1.31, 3.1.78
Relocation Programs .. 1.3.53, 1.3.78, 2.3.48, 3.3.25,

3.3.38, 3-3-58, 3.3.59, 33.62, 3.3.95, 3.3.117, 3.3.133
Social Workers Skills with 1.3.21
Supply Responses 1.5.95
Training and Retraining 3.1.27, 3.3.100,

3.3.104, 3.3.110, 3.3.112. 3.3.113
Women 1.1.31, 21.11, 3.162 to 3.1.65
Youth (See also Disadvantaged Youth;

Labor Force Participation) 1.1.31, 3.1.39
Unemployment Insurance 1.3.72, 1.4.13,

2.5.08, 3.4.77 to 3-424, 3.6.15
Unemployment Rate (See also Underemployment) 1.1.08,

LL31, L5.95, 2.L11, 2.5.09, 3.162 to 3.1.65, 3.6.16
Commuting as Rate Equalizing Factor ..... 1.6.08
Cyclical Correlates 3.5.20
Great Britain 2.4.31, 3.5.82
Income Distriliution 1.5.41, 1.5.51
Jobseeking Intensity, Relevance of 1.6.28
Minimum Wage as Factor in 1.5.18
National vs. Regional 1.6.23
Physical Disabilities as Factor in 1.6.08

CODE NUMBER

Price Stability Relationship 2.4.61, 3.5.08
Wage Levels Compared 24.12, 3.5.32

Unions (See also Labor Unions; Tradt! Unions) . 3.6.25
Social Workers 1.5.28

"Universe of Neecr 2.1.09, 3.145
Unskilled Workers 1.5.77, 2.4.06, 3.5.18
Upgrading Programs 1.1.14, 1.1.35, 1.3.34,

1.3.48, 1.3.62. 1.3.90, 1.5.36, 2.3.36, 2.3.54, 2.4-04,
3.3.33 to 3.335, 3.3.88, 3.3.142, 3.3.143, 3.5.15

Blue-Collar Workers 1.1.08

Counseling in 12.69

Disadvantaged Workers 1.3.34, 2.3.30,
2.3.50, 3.3.33 to 3.3.35, 3.3.61, 3.3.136

Domestic Workers ... 1-3.109, 2.3.14, ?-1.1-5,
3.3.27, 3.328, 3.3.82, 3.3.1 09,, 33.142, 3.3.143

Fannworkers 1.3.91

Food Service Industry 13.65
Nonsupervisory Workers 2.3.49, 3.3.134
Siortage Occupations 2.3.37, 3.3.92
Spanish-Speaking Workers 1.3.85

Upward Bound 15.43
Urban Areas (See also Ghetto Areas; Inner-Cuy

Programs; Manpower Development Programs)
American Indians 1.321
Black Community Investments 1.5.77
Business, Role in 2.4.15, 3.5.38
Government's Role in 2.4.17, 3.5.42
Relocation of Business, Effect on 1.1.38
Urban Employment Survey (1966) .. 2.4617, 3.5.42
Urban-Rural Adjustment ... 2.1.07, 33.44 to 3.1.49
WIN Program Effectiveness in 1.2.28

Urban Development Agencies 1.1.30, 1.5.32, 3.1.16

U.S.-Mexico Border 1.1.39, 3.1.81, 3.5.40

Utah 1.6.29

V

Veterans (See also Militvry Persomiel,
Former) 13.56, 1.5.50, 15.70

Vocational Education (See a/so Disadvantaged Youth;
Training and Retraining) 1.3.07

American Indians 3.183
Apprenticeship Related Instruction . 13.22, 13.113
British Retraining Programs 2.4.31, 3.5.82

1.5.81, 3.512
1.3.110
13.77

1.2.16, 1.3.107,

3'70

Clerical Workers
Cominmiity-Based Programs
Cooperative High School Program
Counseling and Guidance

3.3.31, 3.3-107, 3.3.151, 3.3.152
Curriculum Responsiveness to Manpower

Needs 1.1.01, 13.36, 1.4.05, 2.1.01,
2.5.10, 3.1.05, 3318, 3.4.08, 3.4.37, 3.6.24

Disadvantaged Youth 1.3.107, 2.3.13,
3.3.26, 3.3.126, 3.3.149 to 3.3.152

Dropout-Prevention Teaching 3.526
Effectiveness Appraised 1.1.43, 1.3-36, 1.3.89,

1.4.06, 2.4.08, 2.5.08, 3.4.38 to 3.4.46, 3.5.22, 3.6.15
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CODE NUMBER

Employment Services, Re lationahip 2.1.01,
2.3.2es, 3.1.05. 3.353

Job Opportunities for Minorities 2408. 3.5.22
Parolees and Ex-Offenders 1.3.23, 3.3.93.

3.3.120 to 3.3.223
Programmed Instruction 1.325. 33.18
Projection* 24.16. 3.5.39
Rural Manpower 3.1.59. 3.3.144
Statewide Systems .... 2.5.10, 3.1.66, 3535, 3.624

Vocational Rehabilitation 2.5.02, 3.1.01, 3.6.02
Volunteer Workers 1.3.84, 2.3.10, 3.154. 3.3.20

Consultants to Small Businessmen L.3.93
Counselor% of Juvenile Delinquents 1.5.24

Wages (See also Earnings. Incense, Wages: Employment
Discrimination: Minimum Wage) . 1.6.23, 25.08, 3.6.15

Discriminatory Differentials (See also
Women Workers) 1.5.30, 15.61,

2.1.07, 24.27, 3.1.44 to 3.1.49. 3.5.70
Migration Factor 3.5.36

Watts (Los Angeles, Calif.), Program 1.3.110
Welfare (See also Public Assistance) 1-5-17
Welfare Mothers (See also Aid to Families vith

Depeodent Children) 12.08, 1230
Wetbacks (See also Immigration) 3.1.81
Whire-Collar Jobs (See a/so Occupational Mobility;

Professional Occupations) 1.3.97.1.5.81,3.6.31
Blue- to White-Collar Mobility 3.5.12
Negro Women 1-1-31. 2.1.11, 3.1-62 to 3.1.65

White House Conference on Children and Youth .... 3.1.88
Women Physicians (See also Professional

Occupations) 15.04,3.1.80, 3.1.89
Women Workers 1.5.34

Attitudes 1.6.30, 35.05. 3.5.53
Career Discrimination (See also

Employment Discrimination; Equal
Opportunity) 1.1.08.

Disadvantaged 1.217, 23.45,
33.02, 3.3.126, 3.3.130

Domestic Services ... 1.3.44, 3.3.46, 3.3.47, 3.6.39
Eunings (See also Wages) 2427,

3.1.08 to 3.L15, 35.70
Employment Barriers 13.97
Employment-Fertility Relationship 15.39
Handicapped 2.3.40. 3.1.01, 33118
Household and Job Hours Compared 1.5.20
Labor Force Participation 1.5.06,

3.3.142.3.3.143,35.57,3.6.11
Manpower Utilization . 1.6.30, 25.05, 3.5.05, 3.6.97
Marginal Workers 15.74
Older Workers 3.3.08, 3.5.12
Professional Occupations .... 1.5.01, 1.6.27, 2.4.21,

2.4.25, 3.1.89, 3.5.05, 3.5.19, 3.5.37, 3.5.54, 35.67
Training and Vocational Programs 1.3.112,

15.52, 3.3.160
Women's Job Corps 3.3.126

CODE NUMBER

Work Experience 1.1.31, 1-5.74
2.1.11. 3.1.62 to 3.1.65

Women'. Organisations. as Aid for Handicapped ... 1.3.84
Work-Experimee and Career Exploration

Program (WECEP) 13.37
Work-Experience Programs 1.3.110, 1.3.111
Work Groups (See also Automation) 3.5.11

Attitudes and Motivations 2.4.38, 3-5-96
Job Satisfaction 2.4.38. 3.5.96
Productivity 2.4.20. 2.4.38. 3.5.52, 3.5.96
Supervisory Styles 2.4.38. 3.5.96

Work Incentive Program (WIN) (See also
Aid to Famiries with Dependent Children;
01--P-centralcd Envier:nem Proven) L2.02

Administrative Skill Requirements
12.18, 1228. 12.30, 12.31

Declsionmakin. g Processes L2.04,
1.2.07, L2.19, 1234

Dropouts 1231
Effectiveness Appraised 12.24, 1225, 1.22Et,

12.33, 3.1.08 to 3.1.15
Employer-Supervisor Attitudes 1.2.05, 3.2.03
Enrollees' Characteristics 12.01, 1205,

1.2.13, 1.224, 1.2..."1
Health of Enrollees 1.2.09
Interaction with CEP Enrollees 1214
Overindebtedness of L....a3ees 1.2.34
Rural 1.2.25
Staff Attitudes LIM 1.233
Staff Training Needs 1.3.88
Urban 1.2.28

Work Orientation (See also Attitudes; Long-Term
Unemployed) 1.4.06, 1.5.79, 3.4.38 to 3.4.46

Work Sample Methods 13.80. 1.3.92, 1.6.10
Worker Attitudes 3.1.79, 33.04, 3.5.03

Engineers and Scientists (See also
Job Satisfaction) 1.5.69, 25.11. 3.6.27

Fannworkers 2.5.13, 35.79, 3.6.28
Welfare Recipients, Toward Work 1-1.08, 15.42

Working Conditions 3.5.43, 3.6.39
Working Mothers (See also Child DarCare

Centers; Marriage and Family;
Welfare Mothers) 12.09, 2322, 33.87, 3.5.53

Working Poor (See also Low-Income Groups) 1220
1.2.27, 1.5.58, 2.1.09, 2323. 3.1.55, 3.3.49

Workmen's Compensation, ash= Handling 34.21

YMCA Manpower Project 1.3.116

Youth (See also Age-Grottp Comparisons;
Apprenticeship; High Schooi Students)

Aspirations, Career 14.16, 2.4.13, 3.5.33
Attitudes Toward College (See also College

Gmdnates; College Students) - . 2423, 3.5.33
Attitudes Toward Work 1.126, 1.2.17,

14.16, 2.4.13, 3.1.39, 3.5.33, 3.6.06



386 D. Index of Research Subjects

CODE NUMBER

Boys Club, Chicago 1.6.16
CollegeNYC Entrance Aid 1.3.05,

1.3.27, 1.3.70, 3.3.89
Community Elite Corps 1.3.110

Counseling and Guidance 1.3.03, 1.5.24,
2.4.03, 2.4.08, 3.2.01, 3.2.14, 3.5.10, 3.5.22

Draftees (See also Selective
Service) 1.4.05, 3.4.08 to 3.4.37

Earnings (See also Minimum
Wage) 1.6.20, 2.2.05, 3.2.10

Employment and Unemployment .. . 1.1.07,1.1.26,
1.2.17, 1.4.09, 1.4.11, 1.5.91, 1.6.20, 2.1.07,

2.2.05, 2.4.03, 3.1.25, 3.1.44 to 3.1.49, 3.2.10,
3.4,49 to 3.4.55, 3.4.48 to 3.4.76, 3.5.10

Housing Renovation Program 2.3.06, 3.3.12
International Manpower Studies 1.1.08,

3.1.08 to 3.1.15, 11.29
Job Corps (See also Job Opportunities in the

Business Sector Program; Manpower
Development Programs;
Neighborhood Youth Corps) 1.5.09

Job Performance 3 1.84

Juvenile Delinquents 1.5.24, 1.6.16,
23-33, 3.3.79, 3.3.80, 3.3.161

Labor Force Participation 1.1.31, 1.2.28,
1.4.11, 1.6.25, 2.1.11, 3.1.62 to 3.1.65,

3.4.58 to 3.4.76, 3.5.43

CODE NUMBER

Marginal Employment 1.4.11, 1.5.18,
1.6.20, 3.1.25, 3.4.58 to 3.4.76

Military Personnel, Children of ... 3.1.08 to 3.1.15

Negro Career Aspirations (See also
Negro Youth) 1.2.17

NYC Work-Experience Programs 1.2.10,
1.2.23, 1.3.24, 1.3.26, 1.3.37, 1 3.70, 3.2.14,

3.2.18 to 3.2.20, 3.2.22, 3.2.23, 3.3.89, 3.3.150
Opportunities, Perception of 2.4.08, 35.22
Residential Training Centers 1 3.26, 1.3.111,

3.3.22, 3.3.23, 3.3.52, 3.3.162

Rural 3.1.59, 3.2.18 to 3.2.20, 3.5.78
School-to-Work Transition 1.1.26, 1.3.24,

1.3.87, 1.3.107, 1.5.91, 2.2.02, 2.3.44, 2.4.08,
2.5.04, 3.1.08 to 3.1.15, 3.1.25, 3.1.59, 3.2.07,

3.3.129, 3.3.151, 3.3.152, 3.5.22, 3.6.05
Training Programs (See also Training

and Retraining) L21.1, 1.3.55
United Leadership Institute 1.3.117

Upward Bound 1.5.43

Urban (See also Ghetto Areas;
Inner-City Programs) 3.2.22

Vocational Exploration Program (See also
Vocational Education) 1.3.37

Youth, White House Conference on Children and 3.1.88

Youth Opportunity Centers 2.3.02, 2.3.53,
3.3.05, 3.3.31, 3.3.141

Youth Progress in Industry (YPI) 2.3.44, 3.3.129
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