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DISCRIMINATION

~ PROHIBITED . .
Title VI of the (Avﬂ Rights Act of*1964 /\

stutes “No person in the United States shall,
on the ground of race, color, or national ori- £
' gin, be exchided from participation .in, be -

' o , denied the benefits of, or be Subject to dis-
C crimination under any program or activ- -
' .« ity receiving Federal financial assistance.” :
Therefore, any program or activity making
. use of t.}/ris publication and/or receiving
financial assistance from the Department of.
Health, Education, and Welfare must be

operated in compliance with this law.

F

Prior to April first of each yeary the Secretary‘
of Health, Education, and Welfare shall make an,
.annnal report to Congress Such‘report shall con-

tain an evaluation of the programs under Section . -
we 231, the need for continuing such programs, and
) recommendations for improvement. The reports
shall' also contain progress reports on the voca-
\ . tional training study which will be conducted
.o - under the supervision, of the Secretary during

y 1966 and 1967. |

Section 233,
, iy ‘ Manpower Development and Training Act
’ -‘ of 1962 as amended °




)

I

.
||W\ l
Hi
4 N
Iy

L I I
H

I

ll " ‘

U.S. DEPARTMENT OF HEALTH, EDUCATION & WELFARE
OFFICE OF EDUCATION

THIS DOCUMENT HAS BEEN REPRODUCED EXACTLY AS RECEIVED FROM THE
PERSON OR ORGANIZATION ORIGINATING IT. POINTS OF VIEW OR GPINIONS
STATED DO NOT NECESSARILY REPRESENT OFFICIAL OFFICE OF EDUCATION
POSITION OR POLICY.

7

b
s
&
N
il
;,)
'

W?WWWIWWIIII

lﬁtll Annual Report
“of the Department of

||||| Health, Education, and Welfare
I l“dll' to the Congress on Training Activities

I

U.S. Department of Health, Education, and Welfare
0€-87020-68 Wilbur J. Cohen, Acting Secretary

Under the Manpower Development and Training Act ,




This report was prepared in the
Bureau of Adult, Vocational, and Library Programs,
Office of Education for the
Secretary of Health, Education, and Welfare

April 1968

Superintendent of Documents Catalog No. FS5.287 : 87020-68

U.S. Government Printing Office
Washington : 1968

For sale by the Superintendent of Documents, U.S. Government Printing Office
Washington, D.C. 20402 - Price 60 cents




B * T B g PRt 11

%
x
]
!
3

.
st ottt oty

St Sosgst . vl
AR e s A

THE SECRETARY OF HEALTH, EDUCATION, AND WELFARE
WASHINGTON

April 1, 1968.

DEAR SIRS:

Transmitted herewith is the report to the Congress on training activities
authorized under part B of title IT of the Manpower Development and Training
Act of 1962, as amended.

The report reviews progress during calendar year 1967, and discusses prob-
lems of management and direction which have arisen during the year. It offers
recommendations aimed at meeting the need of unemployed and underemployed
workers, which continue to be larger than present resources can accommodate,
and at improving effectiveness of program operations.

Sincerely,

The President of the Senate.

Acting Secretary.

The Speaker of the House.
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MDTA Program Summary Data, 1962-1967
[ ]
Total, 8-62 Institutional oIT > :
3 through 12-67 8-62 through | Fiscal year | 8-62 through | Fiscal ]
12-67 1967 P Toez" ot ]
Federal funds obligated . - oo aeees 1 $1, 370, 624,000 | $1,106, 243, 000 $240, 813, 000 $239, 902, 000 $93, 713, 000 ‘
; Training opportunities approved _ . - ooocommoeeeneaaaaoa- 21,175,100 706, 800 132, 300 414,000 152, 700 3
1 Estimated trainee enrollment . . . --o-occcomzmnmnzmasosomon- 907,400 669, 500 176, 500 237,900 109,900
' Estimated trainee completions. . oo o oooiiiiociiaaiaaae- 503, 200 382, 000 109, 000 121,200 54, 500
: Percent employed . .- oo oo cieeecmcmeemeconcemennae 79 76 73 89 88 ’
l» 1 Includes $24,479,000 for “other than skill training.” 2 Includes 54,300 opportunities for “‘other than skill training.”
'f. %
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‘ SUMMARY AND RECOMMENDATIONS

SUMMARY

In 1967, the manpower training program pre-
pared more people for new or better jobs tha.
ever before, and an even larger proportion of
these trainees had, prior to their training, been
socially or economically handicapped in the
job market.

The 1967 enrollment target was set at 250,000
trainees—125,000 in school training courses
and 125,000 in on-the-job training. These figures
were surpassed during the year; schools and
other training institutions were approved for
132,300 trainees, and on-the-job training for
152,700. Actual enrollments in institutional
training totaled 176,500 and in on-the-job
training 109,900.

In fiscal year 1967, the cumulative enroll-
ment since 1962 reached 907,400; institutional
training accounted for 669,500 and on-the-job
training for 237,900.

As directed by the President, the manpower
training program in 1967 intensified its em-
phasis on service to disadvantaged trainees.
Higher proportions than ever before=of the
trainees enrolled in institutional projects op-
erated by the public school systems were handi-
capped by educational deficiencies, histories of
unstable employment, poor earnings records,
and an array of medical and family problems.
For example, 62 percent of the institutional

~ trainees in 1964 had been gainfully employed for

3 years or more, but in 1967 this percentage de-
clined to 55 percent. In 1964, financial need made
64 percent of the institutional trainees eligible
for training allowances. This year 83 percent
were eligible; the increase was partly due to
amendments which changed the eligibility
criteria.

More trainees than ever before completed
their training in 1967, and the proportion hired

~after training was also at an all-time high. Last

year 136,000 trainees completed their manpower
training courses; this year the number of com-
pleters increased to 168,500. The proportion of

trainees leaving before completion this year
was less than the proportion of students who
drop out of the Nation’s schools before com-
pleting high school.

Three out of every four trainees who get
jobs are placed in fields of work related to their
manpower training. A training-related job is
the goal of the manpower program, to be sure,
yet the improvement that many trainees must
make in their appearance, attitude, and work
habits, in addition to their skills, is so con-
siderable that placement in any job after train-
ing represents a success for them as well as
for the training program. A special study of

37,000 who got jobs after completing institu- g

tional training found that more than four-fifths
were employed 1 year later.

The manpower program utilizes the resources
of many agencies and organizations, public and
private. In the Federal Government, responsi-
bility is shared by the Department of
Labor—which by law is responsible for deciding
on the training to be offered, selecting trainees,
placing them in employment, and following
their progress— and the Department of Health,
Education, and Welfare—which arranges for
institutional training through public and pri-
vate educational agencies and others. Some 27
other agencies are also involved in some way in
the manpower program. In 1967, interagency
cooperation was improved by establishment of
the Cooperative Area Manpower Planning
System (CAMPS) under which many agencies
work together to solve local, State, and national
manpower and training problems.

This annual report of the Secretary of
Health, Education, and Welfare, which is re-
quired by section 233 of the Manpower Develop-
ment and Training Act of 1962, as amended,
describes training activities during 1967. The
opening chapter, “Adapting to KEconomic
Change,” comments on major changes during
the year, and the following chapter, “The Range
of Training,” discusses the variety of skills
taught, educational offerings, and supportive
services provided by the manpower training pro-
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gram. As the program serves more disadvan-
taged trainees, it is necessary to precede or sup-
plement skill training with basic education, pre-
vocational exploratory courses, vocational guid-
ance, personal counseling, and remedial medical
and social services.

“The Means of Training” reports develop-
ments during the year in teacher recruitment
and training, teaching methods and materials,
and equipment and facilities for manpower
training. Recruiting teachers for the manpower
program has been found to be less difficult than
retaining them, and increasingly teachers ac-
knowledge their need for specialized profes-
sional training, especially to help trainees who
are at a disadvantage in the job market. Chapter
III also reviews the increasing rcle of private
schools in manpower training and the develop-
ment of necessary new curricula.
~ An increasing proportion of all manpower

training is being conducted under national con-
tracts with employer, trade, or nonprofit groups.
This aspect of the program is discussed in
chapter IV, “National Programs and Services,”
which also reviews programs for Redevelop-
ment Area Residents (RAR). The manpower
program’s contribution to development of im-
. proved training methods is considered in “In-
novations and Experiments,” chapter V, which
also describes the institutional training aspects
of experimental and demonstration projects.
The final chapter, “Evaluating Training,”
presents data which indicate the success of the
; institutional manpower training program and
g describes continuing efforts to improve evalu-
. ation. On the basis of these data, it is clear that
the manpower training program has not only
done much to lower unemployment rates and
offset skill shortages, but also to offer higher
hope, pride, skills, and status to tens of thou-
sands of our citizens.

Despite the accomplishments in this and pre-
vious years, the manpower training program
is still too small to attain the objective set
by Congress in the orginal legislation—
“that current and prospective manpower
shortages be identified and that persons who
can be qualified for these positions through edu-
cation and training be sought out and trained
as quickly as is reasonably possible, in order

<y
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that the Nation may meet the staffing require-
ments of the struggle for freedom.”

Although the Nation’s unemployment rate
has declined over recent years, unemployment
is still tragically high among specific popula-
tion groups. Continuing mechanization and
technological development are displacing work-
ers who need retraining if they are to find new
jobs, Further, the 30 percent of pupils lost from
the Nation’s schools before high school grad-
uation enlarge the pool of inadequately trained
workers from which manpower trainees are
drawn.

At the same time, labor shortages continue
to dog the health occupations and related tech-
nical fields. The manpower training program’s
emphasis has been on raising wages and sup-
plying more effective workers in this ares. Sub-
stantial needs are also reported for highly
skilled professionals and for the many semi-
professional or subprofessional aides whose
skills can notably enhance productivity.

RECOMMENDATIONS

To help achieve a better balance between the
Nation’s manpower resources and the needs of
the unemployed and underemployed, a number
of specific suggestions are made:

More resources are needed to make
institutional training fully effective in
providing the'hard-core
disadvantaged population in urban
and rural areas with the tools they
need to solve their special problems
in the labor market.

Experience has shown that such population
groups as Negroes, Spanish-speaking workers,
American Indians, older workers, and persons
in correctional institutions need special help in
prevocational and basic education and occupa-
tional training. They also require a variety of
supportive services, such as counseling and
guidance.

.
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To serve populations in large urban areas,
incrensed support is needed to extend and ex-
pand skill centers und multioccupational proj-
ects, Such centers have demonstrated that they
can provide effective prevocational services and
basic education, as well as skill training, for a
wide range of edueationnl backgronnds and
ability levels.

New and expanded programs are also needed
to serve the rural poor within their home re-
gions. These should provide for prevocational
and basic education, as well as occupational
trnining, and should also include special job
development and expanded placement activi-
ties to help rural trainees find jobs or otherwise
improve their earning ability.

Consideration should also be given to re-
sources that would be necessary to provide man-
power training to all who meet the criteria for
receiving such training, and who are likely to
seek it if it were made available.

If and when remedial skill and other pro-
grams nimed at removing the disadvantages of
inndequate preparation and education are no
longer needed, these skill centers will still con-
stitute an important resource for training for
jobs and for upgrading.

Consideration should be given to the
need for more stable funding for
manpower training programs and for
a minimum amount in each State
which the operating agency can
depend on in setting up its continuing
plans for training.

Under current administrative practice, proj-
ects are funded individually. In a single insti-
tution, different training programs can have
different starting and ending dates, and dif-
ferent lengths. These have no necessary re-
lationship to the spending periods of other
agencies whose assistance is needed to provide
for necessary services to trainees, and 1o re-
lationship to the period over which correction
is needed for conditions which adversely af-
fect the training processs.

A minimum assured sum to each State would
permit more effective planning of basic and pre-
vocutional education and skill training, and
would provide for greater program continuity.
Such extended funding provisions would also
allow hiring of administrative, teaching, and
counseling staffs on annual contracts. They
would facilitate recruitment and retention of
highly qualified personnel who are so critically
needed in working with the disadvantaged and
who are difficult to attract to a short-term proj-
ect. They would thus bronden trainee choices,
which under existing conditions are sometimes
limited to the courses which happen to start
at the precise time the trainee is referred.

Consideration should also be given to revision
of the formulas by which manpower training
funds are allocated. Current apportionments
are based largely on ratios between State and
national unemployment rates and unemploy-
ment insurance data. Lack of appropriate full-
time employment in the State is also a cri-
terion for apportionment. The data on which
this criterion is based are from the 1960 census
and therefore do not fully reflect current con-
ditions. Moreover, the criterion is not a major
factor in allocation. Hence, States with sub-
stantial numbers of subsistence farmers or un-
employed or underemployed workers not cov-
ered by unemployment insurance receive less
than their fair share of MDTA funds. At pres-
ent, 11 States receive less than $1 million an-
nually. The provision of a minimum alloca-
tion would enable each State to set up more
effective manpower programs to meet its own
needs and maintain a reasonable continuity of
plamming and operations.

Improved utilization of manpower
staff resources could be effected by
increasing support for inservice
training for manpower instructors,
counselors, and administrators
through regional staff training
centers.

Regional training centers could provide a
continuous program of short-term orientation,

3




SRt AR . S S A S

seminars, special courses, and other inservice
training, particularly for work with the disad-
vantaged. Such centers should be tied to estab-
lished teacher-training institutions, preferably
housed in existing skill centers. They could also
serve as focal points for testing and evaluating
findings derived from experimental and demon-
stration projects and disseminating worthwhile
results. The centers might also be used to train
instructors and other personnel for similar man-
power programs conducted by other Federal
agencies, industry and business employers,
foundations, trade associations, unions, and local
agencies concerned with manpower training.
First steps toward establishing such centers
were taken in 1967 ; initial support will be avail-
able for only a few centers on an experimental
basis in 1968,

Establishment of placement services
would facilitate recruitment and
interproject transfer of manpower
instructors and other staff.

The establishment of placement mechanisms
could help in staffing projects and reducing job
insecurity among manpower staffs. Such services
could be developed cooperatively by State em-
ployment services, departments of education,
professional societies, and other groups. They
could be used to refer persons from projects
which are phasing out to those which are be-
ginning or expanding, or help them find other
employment.

Increased support for providing
medical aid would assist trainees who
might not otherwise be able to enter
or complete training.

An increasing number of trainees have
medical problems, unstable work histories, and
& variety of related difficulties. Without help,
many cannot perform effectively and may have
to leave the program. Increased support is
needed to implement the 1966 amendment
authorizing minor medical aid when it is not
available from oher sources in the community.

Consideration should be given to
extending the functions of the
National Manpower Advisory
Commiittee to be advisory to the
Secretary of Health, Education, and
Welfare and other agency heads, as
well as to the Secretary of Labor.

This committee, which now functions pri-
marily as an advisory body to the Secretary of
Labor, has been very effective in recommending
program changes and indicating new directions
for action. The problems which have concerned
the National Manpower Advisory Committee
are inseparable from those dealt with by the
Department of Health, Education, and Welfare,
and other agencies exercising responsibilities in
the areas of training, health, and social welfare.
Extending the advisory functions of this com- .
mittee to the Department of Health, Education,
and Welfare and to other agencies would be
helpful in effecting more permanent solutions to
the Nation’s manpower problems.
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| ADAPTING TO ECONOMIC
CHANGE

The Manpower Development and Training
Act of 1962 requires the Federal Government to
weigh the Nation’s manpower needs and re-
sources and to solve the dual problem of un-
met skill requirements and persistent unem-
ployment. As stated in the original Manpower
Development and Training Act of 1962, the
objectives of the program include the allevia-
tion of hardships of unemployment, reducing
the costs of unemployment compensation and
public assistance, increasing economic produc-
tivity, and developing the Nation’s capacity
to staff an advancing technological society.
Within these objectives, as stated, the major
changes which have occurred relate to increas-
ing the proportion of hard-core unemployed
in the program.

Reaching these objectives requires a flexible
program. In the beginning, an important goal
of the manpower training program was to as-
sist the people displaced by technological
change and increased mechanization. The im-
perative need was to place these unemployed
workers in new jobs as quickly as possible.
However, the improvement in economic condi-
tions in the middle 1960’s, despite continued
advances in technology, brought a decline in
the unemployment rate from nearly 6 percent
in 1962 to an average 3.8 percent in 1967. This
produced a significant change in the charac-
teristics of the people to be served by the man-
power program.

Experience has shown that the needs of those
who remain jobless at a time of high demand
in the labor market usually extend far beyond
skill training. Nonwhites, women, and young
workers are much more likely than others to
be numbered among this chronically unem-
ployed group. Their job history, if any, is likely
to include low wages and frequent jobless pe-
riods, Many of them are no strangers to dis-
crimination and frequent or long-lasting un-
employment, and are conditioned to failure.

7
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They often lack strong motivation or con-
viction that their own efforts will bring them
econoiic success. Many have too little schooling
for any but the simplest tasks, which are be-
coming relatively less important in the Ameri-
can job market.

Such trainees need considerable personal
counseling and guidance before, during, and
even after skill training. They usually need to
improve their basic communications skills, and
often need remedial education. Manpower train-
ing may even have to provide the basic literacy
that the trainee missed as he was growing up.
In addition, many trainees are found to need
certain health services, such as glasses, hearing
aides, dentures, or other prostheses, and some
need major medical treatment. Others require
arrangements for the care of their young chil-
dren during training, legal aid, counseling with
respect to family problems, or other supportive
services. It is hoped that the Cooperative Area
Manpower Planning System (CAMPS) will be
a catalyst in meeting these needs.

Planning Goals Surpassed

The 1966 Manpower Report of the President
called for special emphasis on serving those who
are severely handicapped socially and educa-
tionally. The Secretary of Labor, in consulta-
tion with the Secretary of Health, Education,
and Welfare, accordingly directed that 40 per-
cent of the training effort henceforth he aimed

at severely disadvantaged unemployed adults; -

25 percent at disadvantaged youth; and 35 per-
cent at lessening skill shortages in the occupa-
tions for which manpower training is appropri-
ate. These relative priorities were unchanged in
1967. .

The numerical goal of manpower training for
1967 was a total of 250,000 trainees. Of these,
half were to be provided with institutional
training—that is, occupational preparation in
classrooms and other educational facilities—
and half were to be trained on the job—that is,
on the premises of the employer. The institu-
tional training program was thus expected to
fund projects authorizing training for 125,000

8

trainees during 1967 and the on-the-job train-
ing program (OJT) 125,000 trainees. Of the
125,000 OJT openings, 72,500 were te be in
coupled programs, which combine training at
the job-site with some classroom instruction. At
least. 15,000 manpower trainees in 1967 were to
be residents of communities officially designated
as redevelopment areas.

The manpower training program in 1967 sub-
stantially surpassed the planning goal. Insti-
tutienal programs provided for 132,300 trainees,
including those from redevelopment areas, the
most severely depressed communities in eco-
nomic terms. The number of OJT training
openings exceeded the OJT planning quota,
reaching a total of 152,700 by the end of the
year, of whom 54,600 were to be in coupled
projects of job training.

Trainee Characteristics

Comparison of particular trainee character-
istics for 1964 and 1967 shows the effect of the
shift toward the disadvantaged. Increasing pro-
portions of trainees enrolled in projects operated
by the public school systems have educational
deficiencies, unstable employment histories, low
incomes, and a variety of medical problems.
Whereas approximately 51 percent of persons
enrolled in institutional training in 1964 had
less than a 12th grade education, the 1967 figure
had increased to 57 percent. At the same time,
the proportion of enrollees with 12 or more
veo+3 of schocling decreased from 49 percent in
'« 0043 percent in 1967.

Larollment of minority group members in
institutional projects also increased over this
period. In 1967, 43 percent of the institutional
trainees were nonwhites, compared with 31 per-
cent in 1964.

There were also some shifts toward aiding
minority or poorly educated populations in on-
the-job (OJT) training programs. However,
these were much less apparent than in institu-
tional programs, partly because employers are
often reluctant to hire the disadvantaged, and
partly because many OJT trainees were already

“
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Chart Ill—PROPORTION OF NONWHITE MDTA
INSTITUTIONAL TRAINEES IS STEADILY INCREASING

WAITE " NONWNITE

employed at the time they enrolled in training.
For example, the proportion of OJT trainees
with less than a 12th grade education was 42
percent in 1964 and 43 percent in 1967. Similar-
ly, the proportion of nonwhite OJT trainees
rose only slightly, from 24 percent in 1964 to 27
percent in 1967. Furthermore, institutional

10

trainees had poorer employment records before
training than OJT trainees (58 percent of OJT
trainees had had 3 years or more of gainful
employment as against 55 percent for the insti-
tutional trainees). Forty-two percent of the in-
stitutional trainees had been unemployed 15
weeks or more when they entered training. In
on-the-job training, only 31 percent of the train-
ees had suffered an equally long period of un-
employment.

More people at low income levels are being
enrolled in institutional projects, according to
figures on trainee eligibility for allowances.
About one in eight of all trainees were family
heads on public assistance when they enrolled
for training. The figure increased each year
from 1963 through 1966, and remained almost
stable in 1967. In each year somewhat more fe-
males than males-were on public assistance; the
figure for females in 1967 was 16 percent.

Chart IV—MDTA SERVES THOSE WHO HAVE
SUFFERED LONG PERIODS OF UNEMPLOYMENT

PERCENT
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Table 1.—Selected Characteristics of the
Trainees Enrolled in MDTA On-the-Job
and Institutiona! Training 1964 and 1967

(In percent)

Institutional T

19867 1084 | 1967 | 1064

Less than 12th grade education........... &7 51 43 42
12 YOOrs OF MOre. ... ceooemmamncneannnaas 43 49 57 58
Nonwhite. .. oo ceeccccamcmana- 43 31 27 24
Gainfully employed 3 or more years....... 58 68 55 62
Unemployed 15 weeks or more........._. 42 46 3 2

Eligible for allowance.. .. --..cocounnan 83 64 22 21

Coordinating Efforts

The shift in manpower training to reach more
disadvantaged trainees required provision of a
broad range of corrective and supportive serv-
ices, many of which are supplied by public and
private organizations other than the Depart-
ment of Labor and the Department of Health,
Education, and Welfare. These include the
Office of Economic Opportunity, the Depart-
ment of Commerce, and more than 25 other Fed-
eral agencies, in addition to many State and
local agencies, public and private. To make the
most effective use of scarce resources and to
avoid duplication and confusion, it became
evident that coordinated plans would have to be
developed.

This type of planning was begun in April
1966 with the establishment of the Federal-State
Manpower Development Planning System. The
Manpower Administration in the Department
of Labor, the Office of Education in the Depart-
ment of Health, Education, and Welfare, and
the Community Action Program of the Office of
Economic Opportunity cooperated in launching
this system. The Welfare Administration and
the Vocational Rehabilitation Administration
of the Department of Health, Education, and
Welfare, the Economic Development Adminis-
tration of the Department of Commerce, and the
Department of Housing and Urban Develop-
ment later became participants. Each of these
agencies instructed its national and regional
staffs to assist in the development of State and
local plans.

293-354 O - 68 = 2

e

In March 1967, this form of interagency co-
operation was restructured as the Cooperative
Area Manpower Planning System (CAMPS),
under the coordination of the Department of
Labor. CAMPS, in its first year of work, in-
volved the Federal administrators of major
manpower programs in joint planning of pro-
grams for 1968 and subsequent fiscal years. This
joint planning focused on local areas, where
local area coordinating committees constituted
a tool for the systematic exchange of informa-
tion about resources and for rational adjustment
of responsibility for providing services. These
local committees were composed of representa-
tives of each participating Federal agency and
local governmental and community agencies,
both public and private. Completed local plans
were submitted to the State coordinating com-
mittees for combination within a single docu-
ment. This State plan also included plans for
the areas not covered by local committees, par-
ticularly where significant program resources
are available from one or more participating
agencies.

Regional coordinating committees were estab-
lished in each of the 11 regions of the Bureau
of Employment Security. Each participating
Federal agency designated an appropriate re-
gional representative to serve on the committee
to review and approve State plans, provide
technical assistance to the State committees, and
review results periodically to determine the
effectiveness of implementation and operation
in light of the State and national goals. Starting
in January 1968, there will be seven regional
committees, conforming to the newly established
regional geographic areas for manpower admin-
istration.

Statewide coordinating committees operate
in each of the States and in the District of Co-
lumbia, Puerto Rico, and the Virgin Islands.
These committees consist of designated field
representatives of participating agencies or of
State-appointed representatives of appropriate
Federal-State programs. Where the States have
comprehensive planning agencies, their repre-
sentatives also participate.

An important aspect of coordinating commit-
tee work is making available the supporting re-
sources which will help trainees to stay in the
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training program, complete their training on
time, and go on to good jobs., In many cities
trainees have found that the pressure of family
responsibilities, illness or accident, lack of day
care for children, or other problems kept them
from performing adequately in their course
work. If the training program is to sncceed,
ways must be found to solve these problems.
The CAMPS procedure is one method of iden-
tifying and utilizing the varied sources of sup-
portive services required by an increasing num-
ber of manpower trainees.

With the continued cooperation of the agen-
cies which participated this year and with the
addition of new members next year, the
CAMPS process is expected to produce an even
more effective matching of resources with needs.
Realistic and specific goals are to be set for solv-
ing the employment problems of target popula-
tions as well as priorities for meeting these
goals.

In fiscal year 1968, units of three additional
Federal agencies, the Department of Agricul-
ture, the Civil Service Commission, and the De-
partment of the Interior, will begin participat-
ing in the Cooperative Area Manpower Plan-
ning System. State and local officials will be en-
couraged to play a greater role in the program
and to take the lead in convening the manpower
coordinating committees and fostering their
planning activities. Area coordinating commit-
tees will be established for those labor market.
areas represented in the model cities programs
and other areas where such committees do not
already exist.

Manpower Advisory Committees

The 1962 act authorized a National Man-
power Advisory Committee to be composed of
10 individuals representing labor, management,
agriculture, education, training, and the public
in general. The committee was to make expert
assistance available to persons planning and
operating programs under the act. The act also
permitted the establishment of community,
State, and regional advisory committees. The
national committee is primavily advisory to the
Secretary of Labor.

12

State and local manpower advisory commit-
tees.—The national committee at its first meet-
ing in September 1962 passed a resolution to en-
courage the appointment of State advisory com-
mittees where they did not already exist. Guide-
lines to assist in the organization of State and
local committees were sent to all governors
shortly afterwards. The composition of the
State committees was to parallel, to the extent
possible, that of the national committee; com-
mittee chairmen were to be selected from among
the public representatives; and the committees
were to meet at least twice a year. The State
committees were to provide liaison with the na-
tional committee, help interpret the national
manpower program for the governor and his
staff, and advise and guide the local committees
in carrying out training under the act. They
were also to review and evaluate the State’s
manpower plans, and to report annually to the
governor with recommendations on the State’s
manpower problems.

Membership of local committees is similar to
that of national and State committees. Their
major functions are to examine and review pro-
posals for manpower training; to help in asses-
sing present and future economic nceds and
manpower problems in the area ; and to promote
cooperation from employers in hiring trainees.

Neither the State nor the local committees
were to have veto powers over manpower pro-
grams, nor were they to make recommendations
on the establishment of specific occupational
training programs.

Regional manpower advisory committees.—
The national committee found after a time that
it needed guidance and support from regional
committees to alert it to major manpower prob-
lems emerging in various areas, and to help it
interpret to the Nation the intent and direction
of the manpower program. Seven regional com-
mittees were started in the spring of 1964, and
were fully operational by July 1965. Their rep-
resentation parallels that of the national com-
mittee.

New directions.—The functions of the advis-
ory committees have changed and shifted some-
what as the program has developed. At the out-
set, the committees helped to get the new pro-
gram underway and to interpret its goals and
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Area Manpower Planning System (CAMPS),
the national committee is drawing in more or-
ganizations with responsibilities relating to

policies to State and local groups and individ-
uals. Currently, the committees are working to
promote closer integration of training plans

with the needs of employers and unemployed  manpower. Also, the functions of the advisory ‘ﬁ
3 and underemployed workers. structure are being reexamined by a special ‘i

The advisory committee structure is being  committee, with an eye to recommending |
f broadened. With the growth of the Cooperative revisions. ;
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I THE RANGE OF
TRAINING

The purposes of manpower training include
providing unemployed or underemployed work-
ers with skills that will enable them to obtain
satisfactory jobs, at good pay, in occupations
with improving economic prospects. To do this,
it is necessary to train the worker, with his in-
herent abilities as these have been developed
by schooling and experience, to meet the rapidly
rising skill requirements of the job market.

For most workers, manpower training offers
skill training for entry-level jobs, yet care is
taken to assure that these jobs are in fields that
include a range of careers offering both satis-
faction and security. The service occupations,
for example, have expanded greatly in the past
generation, and will continue to do so. They
demand a wide variety of skills, from those
needed for the simplest entry jobs to the imagi-
nation, technical competence, managerial abil-
ity, and tact required in supervisory jobs. Be-
cause in the past menial jobs in service trades
were likely to be held by minority group mem-
bers or beginning workers, the entire field has
come to be scorned as a dead end, offering little
status or satisfaction. Yet all workers in the
Nation, young and old, white and nonwhite,
from rural or urban backgrounds, will increas-
ingly find that service occupations offer them
ready entry, good wages, opportunity for ad-
vancement, and job satisfaction.

The manpower program trains many work-
ers for the service fields, because of the growing
demand for such workers and the wide range
of opportunities afforded for people with lim-
ited prior training. It attempts to train and
place workers in the kinds of jobs which they
can enter with readily acquired skills and yet
which challenge those who are willing to work
for advancement. Many chefs, for example, are
trained in the manpower program. Opportuni-
ties range from short-order cook in a small
restaurant to the chef of a major hotel or club;
once the basic skill is acquired, the job ladder is
open and waiting.

15
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The broad field of structural work offers both
ready entry and good prospects for promotion
and improved status. This classification, which
includes both metal fabrication, electrical as-
sembly, etc., and welding, as well as construc-
tion occupations, covers a wide range of skills.
Welding is one of the leading occupations
taught in the manpower program. Classified as
structural work, welding is also used in many
other trades; it offers a wide variety of job
opportunities and much room for advancement.
Another large arean of manpower training is

" construction labor, a field which has employed
many unskilled workers, particularly those
from minority groups. Today construction labor
is highly mechanized, and the manpower pro-
gram is training unskilled workers to handle
power tampers, airhammers, Georgia buggies,
and other power tools in wide use.

Variety of Skills Taught

The skills taught by the manpower programs
may be classified in four major groups and a
miscellaneous classification under headings
which correspond to those of the Dictionary of
ODccupational Titles. See table 2,

The four major groups, each of which trains
roughly a fifth of the trainees, are: machine
trades occupations (21 percent); clerical and
sales occupations (20 percent) ; structural work
occupations (18 percent) ; and service occupa-
tions (17 percent). The fifth group accounts for
more than a fifth (23 percent) of the trainees,
more than half of whom are in the professional,
technical, and managerial classification. In each
of these groups, as chart 5 shows, the manpower
training program has emphasized particular
skills'which are in heavy demand and offer good
wages, chance for advancement, or status in the
community. For example, about one-third of the
trainees in the clerical and sales occupations in
1967 were preparing to be clerk-typists or
typists, and almost a fourth to be stenographers
or secretaries. Fewer of these trainees were
learning to operate office machines or to be gen-
cral office clerks.

Trainees in machine trades occupations were
divided about equally between those learning to
operate automatic screw machines, drill presses,
and the like (46 percent), and those aiming for
jobs as mechanics and machinery repairmen
(43 Percent), most of them auto mechanics and
repairmen.

Of the trainees learning various structural
work occupations, five out of six were in metal
fabricating, and the rest in the construction
trades and other related occupations. More than
half the trainees in the metal fabrication group
were in welding and related skills, and about one
in five were learning to be autobody repairmen.

Table 2.—Institutional Trainees by Occu-
pational Category of Training, Fiscal Year
1967

Occupational category Percent of
trainees
V1 7 | R 100
Clerical and 5aleS.. . oo iiiciceceeeeicccencoea. 20
Maching trades. ..o v eeiceececccceeccacaaan 21
Structural wWork . ..o eeeccceceaaan- 18
Service oceupations. ... ..o iiaaanns 17
Miscellaneous L. .. oo eeeceeecceccececanaaaen 23

! Includes professional, technical, and managerial occupations, farming
and related occupations, processing, fabrication, assembly and repair
operations, truck and heavy equipment handlers, service station and
parking lot attendants.

NotE: Because of a change in the occupational classification system
(DOT), it is not feasible to compare current data with those for earlier
years.

These data do not include 15 percent of the trainees enrolled in 1067
for whom occnpational category of training was not reported.

The service occupations include domestic
service, food preparation and service, and a
number of hospital occupations, plus a fairly
broad range of such special occupations as
laundry or dry-cleaning worker. The hospital
occupations include jobs as attendants and also
an increasing number of subprofessional jobs in
medical and paramedical fields. Nearly half of
all manpower trainees in the service occupations
in 1967 were preparing for health occupations,
mostly in hospitals. Almost a third were in food
preparation and service; more than three out
of five of these were training to be cooks at
various levels of skill.

17
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Chart V—-MANY MDTA TRAINEES ARE EQUIPPED WITH HIGHER
THAN ENTRY LEVEL SKILLS

MACHINE TRADES--21%
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Training for Skill Shortages in
Health Occupations

President. Johnson’s statement of September
29, 1966, on the health manpower shortage led
to the first major training program in health
occupations. Following the President’s state-
ment, $15 million of manpower funds was ear-
marked for use in 1967 to increase training for
subprofessional health workers and retraining
for health professionals. Serious shortages still
exist as the proportion of people employed by
the health industry increases each year.

Approximately 22 percent (less than a
fourth) of all institutional training enrollees
were being trained in health occupations. Fifty-
nine percent of health enrollees were white and

18
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32 percent were nonwhite. Information on race
was not obtained on the remaining 10 percent.

Approximately 5,600 registered nurses were
enrolled in institutional refresher training
courses and 3,500 persons (95 percent females,
5 percent males) in institutional training
courses for subprofessional health occupations
such as nurse aide, home health aide, practical
nurse, dietary aide, medical (certified) labora-
tory assistant, physical therapy aide, operating
room assistant, and inhalation therapy tech-
nician.

To meet the critical skill shortages in health
occupations identified by manpower and public
health specialists, institutional health occupa-
tional training needs to emphasize and expand
projects upgrading entry-level workers to the
next higher category. For example, nurse aides
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could be upgraded to licensed practical or voca-
tional nurses; dental aides to dental assistants
or dental hygienists; and medical emergency
technicians to inhalation therapy technicians,

Nurses trained in other countries should be
assisted to qualify for licensure and practice as
registered nurses. Most States have a resery voir
of foreign nurses who are performing the duties
of registered nurses but who do not get com-
pm'uble pay or status. They need specnhc train-
ing to correct basic curriculum deficiencies in
such subjects as psychiatry, obstetrics, and phar-
macology, and to understand the type of exam-
ination required to qualify for licensure.

Also, special upgrading programs should
help veterans with health training to qualify
for higher positions. Those with military train-
ing as dentul aides could be upgraded to dental
assistants, dental hygienists, or dental labora-
tory technicians; pharmacy aides should be as-
sisted to become pharmacists.

Basic Education

Census data show that about 16 million low-
income persens in the United States between 18
and 64 years of age are “illiterate™ in that they
read and write too poorly and know too little
arithmetic to function in any kind of modern
urban job. \Although many of these people may
be employed, they are more and more seriously
threatened by the continuing process of tech-
nological displacement. and the increasingly
large proportion of jobs which require at least
a fifth or sixth grade level of literacy. The un-
dereducated are likely to be the first ones dis-
placed froin any job they may get, and for them
finding new jobs is always hard. Increasingly,
the population served by the manpower train-
ing program displays these characteristics.

In 1962, the manpower program could offer
only occupational skill training. Persons enter-
ing training were required to have the neces-
sary education (usually completion of the 10th
grade) for enrollment in skill training courses.
Experience during those early months showed
w ldesplead need for literacy and prevocational
training. The 1963 amendments ofticially rec-
ognized this need, and permitted the extension
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of training and allowances for additional weeks
in order to meet it.

Until Congress enacted the 1966 amendments
to the act, basic education was offered only in
conjunction with job training, to supplement
the skill preparation required for employment.
The 1966 amendments for the first time per-
mitted the enrollment of persons who need basic
education as a foundation for occupational
training as well as those who already have skills
but need truining in the Three R’s or in getting
and holding a job to make them employable.

In December 1960, basic education, commu-
nication skills, and employment skill training
were by agreement between the Department of
Labor and the Department of Health, Educa-
tion, and Welfare defined as follows:

(n) For MDTA purposes, basic cducation is deflned
as elementary education, usually in the gen-
eral areas of reading, writing, language skills,
and arithmetic, which will improve a trainee’s
education achievement sufficiently to enable
him to become suitably employable, either with
or without occupational or other training, de-
pending on individual circumstances. Basic edu-
cation Is to be distinguished from advanced
work, sueh as normal secondary school subjects,
and from training in basic work skills.
Commaunications skills are defined as the ability
to read. to write, to speak intelligibly, and to
understand speech. Such skills overlap with
basic education skills, but individuals who are
literate and who have an adequate command
of the fundamentals of arithmetic may never-
theless require assistance in English, through a
program of speech and language remediation.
Unclear enunciation, extremely idiomatic
speech, a marked dialect that is difficult for
others to understand, and limited knowledge of
the English language are examples of problems
in communication which can be remedied by
training in communications skills, either with
or without basic education in other areas.
Employment skills are defined as skills and
characteristics other than specific occupational
skills that may affect an individual's employ-
ability ; for example, work habits, conformity
to expected standards of behavior as an em-
ployee (such as promptness in reporting for
work, regularity of work attendance, appropri-
ate dress, cleanliness, and neatness in appear-
ance), ability to conduct an effective job search
and to present one’s qualifications adequately
to n prospective employer, and attitudes con-
ducive to satisfactory occupational adjustment.
Employment skills within the meaning of this
Act are skills that assist in orientation to em-
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ployment and in adjustment to the work situa-
tion, not skills in performing job duties such as
are provided by occupational training.

Instruction in basic education offered un-
der the MDTA is provided mostly through local
school projects. It may also be conducted under
contract agreement by business, industry, trade
associations, labor unions, or private education
and training institutions.

During 1967, all three of the developmental
skills defined above were emphasized, although
the reporting system does not distinguish
among the three types. Data collected on basic
oducation refer only to that given as part of
the institutional training program. On this
basis alone, the proportion of trainees in basic
education rose from 22 to 26 percent in the
short period between enactment of the amend-
ments in November 1966 and the end of fiscal
" Year 1967, June 30, 1967. During the same pe-
riod, the proportion of institutional trainees
classified as disadvantaged rose from 43 to 46
percent.

Since 1962, 86,000 trainees have been enrolled
in basic education. Of these, 52,000 (60 per-
cent) have been males and 34,000 (40 percent)
females. People 21 years of age and under rep-
resent 39 percent of all manpower trainees, but
over half the trainees in basic education. Over
half the trainees currently enrolled in basic ed-
ucation are nonwhite.

Upon entrance into training, trainees report
the “highest grade of school completed,”” which
is not necessarily a measure of the level at which
they are functioning or of the usable skills they

LEARNING LABORATORY: Programed tapes for
use with individual carphoncs support the reading ef-
forts of new students.

bring into training. Training staffs report that
actual attainment of trainees is considerably
below the reported completion level and in some
projects numbers arc known to have never at-
tended school. Of the trainees enrolled from
1964 to 1967, 73 percent of those in basic educa-
tion said they had dropped out of school before
completing high school. The largest group had
left school at the 9th, 10th, or 11th grade, the
years in which most students pass the age of
compulsory school attendance. Of the trainees
enrolled in fiscal year 1967, those under 19 or
over 45 were likeliest to have left school before
the end of the 12th grade; 79 percent for those
under 19 years, 65 percent for those 19-21, 74
percent for those between 22 and 44, and 83 per-
cent for those over 45. Four out of five of the
workers over 45 left school before the end of
the 12th grade, and 36 percent had dropped out
bhefore completing the 8th grade.

Manpower training in basic education has
been successful in improving trainee perform-
ance in communications and mathematics skills.
Numerous examples are reported of advance-
ment of performance by the equivalent of a year
and a half in 6 months of training. Below grade-
level performance of trainees on entry into man-
power training may reflect poor schooling and
automatic “social” advancement through ele-
mentary and secondary school. Poor perform-
ance may also reflect the trainee’s previous
employment. experience, often restricted to
menial jobs requiring little use of communica-
tions or computational skills. Much of the man-
power program’s success in improving basic
education performance lies in its ability to con-
vince the individual that he can learn and that
there are opportunities for jobs with potential
for advancement.

The basic education offered to manpower
trainees is flexible in the time scheduled, the use
of materials, and the methods. It is found, for
example, that motivation for some pupils is
greatly enhanced when basic education is alter-
nated with and incorporated skillfully into the
sequence of required occupational training. Re-
medial education is most effective when it in-
cludes vocabulary building related to the basic
course the trainee is taking to make learning
as practical as possible, and when reading ma-
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terials include newspapers, popular magazines,
and paperback books. Basic education often
helps to establish a clear relationship between
educational achievement and success in employ-
ment, one which had never before been clearly
established in the mind of the trainee.

Prevocational Training

A major problem confronting many unem-
ployed persons is their Inck of understanding of
the current job market and of the range of
choices open to them. For some, their horizons
are too narrow, not including the full range of
jobs, because their backgrounds are so limited
that they have had no introduction to the op-
portunities of the current job world. Others
have unrealistically high expectations. They
are unprepared for skilled jobs, and yet they
associate menial or entry-level jobs with a posi-
tion in society which they are unwilling to
acecept.

They nced to know more about what jobs are
available and what skills are currently being
sought by employers, as well as what pathways
to advancement are open and how they can be
entered. Their attitudes toward service jobs are
sometimes based on prejudice or érroneous in-
formation and job counseling may help them to
make a more realistic choice.

Prevocational trrining and counseling are
designed to help referred trainees determine
the occupational area or areas in which they
wish to be trained. The manpower training pro-
gram utilizes work orientation, job sampling,
and occupational orientation courses which are
highly individualized and attempt to incor-
porate the best of what is now known. Usually,
the vocational education instructor or skill
trainer prepares his students for the type of en-
vironment they find on the job. Where he finds
unrealistic expectations, he tries to adjust them
in the light of his own knowledge and experi-
ence. This has always been a part of vocational
training. However, nced for something more is
very strong, particularly as the manpower pro-
gram rezches more of the disadvantaged group.

The prevocational, work exploration, and
work orientation courses are usually scheduled
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for 4 to 6 weeks. They introduce the trainee to
a number of different types of jobs, concentrate
on developing promptness, responsibility, and
productivity, and attempt to set up a series of
realistic expectations and choices.

The manpower skill centers in a number of
urban areas, with their large assortment of oc-
cupational courses and their resources in coun-
seling and guidance, offer a very effective means
of accommodating the diverse backgrounds and
attitudes of trainees to the training and job
choices available.

Guidance and Counseling

The employment service and the training
staffs share respousibility for guidance and
counseling in the manpower program. The em-
ployment service is responsible for outreach,
recruitment of trainees, placement in training,
and placement in jobs after training. Guidance
and counseling are used in each of these func-
tions, geared as closely as possible to the chang-
ing characteristics of the trainee group.

Institutional training also makes increasing
use of guidance and counseling. Traditionally
vocational instructors teach not only employ-
ment skills, but also attitudes toward work, re-
lations with supervisors, and other aspects of
job adjustment as part of the skill training of-
fered. Manpower instructors include these in
their course work. Manpower counselors, in ad-
dition, offer counseling, psychological testing,
and interpretation. The key feature of man-
power counseling is recognizing the practical
alternatives open to the trainee and helping him
arrive at realistic decisions,

Increasingly, too, manpower training includes
provision for personal counseling. Illness or ac-
cidents, family problems, inability to find day
care arrangements for children, transportation
difficulties, and many other problems distract
the attention of trainees and may lead them to
quit the course in order to try to find solutions.
Discouragement over the job outlook, dissatis-
faction with the training offered, unwillingness
or inability to adjust to the demands of the
course, and rebellion against the demands of the
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school or the prospective employer also affect
trainee performance,

The pressure which the school or the OJT
employer can apply, particularly by cutting oft
training allowances or pay, is often far less ef-
fective than the availability of assistance or ad-
vice at crucial times, This is particularly, though
not solely, true of the disadvantaged. Any
trainee may need advice or assistance on how to
identify and cope with a problem which is inter-
fering with his training, and the availability of
a counselor may be crucial to his continuance
in the course.

Increacingly, therefore, manpower projects
include provision for personal counseling and
guidance. It is important that at least one per-
son in each project be assigned this function,
in order to maintain the necessary contact with
sources of assistance and help cope with emer-
gencies as they arise.

Counselors are in short supply everywhere,
especially those who can react with understand-
ing, resourcefulness, and firmness to the personal
problems of manpower trainees. Too often, in-
dividuals trained as school counselors are un-
familiar with the backgrounds and outlook of
trainees, and may offer seemingly irrelevant or
unrealistic solutions. Or they may be unfamiliar
with the battery of community resources which
could be used to help trainees. Recruitment of
persons well-suited to the job is often difficult,
and such people are in heavy demand in other
programs as well.

The shortage of trained counselors suggests
the need for special steps to reduce turnover
and improve quality. At least a partial solution
is establishment of a register for the whole
country or a region, on which qualified persons
could be listed. The register would be available
to all projects for initial selection of staff, and
reference could be made to it for replacements
as well. Such a register should be established
with the cooperation of the State employment
service, the professional associations, and the
community schools.

Putting counselors as well as other key project
personnel on an annual contract would also help
to reduce turnover and improve effectiveness.

Inservice training could be used to prepare
counselors for the types of problems generated

by manpower trainees, and to familiarize them
with the remedial resources which the commu-
nity offers, The regional training centers de-
scribed in chapter IIT would be a useful link in
this process.

Experimentation with counselor aides in ex-
perimental and demonstration projects is now
being evaluated with a view to hiring more of
them. Such aides are frequently recruited from
peer groups of the trainees. They are often able
to establish rapport, to know when action is re-
quired, and to decide what type of action would
be most effective.

Even when adequate counseling help is avail-
able, the best manpower training programs are
those where the entire staff, from project direc-
tor to secretary, are aware of the needs of
trainees for many different kinds of help, and
stand ready to assist where they can. Basic edu-
cation and skill teachers, for example, have told
of the frustration of trainees who simply lack
the words to express ideas and feelings they
have. When the teacher takes class time to dis-
cuss health matters, budgeting, or legal prob-
lems, the trainee is sometimes helped to find the
words he needs and to begin to see how he can
make his way into the job world.

Other Supportive Services

Adults, especially disadvantaged adults, have
a wider range of need for social services than the
ordinary adolescent in school. An important
function of the Cooperative Area Manpower
Planning System is the identification and or-
ganization of community resources needed to
solve the problems of manpower trainees. In
some communities the resources are sufficient to
provide for the trainees’ needs, once it is clear
that the needs of manpower trainees are a legiti-
mate charge on local resources. Counselors and
other project staff need only to be in close con-
tact with trainees to spot problems and help the
trainee recognize and accept his need for assist-
ance. More frequently, however, the resources
themselves are scanty, and discovery of trainee
needs simply adds to an already heavy overload.
In such places, the manpower project staff must
not only locate sources of help, but must also
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seek the necessary financing. For example, some
projects in California discovered that a local
philanthropic group was willing to buy tools for
manpower trainees as they completed their
work, so that they could take jobs that were
offered. .\\'s the project continued, however, the
namber of trainces in need of such help began
to outrun the resources of the organization, and
other funds had to be obtained for this purpose.

Necessary health services are often hard to
get. The need for them is very likely to surface
after the individual is in training, when a rela-
tionship has been established with the school,
and when the training allowance is secure. In
one project with outside resources to pay for
medical examinations for trainees, only 2 per-
cent of the trainees were found to be healthy,
and many had never, or seldom, seen a doctor.
Yet the availability of eyeglasses, hearing aids,
dentures, or other prostheses may make the dif-
ference between success or failure in training
and placement. Some trainees need surgery,
some need continuing medical care for chronic
conditions. Some are unaware of their needs,
and many are unwilling to discuss such needs
with recruiting officers for fear of jeopardizing
their chance of training and the accompanying
allowances. .\\1though the 1966 amendments au-
thorized medical aid to manpower trainees, no
funds were appropriated. Continning efforts are
being made under CAMPS to supply the needed
aid from other sources.

Additional funds will be needed to assist peo-
ple with severe physical or emotional problems.
Making such funds available through the
training institution would provide them at the
time and place which are probably most crucial
from the trainee’s viewpoint, Since training may
be interrupted by the necessary medical care,
ways may have to be found to provide for sub-
sistence allowances during the remediation
period, and to assure the individual’s eligibility
for training when his medical emergency has
heen et.

Types of Projects

The first MDTA occupational training
courses were developed as single projects and
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conducted in public schools. As the name sug-
gests, these projects were set up to teach one
skill; when the trainees completed the course,
some of the projects were closed down. If a con-
tinuing demand for the ski'l existed, the project
could be recyeled. Many single projects are in
operation eurrently, some recently set up, others
in existence for some time,

As the MDT program began to serve more
disadvantaged individuals, some public voca-
tional schools were unequipped to meet the spe-
cial needs of these groups. Traditional voca-
tional programs did not, for example, inciude
training in many of the newer or “critical
needs” occupations. Multioccupations projects
were then developed. These projects offer
trainees a variety of programs from which to
choose, and can also arrange more adequately
for counseling services, basic education, and
other help needed by disadvantaged persons.

s these combinations of services were as-
sembled under one administration, sometimes
under one roof, the so-called skill center was
created.

With most existing vocational school facili-
ties already in use, a variety of structures—
some rented, some donated by school boards,
some Government excess or military property—
were used to house these large projects. Buying
or building facilities is not permitted by the
law, Most facilities remain under public school
administration. Quite a number of skill centers
are currently operating two 8-hour shifts, and
a few have manpower training courses operat-
ing 24 hours a day, 6 days per week.

An MDTA skill center has been defined as:

A centralized facility, generally under public
school administration, especially designed to pro-
vide on a continuous basis, counseling and re-
lated services, work orientation, basic and reme-
dial education, and institutional skill training in
a variety of occupations for trainees recruited
from a broad area. The center provides maximum
utilization of physical and instructional resources
and a high degree of flexibility, serving all types
of trainees and all types of MDTA projects, in-
cluding multioccupational and single projects, in-
dividual referrals and classroom components of
coupled institutional-OJT projects.

These center operations do not have to be
under one roof, although their administration is
centralized; services, however, must be acces-
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sible to trainees and locations must constitute no
deterrent to training.

About 70 MDTA skill centers which meet the
above criterin were in operation in fiscal year
1967, providing a varied range of services, edu-
«ation, and occupational training.

Of the trainees approved for institutional
training in fiscal year 1967, some 57 percent were
in skill centers, Some centers served as few as
84 trainees in 1967, while others trained 3500 or
more during the course of a year. (The centers
are generally located in urban areas—some of
them in core areas of the city.)

Experience indicates that the location of skill
centers bears directly on recruitment success.
Many residents of ghetto areas are unwilling to
travel long distances to school, often because of
very real deterrents—lack of inexpensive public
transportation, proper clothing, etc. Psycholog-
ical deterrents are present, also, for many have
never ventured beyond their own immediate
neighborhoods. Centers are located, if possible,
in areas accessible to disadvantaged populations
and in buildings which also meet other program
standards. Generally, it has been possible to
provide geod buildings in convenient places;
occasionally, however, compromises have had
to be made between ready accessibility and de-
sirability on other grounds. For example, in
some instances, extensive renovation has been
necessary; in othevs, transportation remains
inadequate.

MDT.A skill centers offer training in a variety
of occupations at differing levels of skill and
technology. Currently emphasis is on beginning-

Appliance repair is but onc of many training options
at Watts Skill Centcr.
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level training, although the centers may also
offer upgrading training and retraining for
workers whose skills have become obsolete. For
those who intend to enter apprenticeship pro-
arams, skill centers may offer preparatory train-
ing in the occupations for which there is an
existing or projected job market demand.

One of the principal advantages of most skill
centers is the open-ended curriculum which one
an enter or leave at any time according to
his individual need. Another advantage is ac-
cessibility to basic education and prevocational
training.

Since skill centers serve principally disad-
vantaged persons with low educational attain-
ment, many trainees need some preliminary
basic education before they can benefit from
skill training. This does not necessarily mean,
however, that rigid blocks of time must be set
aside for basic education.

Instead, a trainee’s educational level is first
assessed in a learning situation. If necessary,
he then enters a basic education and/or prevo-
cational program (conducted by persons spe-
cifically trained for this purpose). This experi-
ence lielps him attain sufficient skill and under-
standing to successfully complete the vocational
training of his choice. He can be referred to
occupational training as soon as he is able to
proceed.

Most skill centers offer basic education con-
currently with occupational training. The basic
education program is not arranged for an arbi-
trary length of time. The trainee’s needs and the
requirements of the occupation for which he is
being trained determine the length of the initial
block (if any) of basic education. For the most
part, basic education is fused with actual skill
training.

If the trainee has difficulty in progressing
because of educational deficiencies discovered
after he enters occupational training, he usually
spends a portion of his day in remedial work.
This usually takes place outside of the shops,
with a teacher whose job is solely that of re-
medial education.

Although MDTA basic education does not at-
tempt to qualify trainees for specific grade
levels, many trainees are studying on their own
time to take high school equivalency tests—a
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beneficial side effect of the training environ-
ment. Skill center personnel make sure that in-
formation regarding high school equivalency
tests is available to trainees, and many skill cen-
ter instructors offer instruction which prepares
trainess for such exams.

One of the outstanding accomplishments of
the skill centers is the degree to which they
build a relationship with the trainees. Skill
centers all over the country report that trainees
come back many months after “graduation” to
keep in touch with staff and fellow trainees.
The lack of ties to local institutions is often
noted as one of the most widespread evidences
of apathy and lack of motivation. The success
of the skill centers in achieving this identifica-
tion with disadvantaged trainee groups is evi-
dence of organizational strength as well as a
reflection of a real need among the trainees.

Use of private schools and institutions, al-
though still small, has been on the increase in
order to maximize the number of maupower
training opportunities available. Not all States
contract with private schools, but where they
do, such schools constitute a useful resource.
More than 22,000 trainees were enrolled in
courses in private schools in 1967, a 13-percent
increase over the 1966 figure. Referrals to pri-

-ate schools may be either individual or in
class-size groups; individual referrals are more

common with private schools than with other
institutions, constituting about 20 percent of all
referrals to private schools.

For some individuals, including disadvan-
taged persons, individual referrals to private
schools may be an cffective way of providing
educational experiences. The students who usu-
ally enroll in private schools are self-starters;
that is, they usually plan ahead for their edu-
cation and pay part or all of their own tuition.
Preliminary evidence suggests that through
social and educational association with the self-
starter type, the disadvantaged person is often
able to break throngh many of the cultural bar-
riers which limited his perspective. His atti-
tudes and motivations in this environment may
undergo more positive changes than in places
where he meets only others with his own prob-
lems.

Private institutions have in many instances
adjusted their curricula to provide remedial
instruction, orientation to employment, and
scheduling to meet the needs of the manpower
trainee. Further, while responsible private
school directors are notably concerned with
their “product,” perforce adapting to employer
needs, they often work closely and imagina-
tively with trainees to bring them up to these
standards.
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Il THE MEANS OF
TRAINING

The breadth and diversity of the manpower
training program require a broad range of in-
structor skill and experience, many different
curriculums, and a tremendous range of teach-
ing methods and materials.

Currently, about 8,000 instructors are en-
gaged in institutional or coupled training pro-
vided by the manpower program. One in ten
teach basic education or prevocational training,
while the other nine are skill instructors.

About 20 percent of all manpower instructors
work in five fields, training auto mechanics,
welders, machinists, nurse aides, and licensed
practical nurses—each representing about 4
percent of the manpower teachers. Trainers of
cooks, stenographers, and clerk-typists are next
in numbers, with 2 to 3 percent of the total in
each group. Smaller proportions (about 1 per-
cent each) teach courses for draftsmen, auto-
body repairmen, and general office clerks. More
than a third of the manpower skill trainers are
in a wide variety of miscellaneous courses.
Since 1962, the manpower program has offered
training in a steadily increasing number of
skills, now represented by over 600 different
courses—for tool-and-die workers, dental tech-
nicians, laboratory assistants, gardeners and
groundsmen, fish filleters, cooks of foreign
specialty foods, and many, many more. Five
distinct courses have been offered for drafts-
men alone, each teaching different levels of skill
and different specialties.

Instructor Recruiting and Retention

Information from project directors, State
administrators, and advisory committee mem-
bers indicates reasonable success in locating and
hiring instructors to teach the skills called for
in local projects. The instructors vary greatly
in the backgrounds and skills they bring to the
program and in their ability to relate to trainees.
Generally, however, the levels of competence
obtained have been satisfactory.
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Reeruiting of instructors has frequently been
by word of mouth, with some help from local
teacher organizations, the employment service,
and unions. Often a nearby industry is asked
to lend an instructor to the project for the train-
ing period. Thix procedure has two great ad-
vantages, It assures that the instractor will be
familinr with the processes and equipment used
by the industry, and it satisfies the employer that
the trainees will know and meet the standards
of his shop. Where close relationships have been
established between industry and the teacher,
improved maunpower training has resulted. Such
a relationship also makes placement easier: an
cmployer who has lent a teacher to a project is
likely either to ask for trainees hefore the end
of training or to hire n number on completion.

A field survey conducted in the fall of 1967
attempted to identify the major sources of teach-
ing stadl. \lthough the projects visited may not
he wholly representative, the responses were
revealing. Substantinl numbers of the skill
trainers are people who have learned their skills
in industry, retired persons who have joined the
nanpower program, and those on leave from
industry. Some are part of the vocational edu-
cation system, many of them retired teachers.
Fairly large numbers of manpower trainers
are young people without. prior teaching expe-
vience. Concern for the swuecess of the disad-
vantaged, the challenge of tenching adults, and
the experimental nature of the program are im-
portant attractions to all of these groups.

PProject divectors report, however, that in spite
of recruiting successes, instructor retention is a
problem. Job insecurity is high, primarily be-
cause of the difliculty of rescheduling projects
promptly and the frequently long delays be-
tween the end of one project and the sturt of
another. Part of this is inherent in the nature
of the manpower program, in which current em-
ployment conditions dictate training plans, and
part of it is due to delays in funding.

Teachers often remain in manpower training
because they feel n commitment and hecnuse the
program offers opportunities for personal re-
sponsibility and flexibility they did net find in
other classroom situations or in industry.
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But there are negative factors as well. While
manpower pay scales are generally comparable
to those in other voeational programs, slightly
higher in some places and lower in others, fringe
henefits are generally much inferior. Such bene-
fits as insurance, pensions, paid leave, seniority,
and tenure are frequently not offered at all,
and where they are offered, they are usually
much less adequate than in other programs.

Muanpower training regulations call for a 40-
hour week, as compared with 30 or less in most
~choolx, Befause the teaching day is longer, more
of the project’s business must be handled on the
instructor’s own time. \\ few projects have been
budgeted to include costs of holding staff meet-
ings on project time, but in most cases these
meetings are after school hours or are worked
in during the day whenever time can be made
available.

Job insecurity is also a negative factor. To
some degree it is built into the program, and
the individuals who aceept jobs as manpower
project stafl know that they will be temporary.
But in many cases additional insecurities arise,
as when funds are cut off so that a planned re-
eyeling of a project must be eanceled or when
start-up is delayed beyond the scheduled time.
Some of these problems could be at least par-
tinlly met by provisions for hiring project di-
rectors and key teaching staff on annual con-
tracts, rather than just for the duration of the
project. Such annual contracts would help to
lessen job insecurity, and would at the same
time foster program continuity to provide serv-
ices that are critical in aiding disadvantaged
trainees.

The establishment of placement mechanisms
could also help to reduce job insecurity among
manpower instructors. Such mechanisms could
he developed cooperatively by State employ-
ment. sevvices, departments of education, profes-
sional societies, and other groups. They would
be used to refer persons from projects which
are phasing out to those which are beginning or
expanding, or help them to find other employ-
ment.




Teacher Training

Maupower instructors are usually well-versed
in the skills they teach, but many need and have
asked for training in classroom techniques. Par-
ticularly diflicult have been the problems asso-
cizted with nnderstanding the disadvantaged or
of teaching adults with a broad assortment of
personal, family, and other problems. Where
funds have permitted, inservice training aimed
at orientation to problems peculiar to the man-
power program or conferences and meetings de-
signed to foster communications between proj-
ects have been oftered.

EXTRA ATTENTION: MDT.A instructor superiscs
cach step of a trainec’'s progress.

In the past, the most readily available source
of training for manpower instructors was
through the State education system. Some States
have teacher-trainers on their staffs, or hire
consnltants to assure that some measure of pre-
service and inservice training takes place. Addi-
tional States have requested funds for similar
positions, yet shortages of teacher-trainers have
made it impossible for some States whose re-
quests have been approved to fill vacancies.
Therefore, the amount of consultation available
from this source is simall.

In every State the vocational education sys-
tem, which is generally the contracting agency

for manpower training projects, is able to pro-
vide consultation on teaching methods and cur-
riculums. The advice available from this source
has been valuable, and heavy use has been made
of it, Manpower projects, however, are often of
shorter duration and greater intensity than
regular vocational courses, because they serve
groups who are difficult to teach, Consequently,
inservice training for manpower instructors
must prepare them to be flexible in adapting
their teaching sequences and course content to
wieet the needs of these groups.

Tn response to the need for inservice training
for manpower instructors, a series of workshops
was organized during 1967, either to provide a
brief period of orientation for teachers and
counselors or to informn them more fully on cur-
rent. and prospective changes in the program.
Some 30 workshops were held in 30 States, at-
tended by nearly 600 teachers and counselors.
They were designed to familiarize the teaching
staff with improved methods and materials, and
to ncquaint both teachers and counselors with
the specific problems of the disadvantaged
trainee.

These institutes and workshops proved very
useful. As one basic education teacher said : “It
took that workshop to convince me of the differ-
ences between the trainees and my regular
students, and that I needed different methods
to reach them. Once I got that through my head,
things began to move.”

Many requests have been made for assistance
in the States where no workshops were held.
Also, many project directors, instructors, and
counselors expressed a desire to repeat the ex-
perience. Communication between projects,
cither within the State or across State lines, was
regarded as very valuable, and a number of
suggestions were made for staff conferences and

interproject. visits, in addition to more work-

shops and institutes.

In further recognition of the need for teacher
training, plans are in preparation to establish
five regional training centers for manpower per-
sonnel to provide inservice training including
programs for orienting staff to needs of disad-
vantaged trainees, These centers will be located
so as to service all regions, offering training
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within the facility and previding for a traveling
staff which can, if necessary, bring training
services to instructors at individual projects.

Curricula, Methods, and Materials

Muny of the skills taught in manpower proj-
ects are similar to those otfered in public or pri-
vate vocational schools, but each manpower
course must be organized for the specific pur-
pose described in the project proposal. The
project development. work frequently has to be
done by persons who are not curricnlum special-
ists and who must find technical assistance
quickly.

MDTA traincc works at his own pace using programed
materials,

Even where the courses to be taught are
closely similar to the regular vocational educa-
tion offerings in the State—such as welding,
autobody repair, or stenography—it is not al-
ways possible to take over the school curricu-
lum intact. Becanse the object of manpower
programs is to place the trainees in jobs, courses
are sometimes shortened to fit the employer’s
immediate needs, On the other hand, the char-
acteristics of trainees, with their varying edu-
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cational backgrounds, learning abilities, and
work and life experience, often require the in-
troduction of additional elements into the
course,

One of the great strengths of the manpower
program is that entirely new courses can be
planned and put into operation rapidly. The
broad scope of the Manpower Act has permit-
ted the development of courses which an es-
tablished school might regard as impractical or
too temporary to offer. Munpower training pro-
grams have been set up for single groups of 20 or
30 trainees in response to a local need which
could be met by supplying & small number of
trained workers. For example, manpower
courses have been developed for electroenceph-
alograph technicians, zookeepers, hydrotherap-
ists, insect control technicians, occupational
therapy aides, and many others. The materials
and teaching plans developed for such special-
ized courses have frequently been used later in
other places.

Such new courses need to be carefully devel-
oped. Curricula must not only meet the needs
of prospective employers and of the manpower
trainee group, but frequently must also conform
to State or local certificaiion or licensing re-
quirement. Where possible, development of
new curricula consists of assembling relevant
materials for existing sources; where necessary,
consultations are arranged with special groups
of experts.

State departments of vocational education
have provided much curriculum information.
Curriculum specialists in a number of State
departments of vocational education have
worked with State and local manpower train-
ing staffs in adapting vocational materials for
manpower trainees. In a few States, curriculum
specialists have been hired specifically to help
manpower instructors build and adapt the cur-
ricula they need.

Local advisory committees, whose member-
ship includes employers, manufacturers of
equipment, union officials, and persons knowl-
edgeable with respect to the occupation or clus-
ter of occupations under consideration, have
also been helpful in developing curricula and
materials. They have helped decide on the level
of skill to be taught, the number of hours of




training needed, the instructional materials
to be used, and the equipment and tools re-
quired.

These sdvisory committees have proven in-
valuable in establishing training sequences em-
hodying the most modern skills and practices.
They have also helped to locate competent in-
structors and provide access to the most modern
equipment and methods.

Curriculum materials are also being devel-
oped through MDTX\ contracts with private
schools, fonndations, and other agencies. A well-
known private school in Chicago, for example,
is developing a “Mannal for Tenchers and Ad-
ministrators of Educational Programs for Older
Workers,” which is intended to provide basic
content nlong with background and general
information for instructors and administrators
who will be working with older workers.

A large urban vocational-technical schonl and
a private contrnctor have combined efforts to
develop a series of five 12145-minute, black and
white sound motion pictures which will fa-
milinvize manpower instructors with attitudes
and understanding they must develop to effec-
tively train Negroes, disadvantaged youth,
women, and older workers.

The sume contractors are developing an in-
strnctor's guide keyed to five related student
booklets to help MDTA instructors orient
trninecs to “the world of work.” Specifically
these five booklets deal with “You and Your
Job,” “Where Is It 2* “How To Get It,” “How
To Keep It,” and “Where Do You Go From
Here?” These materials provide the disad-
vantaged trainee with information about the
attitudes required in getting and holding a job.
They offer basic lessons that are interesting,

readable, and realistic for youth and adults who
have too often found other educational ma-
terials dull, childish, or unrealistic.

Programed materials are being developed
under contract by a private foundation in Ala-
bama to give beginning manpower instructors
adequate background in the instructional meth-
ods used in manpower classes. The instructor
will be provided with color films, priuted guides,
tests, and bibliographies that he can use on a
self-instruction basis.

The manpower training program’s plans for
future curriculum development include guides
to train nides in the field of oceanography,
where nonsperinlizad or subtechnical assistants
ave needed to carry out the rapidly growing pro-
aram of research and development. No adequate
curriculum for such nssistants exists. A large
curviculum study is also planned for the health
ocenpations. This will identify curriculum needs
and develop necessary guides and materials.

The U.S. Office of Education is also involved
in curriculum development. It has contracted
dircctly with » number of agencies to develop
curriculum guides for manpower training pro-
grams. These guides are tailored to entry-level
training, for the most part, and at the same time
fit the wide range of individual pupil ability
found in the typical manpower project. Cur-
riculum guides are available or in preparation
for office occupations, automotive service spe-
cialists, electrical appliance serviceman, li-
consed practical nurse, nurse aide, automobile
body repairman, machine operator (general),
sheetmetal worker, and draftsman, and for such
new skills as vending- and coin-machine repair-
man. These guides must be written to relate
to trainees whose reading and mathematics
skills are limited, but whose interest levels are
likely to be considerably higher.

Curriculum Clearinghouse

The U.S. Office of Education’s Educational
Resources Information Center (ERIC) has es-
tablished 18 decentralized clearinghouses, each
specializing in specific topical areas in educa-
tional research. The ERIC clearinghouse at the
Center for Vocational and Technical Educa-
tion, Ohio State University, provides abstracts
of instructional materials. Published quarterly,
these abstracts describe curriculum guides avail-
able in specific vocational and technical fields,
showing course content and length, source, date
of publication, and price.

The center also operates a subscription service
for schools, occupational centers, and individ-
ual subscribers, acquiring, abstracting, and in-
dexing governmental and nongovernmental
publications in instructional fields. Individual
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instructors who do not have access to clearing-
house services can make requests through their
State Research Coordination Units and local
departments of mstruction.

While munpower training has benefited
greatly from the curriculum services available
in the States, some benefits nlso flow in the other
direction. The manpower program is un experi-
mental aven of vocational education, and inno-
vations in manpower training programs have
been used to expund und modify public school
vocutional  programs. Individual manpower
project. directors and instructors have devel-
oped many new and effective means of present-
ing subject matter. Some of these have proved
successful in other projects, and can be repli-
cated for wider use, often at very low produc-
tion costs. Efforts are now underway to collect.
these materials nnd nids and test them in other
situations. .\ number of States have requested
techmical assistance in the identification of fact-
ors responsible for course or curriculum sue-
cess and in measurements applicable to these
criteria,

Faclilities

Manpower training is done in many different
kinds of places; former elementary schools,
well-equipped skill centers, factories and con-
verted factory and warehouse buildings, voca-
tional high schools, and private schools. Some
of the training is even conducted at night in
manufacturing establishments which are oper-
ated during the day for production purposes.
The diversity of manpower facilities and the
success with which they have been converted
to the teaching of modern industrial and busi-
ness methods is a tribute to the flexibility of the
program and the ingenuity of local and State
project developers and staff. Training facilities
are sought which are clean, well-lighted, cen-
trally located in relation to trainee population,
accessible to transportation, and suitable for
housing the types of equipment needed in the
project. Not all project buildings meet these
standards. In most, however, the instructional
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area has been well subdivided, the rooms are
clean, attractive, and well lighted and venii-
lated. Transportation is a frequently recurring
problem which cannot nlways be solved within
the limitations of manpower’s temporary and
intermittent planning and operations,

Equipment

MDTA has invested a substantial share of its
training money in the most modern machinery
and equipment for training purposes. Metal-
working machines, earthmoving equipment,
electronic materials and testing equipment, lab-
oratory equipment, welding tools, etc. have been
purchased and made available as needed to
MDTA projects. If a project is to be renewed,
the equipment and materials are kept for reuse:
if it is terminated, a decision is made to store
the equipment for future use, turn it over to a
similar MDTA project elsewhere in the State,
or ship it over State or regional lines for use
in other MDTA projects. If the equipment is
not immediately used elsewhere in the man-
power program it may be loaned to the school
system for temporary use.

Ezccss cquipment is utilized for MDTA training.




In carly days of MDT.\, equipment accounted
for nearly a fourth of all expenditures approved
by the U.S, Oflice of Education. In 1964, for
example, equipment costs were 23 percent of
the total expenditures of $90 million for train-
ing. By 1967, however, when the total amount
approved for training (exclusive of trnining
allowances paid) had risen to $106 million, the
equipment cost had dropped to 57,556,000, only
about. 7 percent of the total Oflice of Iducation
expenditure for the year.

A substantial part of this saving has resulted
from the diligent. efforts of manpower officials
to utilize excess Federal property instead of pur-
chasing new equipment for project use. Allkinds

of equipment have been ncquired by this means,
from helicopters and heavy construction ma-
chinery to electronic measuring devices and
gnuges.

In May 1967, an excess property coordinating
unit was established in the U.S. Office of Edu-
cation’s Division of Manpower Development
and Training to assist the regional program of-
ficers in locating, screening, and acquiring ex-
cess property for manpower purposes. Since the
unit. was established, the coordinators have re-
confirmed the acquisition of all equipment,
which as of December was valued at $34,459,000.
NSavings based on the estimated cost of excess
property if purchased totuled over $14,315,000.
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IV NATIONAL PROGRAMS
AND SERVICES

Although the bulk of manpower training is
carried out through Federal-State agreements,
an increasing proportion is being arranged un-
der national contracts. The 1966 amendments
to the Manpower Development and Training
Act provided that 80 percent of the training
funds would continue to be apportioned to the
States and spent through agreements with State
education agencies. The other 20 percent would
be expended by the Secretary of Labor and
the Secretary of Health, Education, and Wel-
fare ns required by the Nation’s manpower
needs. Establishment of this national fund has
added a needed element of flexibility to the
training program, making it possible to move
quickly to set up training opportunities where
unforeseen needs develop.

The national projects have been developed
to meet critical current needs where other meth-
ods were not readily available or feasible. In
some cases, & contract has been developed with a
nationwide or regional organization which
could set up small units at a number of scattered
locations, all subject to a single administrative
head and using the same curriculum materials
and plans. In other cases a national project has
been set up because the States involved were
constitutionally unable to contract across State
lines, or for some other reason could not do the
job.

National projects now number about 50, with
approximately 35,000 trainees from every State
in the Union. The national contractors include a
wide range of management auspices, including
unions, trade associations, business and indus-
trial companies and associations, public and pri-
vate agencies, and schools.

These national programs vary a great deal
in size, complexity, and character. Some train
fewer than 50 persons, and one has over 3,000
persons in its various locations. Some offer
highly skilled training, such as tool-and-die
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work, while others teach basic education and
communications skills, or entry-level occupa-
tions. Muny of the trainees in national projects,
like those in projects operated under Federal-
State contracts, are drawn from the population
groups most in need of help: young people, Ne-
groes, older workers, residents of redevelopment
arens, the underemployed, women, Spanish-
speaking workers, and American Indians. No
standard education or training program has
cmerged in the brief history of the national pro-
gram. On the contrary, the size of the projects,
the skills tanght, and the methods of teaching
and counseling vary more widely now than they
did when the first projects were organized.
National manpower training projects under
the Office of Education are of several types:
coupled (institutional, supplementary, or re-
lated training in conjunction with on-the-job
training) ; programs for residents of redevelop-
ment areas (RAR projects) ; and national insti-
tutional projects. Experimental and demonstra-
tion projects are also contracted for nationally
these are discussed separately in chapter V.

National Coupled Projects

National coupled projects combine on-the-job
training with supplemental or related training
conducted in the classroom or at the jobsite. In
these projects, the Department of Labor is re-
sponsible for the on-the-job skill training and
usually contracts with employers to provide it.
The Department of Health, Education, and
Welfare is responsible for basic education and
related classroom instruction. Under certain
conditions trainees may receive training allow-
ances while enrolled in the classroom phases of
the coupled program. In 1967, 34 such coupled
programs enrolled 27,500 trainees. In some cases
the basic education or related training is pro-
vided by the public schools. In others, it is or-
ganized and offered by industrial corporations,
unions, trade associations, and foundations.

A national coupled project, in which an opera-
tive plasterers’ and masons’ international union
and a national trade association are pooling
their efforts and using Federal funds, will train
1,502 persons in cement masonry and plastering.
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The training will be provided at three levels:
preapprentice, apprentice entry, and journey-
man upgrading,

Another national coupled project under con-
tract with a labor union, trains 1,500 men in the
jobs of construction laborers. Trainees receive
+ weeks of related instruction in the language
of the trade and the safe use of modern con-
struction equipment and materials. They learn
how to service, maintain, and use such equip-
ment as airhammers, power tampers, power bug-
gies, power chainsaws, sandblasting equipment,
small air tools, and power drills. In addition,
they are tanght such skills as simple blueprint
reading, formsetting, and pipelaying. Two-
thirds of the trainees were to be drawn from
the disadvantaged group. The trainees receive
allowances during this phase of training. After
the institutional phase the trainee goes into 4
weeks of on-the-job training; during this time
he receives wages.

In another coupled training project, 1,200
disadvantaged unemployed and underemployed
men receive training in several occupations in
scrap metal yards, These trainees will be placed
in the yards of steel companies and will work
sorting various types of metals acquired by
the companies as serap. The trade association
which contracted for this program first pro-
posed only related instruction with the on-the-
job training. Later they asked that the contract
be amended to include and provide for basic
education, which they had concluded was
needed. They contracted with a nonprofit edu-
cational organization to provide the teachers
and the basic education program during the in-
stitutional phase of this project.

An electronics manufacturing company has a
national coupled project to train television tech-
nicians in six centers scattered over the Nation.

iach center operates a training program devel-
oped by the company over many years of expe-
rience. Each has classrooms, shops, and labora-
tories; the laboratories simulate the home en-
vironment in which the repair technicians will
work. The trainees are referred to projects by
# local service organization, and are screened by
the local employment service and the company.
After selection, the trainee is sent to one of the
training centers for 4 weeks of intensive train-
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WORK EXPERIENCE: MDTA studcnts train onsite
in xafc usc of construction cquipment.

ing. During this period the trainee’s salary is
paid by the contractor. The company also fur-
nishes transportation, food, lodging, laundry,
one long-distance phone call a week, and a tool
kit. .\t the end of the 4-week period, the trainee
who has passed all of his work returns to his
company for the on-the-job phase of training,
and he receives a wage increase of $3 per week.
At the end of his OJT training, if he passes all
of his work, he gets another $5-per-week in-
crease, and may receive a third if he passes five
home-study programs in the following 6 months.
Another national coupled program will train
180 seamen for positions as deck officers and en-
gineer officers in the marine towing industry.
These workers are on a rotating shift, with 2
weeks aboard ship and 1 week off duty. During
16 off-duty weeks they will be given 640 hours
of training for 8 hours each day, 5 days per
week. If at any time during the training period
a trainee feels he can pass the national test for
a license (Coast Guard license), he may apply.
If he fails, he may continue his training. These
trainees do not receive allowances for their
training; however, they are paid wages by their
employers during the entire training period.
Cooperative occupational training closely
resembles the kind of work experience and
academic training successfully developed in pub-

lic school vocational programs. In these proj-
ccts, a very flexible mix of classroom instruc-
tion and school-supervised work experience is
used, along with counseling and guidance, to
help motivate disadvantaged trainees.

For example, in New England a cooperative
program has been provided for trainees allow-
ing them to alternate between school and the
work station every other week for a period of
40 weeks. This instructional method allows the
trainee to apply immediately the things he
Jearns in the classroom ; at the same time, class-
room instruction helps himn solve problemns en-
countered on the job.

Planning for cooperative education for
poverty-stricken persons from the rural areas
of northern Florida was begun in 1967, and the
project is expected to start early in 1968.
Trainees will alternate between individual class-
room instruction and work experience accord-
ing to their individual needs. Some of the
trainces have had some experience in one of the
skills offered (cooks, nurse aide, upholsterer,
general office clerk, auto nechanie, electric ap-
pliance repairman, and draftsman), and their
initial assignnent to work experience, prevoca-
tional training, or classroom work will reflect
this experience and the need for supplementary
training.

Projects for Redevelopment Area
Residents

Any unemployed or underemployed resident
of u redevelopmnent area designated by the Secre-
tary of Commerce is unconditionally eligible for
manpower training. The provisions of the Area
Redevelopment Act, under which manpower
training had been provided to such residents
since 1961, were repealed in 1965 and consoli-
dated in the Manpower Development and
Training Act. The 1965 amendments to the
Manpower Development and Training Act em-
phasized that the purpose of the RAR program
is to help communities overcome economic
stagnation through training programs closely
related to economic development activities.




JOBS WITH A FUTURE: Two Virginie MDTA
trainces do a rcwiring job in the mine machinery
maintenance ana repair program.

The RAR program has set up a series of

prioritics directed toward economic develop-
ment. The first priority is for training proposals
which directly support loans and grants made
to industrial and business firms by the Economic
Development \gency of the Department of
Commerce. Second priority is given to projects
which support firms moving into redevelop-
ment areas; these firms must not relocate or dis-
3 place employees from other areas. A third pri-
i ority is for projects that support local firms
= which are expanding their labor force. Other
: project proposals are held for funding consid-
1 eration in the last quarter of each fiscal year.
] During fiscal year 1967, a total of 335 institu-
tional and coupled RAR projects were funded
at a total authorized cost of $25,160,188, and
17,400 training opportunities were provided. Of
these, nearly 11,000 were for institutional train-
ing. The total authorized cost of institutional
training was $22,674,163, nearly two-thirds of
which was for trainee allowances and subsistence
payments,

Authorized institutional training cost per
trainee averaged $672; total authorized institu-
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tional cost per trainee including allowances and
subsistence payments averaged $1,898,

Institutional and coupled training was offered
in 86 occupations in 12 occupational categories.
Five categories (machine operator, health, weld-
ing, clerical, and agricultural) accounted for 70
percent of all trainees. Thirteen coupled projects
enrolled about 4,400 persons, at a total cost of
$2,486,025. The educational components of these
projects emphasized the basic education and
related instruction necessary for occupational
proficiency.

During fiscal year 1967, the RAR program
was especially directed to disadvantaged per-
sons, including Spanish-speaking workers,
American Indians, and Negroes residing in
rural areas and urban ghettos.

RAR funds are also used to provide machine-
operator training in Project SEED (Skills
Escalation and Employment Development) in
Newark, N.J. Unlike other programs, SEED
accepts every able-bodied applicant with no test
of ability or interest, and starts him in training
immediately. Local industry has involved itself
heavily in this part of the program, contributing
both money and equipment for the training of
machine operators.

The Department of Labor and the Depart-
ment of Health, Education, and Welfare also
worked with the Bureau of Indian Affairs to
train 120 American Indians in the skilled trades
involved in home building on reservations in
North Dakota. Occupational training provided
for this project was closely related to basic edu-
cation, so that each segment of the work could
improve the other.

A Texas manufacturer is training 750 Mexi-
can-Americans as aircraft assemblersinan RAR
project. Funds from the Labor Department mo-
bility demonstration programs are available to
relocate the families to job areas near Fort
Worth, Dallas, Orange, and Beaumont, Many
langnage difficulties have been encountered,
along with other problems of the move from
rural to urban living. The basic education com-
ponent of the project improved both the lan-
guage ability of the trainees and their
adjustment to urban living.
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From a Redevelopment Area: L former uDTA trainee
on the job.

In still another project, poverty in the Ap-
palachian region is being attacked through an
AFL-CIO union project to train 3,000 persons
in a variety of occupations.

National Institutional Training
Projects

National institutional training projects are
arranged by the Secretary of Health, Educa-
tion, and Welfare when he determines that
training could be made available more
promptly, more economically, or more effec-
tively in a national program than through State
channels. This may occur when a project in-
volves crossing State lines or when the State
is for some reason not in a position to act as
sponsor. These national institutional training
projects, although few in number, are important
in making training opportunities more fully
available.

In fiscai year 1967 institutional training proj-
ccts under national contract enlisted the re-
sources of i3 private schools in 12 States, using
individual referrals exteusively. (One or more
trainees assigned to instruction individually
ather than as a class are termed “individual
referrals™) In this way, 1,569 persons have re-
eeived occupational training for computer tech-
nology, retraining of professional nurses, build-
ing service and maintenance, etc.

The experience of the manpower program is
increasingly demonstrating that a job alone will
not satisfy the aspirations of many individuals.
Teachers and counselors report that more and
more trainees want high school diplomas for
their own sake—regardless of whether em-
ployers demand them—and will make sacrifices
to get an education. Trainee attitudes toward
the skills they learn and the associated educa-
tion are eloquently illustrated in the comments
of one traince. A widow with a ninth-grade
education and two children, she had been unem-
ployed when she enrolled in a custodial union’s
project in Washington, D.C. Her instructors
say that when she arrived she was “cynical
and doubting.” Here is what she wrote at the
end of the program:

Upor. ¢ntering this school, my first thought was this
is an easy gig and I can fool them (the instructors)
for 13 weeks so I could get that check. But that first
day proved to be quite an interesting day for me, * # ¥
and in the first few weeks, I went through some very
swift changes. I started learning and experiencing
things that I thought I knew.

1 figured if I could get that much without trying,
then I could get a lot if I applied myself, # # # Now
that graduation is upon me, I feel that I am graduating
from Yale or Vassar. I didn’t think I would ever want
to do custodial work, but now that I am a graduated
custodian, there is nothing I'd like better than to pur-
sue my profession.

When she began training, she needed medical
treatment, which she was encouraged and as-
sisted to obtain, After 18 weeks of training, she
was gainfully employed, confident, and proud
of her work.

Other trainees in this project range in age
from 21 to 62, and have spent as much as 12 or
as little as 3 years in school. Most are men, and
about 97 percent are Negro. These people had
been poorly prepared, both educationally and
personally, to earn a satisfactory living. All of
the trainees are placed in jobs before completion
of training and then are followed up after leay-
ing the training program in a year-long pro-
gress check.

While in training, each student is given a
physical examination through the Vocational
Rehabilitation Service. Some have been fitted
for glasses, false teeth, etc., and some have even
had swgery performed. Their wages after
training were a testimonial. Trainees in the last
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class averaged $1.35 an hour before training.
After training-and placement, the average wage
was $2.04, an increase of 51 percent on the
average.

In contrast to the custodial trainees, the com-
puter programers and operators being trained
by a private school have high school diplomas
or their equivalent. Male trainees outnumber fe-
males six to one, and there are twice as many
nonwhites as whites. The average age of the
trainees is 27; the oldest to date is a 51-year-old
man now working for the Federal Government.
He, like a number of other students who take
Government jobs upon completion of the course,
earns a starting salary of $5,380 annually, The
starting salary of some who go into private
industry is as much as $7,600.

All the programs designated as institutional
training programs are under the supervision of
public or private agencies. The teaching in-
cludes basic education, prevocational and voca-
tional training, reorientation or refresher train-
ing, communications skills, employment orienta-
tion, and supplementary or related instruction.

Because it is not always feasible to set up
classes and hire teachers for new projects, a pilot
individual referral plan was developed. In 1966,
a contract with a State association of private
schools provided for individual trainee referrals
to nine different p1-—-ate schools in Nebraska.
Seven of the nine women enrolled were white
heads of households with dependents; two of the
six men were physically handicapped and one
had been in prison.

Early in 1967 a further step was taken to
make greater use of private schools. A national
association of private schools provides services
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to facilitate direct referrals of individual stu-
dents to 55 private schools in the States of
Arkansas, Indiana, Louisiana, Oklahoma, South
Carolina, Tennessee, Texas, and West Virginia.
In November 1967, 503 trainees had been en-
rolled, with an average of 714 clock-hours of
instruction. Average tuition cost was $624, and
average trainee allowances amounted to $1,223.
The average tuition cost had dropped from $680
carlier in the year. Most of the 520 trainees en-
rolled in this program are in training leading to
jobs in basic office occupations. The full list of
courses provided includes training for automo-
bile mechanics, wheel alinement specialists, and
welders.

Private schools are another resource for learning and
carning.,




V INNOVATIONS AND
EXPERIMENTS

Many manpower projects have been organized
to attack specific problems of training, and they
have Jeveloped new ways to meet them. For
example, certain groups among the unemployed
or underemployed—including disadvantaged
youth, older workers, minority groups, Spanish-
speaking workers, unemployed women, func-
tional illiterates—because of their particular
deficiencies and situations nced different kinds
of training programs if they are to benefit from
basic education and occupational training. Some
of the manpower programs developed for these
groups are wholly novel. Others have features
adapted or modified from the vocational educa-
tion program.

The whole manpower training program is, in
a real sense, experimental and innovative. It was
developed for the quick training of a wide va-
riety of people—for those who had been out of
school for many years, some who had left school
early, for persons of many different ages and so-
cial backgrounds—all of whom needed jobs or
upgrading and whose interests would not, for
various reasons, be served by return to high
school or vocational school. The manpower
training programs were organized quickly to
meet immediate problems, and much innovation
was done to tailor the course offerings to com-
munity and individual needs.

For certain groups, for example, arranging
the daily routine of trainees in other than a
9-3:30 classroom situation has proved effective
in combatting high absenteeism and dropout
rates. At the Muskegon Skill Training Center
in Michigan, trainees take coffee breaks and
smoke breaks as any other worker would during
their 8-hour work and study day. Their school
is o former factory building and the teachers are
specialists. The trainees, all of whom are high
school droponts, are made to feel that they are
not in school, but on the job in a business office
or factory. Consequently, the rules and regula-
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tions of the ordinary high school don’t apply.
The trainees are reminded, in individual and
group counseling sessions, that neatness, clean-
liness, and concern for the opinions of others
affect their job chances, and usually nothing
more is needed.

In the worst winter weather, absenteeism is
less than 20 percent, The center, which won Pa-
rade Magazine's Pacemaker Award for strides
in federally sponsored educational programs,
has ne dropouts, and 200 young people have
heen graduated in the past 2 years. After 26
weeks of prevocational exploration, they have
been trained in auto mechanics, machineshop,
woodworking, welding, building maintenance,
food service, clerical skills, retail sales, or hos-
pital zide work. More than 70 percent of the
trninees have found places in the business and
industry of the comn "nity.

In Connecticut, & new mobile tuneup unit—a
mininture garage on wheels-—visits 14 vocu-
tional-technical schools in the State to offer spe-
cial instruction in auto motor tuneup. The mo-
bile training unit, which is a van towed by «a
cnb tractor, is manned by two auto maintenance
experts, both certified tenchers. The unit gener-
ates its own power for light, heat, air condition-
ing, and machinery operation, Its equipment in-
cludes carburetors, alternators, voltage regula-
-tors, air pumps—everything that is needed to
teach motor tuneup work., The van also con-
tains a smog-control unit for teaching main-
tenance of the devices required on all 1968 cars.

Motor tuneups are needed by most cars at
least. twice a year, and industry surveys report
that Connecticut alone now needs 5,000 more
tuneup technicians, The unit has already trained
30 disadvantaged, unemployed, or underem-

ployed persons for entry positions in the tuneup
field. Over half of these have found jobs as
tuneup men, earning as much as $3.50 an hour.
In addition, other men already working as
tuneup technicinns hnve tuken 2-week refresher
training courses available in the unit between 5
and 10 o'clock ench evening.

A cooperative effort between nine major steel
companies, the steelworkers union, and the Fed-
eral Government illustrates another type of
E&D innovative program. This program at-
tempts to show how persons with very little ed-
ueation can, with proper training, be employed
in or upgraded into responsible industrial jobs.
Under a contract between the Office of Educa-
tion and the Board of Fundamental Education
(a nonprofit educational institution), 1,600
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CLASSROOM ON WHEELS: A miniaturc garagc on
wheels visits 14 vocational schools in Connccticut to
offcr training in auto motor tuncup. Manncd by tico
certified instructors, the unit offcrs day courscs for
cntry-level trainees and cvening rcfresher courses.
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steelworkers are receiving adult basic education
as o step toward qualifying for further training
and job opportunities.

A training project at Marshall, Mo, to im-
prove the skills of farm workers resulted in good
pay and steady work for some 300 unskilled
Missouri migrant agrienltural workers. The
trainees had been earning less than $1,000 a year,
many of them living with their families in
dilapidated shacks. After taking the 24-week
course, trainees were paid an average of $200
a month and employers provided a modern home
to live in, two butchering hogs, a milk cow, 20
lnying hens, a side of beef, and a piece of land
for a garden, Some trainees also get a commis-
sion on milk marketed by their employers, The
MDT.A farmhand training project provides in-
struction in the feeding and care of livestock,
farm machinery operation and repair, seedbed
prepavation, planting, care, and harvesting of
crops, and general maintenance. Practical train-
ing experience is provided on 20 cooperating
farms in Saline County for 16 weeks, following
8 weeks in shop and classroom work.

Improving Basic Education

The basic education program of the Detroit
public schools is supplementing the more tradi-
tional approaches to adult-education with newly
created and adapted materials and devices—for
example, the writing of original texts geared
specifically to training and the work and home
lives of students; adapting presently written
materials to the reading levels of the prospec-
tive students; and constructing automatic elec-
tronic devices which, through programed tapes
and individualized answering apparatus, will
support the reading efforts of students. Such
devices supply the occasional seclusion that
many shy and sensitive adults require when re-
entering a formal educational environmnt. The
use of such new and different equipment proves
quite successful in altering the student’s previ-
ous concept of school and provides immediate
support and direction as he responds, correctly
or incorrectly, to the work.

The manpower instructors in Hawaii’s dis-
tributive and clerical training program have
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developed several units of study which correlate
the basic education teaching activities with
those in job training. This has been done in
depth, lesson by lesson, and has proved quite
effective in the short, concentrated manpower
programs, The basic education instructor can
prepare trainees for the lesson or units that
are being taught in skill training. The occupa-
tional instructor, in turn, reinforces the learn-
ing that takes place in basic education.

Flawaii's manpower program has also tuken
a new approuach to assure successful placement
of truinces on jobs. Because the employment
service's placement counselors do not recruit or
refer to training, they usually have no contact
with trninees until training is completed. A new
program provides conferences between employ-
ment. service and MDT counselors and instruc-
tors at intervals during training so that the
problems and progress of the individual trainee
an be discussed and noted by the placement
counselor, The type of job the trainee is capable
of filling is determined jointly, and during the
last three weeks of training, a unit is conducted
on “How To Get a Job.”

The A. I. Prince Technical School Annex in
Hartford, Conn., has broadened the concept of
busie education for some 200 trainees to include
prevocational exploratory training and job
orientation. The trainees, most of whom are
Spanish-speaking, are interviewed and coun-
seled individually to help them choose wisely
among the available training programs. They
may even attend classes for a trinl week in a par-
ticular program. Instructors concentrate on im-
proving work attitudes, grooming, attendance,
and fluency in English. (Four language experts
are on the staff as counselors and instrrctors.)
Since many of these trainees are ignorant of
available medical facilities and why they should
rely on them, a great deal of medical self-help
instruction is included in the curriculum.

Serving Veterans

Project Transition was designed to offer sup-
plemental training tc servicemen who have 6
months or less to serve in the Armed Forces,
to prepare them for civilian occupations. Pro-
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grams have been set up to offer training in ap-
pliance repair, deafting, industrial electricity,
welding, data processing, and computer pro-
graming. During 1967, a pilet project served
424 trainees at Fort Knox, Ky., and 32 at the
Sun Francisco Naval Base. Programs have also
been offered through post offices near both bases.
Training is scheduled to begin during 1968 at
Camp Lejeune, N.C',, and Randolph Air Force
Base, Tex.

Late in fiscal year 1967, another nationwide
project to meet the needs of returning service-
men was initinted. Project REMED, sponsored
by the Department of Health, Education, and
Welfuve, the Department of Defense, the Vet-
cvans’ Administration, and the Department of
Labor, encourages former servicemen who have
been trained in health occupations to continue
their education in the health field or to enter
civilinn health jobs, The role of the Office of
Education is to stimulate colleges and universi-
ties to set up special training programs in the
health ficld and to develop literature which will
encourage veterans, on discharge from service,
to look into such opportunities. The Office of
Education also encourages State departments
of education to work with other State agencies
in disseminating informatior. about available
health programs. The States are preparing di-
rectories of training opportunities in health oc-
cupations at all lev :s. These directorics will be
used by State employment service, vocational
rehabilitation agencies, and public health co-
ordinating units in guiding veterans,

Training Law Enforcement Recruits

In Springfield, I11., the first class of Spanish-
speaking police prerecrnits was graduated in
August 1967. Al passed the civil service exami-
nation and the physical examination required
to enroll in the police academy to become police
officers. .\ similar program in New York City
was established to recrnit 1,000 police cadet
trainees from the minority groups. Puerto Rican
youth comprised a sizable number (25 per-
cent) of the 325 that have been enrolled. The
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graduates are eligible to take the test for patrol-
men. Many have been placed as narcotics cor-
rections officers, patrol wagon operators, and
apuartment house security officers.

A l-year program in Los Angeles to train
minority group members as patrolmen has grad-
uated 50 men to jobs in police departments in
the city and nearby towns.

WELCOME TO THE FORCE: MDTA trains Spanish-
spcaking police recruits.

Training in Correctional Institutions

One of the early MDTA training projects at
correctional institutions continued in operation
in the prison in New Castle County, Del. A 34-
week course trains adult inmates for the large
number of welding jobs that are available in the
arca. Welding is taught by a welder with 24
years of experience. A retired high school prin-
cipal teaches English skills, public speaking,
and good citizenship. Of the first class of 14
graduates, two made news by turning down an
carly parole to finish the course. In a second
class, 18 trainees were certified by the American
Welding Socicty and placed on jobs in the weld-
ing field at an average wage of $2.72 an hour.
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The Rikers Island Correctional Institution in
New York set up a prevocational training pro-
gram for inmates which terminates when they
are relensed. The trainees are then referred to
specific occupational training programs else-
where in the State or, in some cases, directly to
jobs.

Twenty inmates of the Federal Correctional
Tnstitution in Danbury, Conn., participate in a
release program to receive training as produc-
tion machine operators, cook-chefs, and elec-
tronics assemblers. The projects are conducted
as part of the regular State MDTA program de-
signed for disadvantaged unemployed or under-
emiployed persons in the community. The en-
rolled inmates leave the prison with coffee and
lunch to spend 6 hours a day at the Henry Ab-
bott Regional Vocational-Technical School,
where they are treated like any other manpower
traince. After completing training, the in-
mates—most of whom have less than 6 nonths
to serve—are placed on jobs in local industries.
A small part of the salary they earn is paid to
the prison for their room and board, but most
of it is saved for them until they are released.

Project First Chance in Columbia, S.C., pro-
vides basic education and vocational training
during the last year of incarceration for prison-
ers of the South Carolina State Department of
Corrections. Halfway houses are utilized for the
last 3 months to help prisoners readjust as much
as possible to life in society. This project has
been developed in conjunction with State offi-
cials in several public agencies. Plans are being
developed to make it part of the regular prison
project.

A cooperative effort with the Georgia De-
partment of Corrections has resulted in a proj-
ect in Buford’s State Corrections Institution
for 200 first oftenders. Occupational training in
five areas—welding, drafting, auto mechanics,
bricklaying, and building maintenance—is com-
bined with indepth counseling and guidance
and the development of language, reading, and
math skills. Youths between the ages of 16 and
95 who are first offenders in other correction
centers and work camps are transferred to this
training and development center if sclected for
training.

Helping Older Workers

Experimental or pilot projects aimed at deal-
ing with the specific problems of another tar-
et group—the older worker—have brought out
a need for certain kinds of teachers, methods,
schedules, and materials. The “job family” ap-
proach to training has been widely used in man-
power programs for this group—for example,
training for clerk-typist begins with filing and
then proceeds to more complicated skills, allow-
ing the trainee to advance as fast and far as
his experience and ability will permit.

The older worker often shares with other dis-
advantaged persons a need for basic education.
A few pilot studies this year have made use of
the multioccupational training program (pat-
terned after MDTA programs developed for
youth) which combines supplemental services
with training opportunities.

The pioneering efforts of officials of the Cin-
cinnati Public Schools provided a practical
answer to the shortage of skilled people for
the Cincinnati machine tool industry. Thirty
unemployed men, aged 45 years or older and
with sixth grade education or less, were en-
rolled in the institutional phase of a training
program to become engine lathe setup oper-
ators. The teacher was selected on the basis of
training, education, maturity, and empathy for
older, disadvantaged men. The classrooms and
facilities of a programed learning and mate-
rials center, as well as a well-equipped ma-
chine shop in a technical adult high school,
were available for basic education and work
training. Twenty-one trainees completed the
course, improved their reading ability, and went
on to finish on-the-job training. In May, all 21
graduated from the 18-month program and
took jobs in the city’s machine shops. All these
trainees, whose average age was 55 years or
more, had received welfare payments, and one
had not worked a single day in the previous 17
years.

Aiding Rural Workers

The problems of technological unemploy-
ment among the unskilled are not confined to
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the cities. In rural areas, too, and especially on

the farms, machines and modern technology

demand greater performance by farm and rral

workers.

The success of farm management classes in
Yorkville, Tenn., led one school superintendent
to institnte n manpower program under the
State's regnlar vocational agriculture program

to provide continuing instrnction for farmers.

Most of the trainces who completed the MDTA
course are still living on farms and report that
their net worth has been increased as a resnlt of
training. Some have obtained extra jobs, and
many have put farm earnings back into land,
livestock, or equipment. One trainee reports,
“Tt taught me to use a pencil to see where I was
making money and where I was losing it. I can
go to a feed, seed, or fertilizer dealer and tell
him what I need instead of asking him.”

E)

To inercase carnings for rural workers, MDTA offcrs
e varicty of management and skills programs.

I S S AT

Another farm management course, at the Sta-
ples Area Vocational School in Minnesota, has
andopted a family approach for residents of the
surronnding agricnlfural community. Eighty
farm families are participating in classes held
in three stages of farm management, which in-
clude instrmetion in current farm practices and
agrienltural sciences, economic principles, and
decisionmaking processes. The Minnesota Farm
Lecount Book is used, and the trainees hecome
acquainted with analysis of farm records of the
aven. The instructor works very closely with the
farm family until it is able to make sound de-
cisions on its own or with the help of resource
people.

The Staples Area Vocational School has also
trnined 20 farm equipment mechanics. This
MDTA course offers the only public school pro-
gram for heavy equipment operation and main-
tenance in the upper Midwest.

Other programs are designed for persons liv-
ing in rural communities whose limited skills
on the farm have been replaced by machines.
Eighteen hard-core unemployed men in Bell
County, Ky., were trained as building main-
tenance men, receiving instruction in carpentry,
plumbing, electricity, and painting. The men re-
ceived experience in every phase of building by
constructing a house from start to finish. They
worked on an “economy house,” which had been
designed by Berea College and the University
of Kentucky for the Appalachian region to be
within financial reach of the average family in
southeastern Kentucky. The manpower pro-
gram furnished the tools. After completion, the
house was left vacant for several months to en-
courage visits from interested residents of the
area, and the trainees prepared a list of the
materials and costs involved for use by anyone
planning to build such a house.

Project SEESAW (Specinl Extension Edu-
cation for Secretarial and Agricultural Work-
ers) provides men and women of four isolated
yural parishes in southern Louisiana with basic
education, job skills, and personal development
guidance that enable them to get and hold jobs.
Three training centers—two for 90 women
lenrning secretarial skills and one for 60 men in
welding and mechanical skills—were set up by
the Institute of Human Relations of Loyola
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University in New Orleans. After 6 months of
training, 134 were gradnated—a remarkable
feat, considering that for most of the enrollees,
this meant getting np before 6 a.m,, traveling as
much as 60 miles, meeting a grueling schedule
of classes from 8 wan. to 4 or i pan., and getting
back to their families about 8 p.n. For some, the
trip to school was the longest they had ever
taken.

One of the training centers was purposely lo-
cated in a suburb of New Orleans to get the
women into the habit of commuting from their
outlying communities, as they would have to do
once they got jobs in the city. The girls’ pay
after training averaged $300 a month. One
Negro girl who had dropped out of school in
the 10th grade and had worked as a maid for
$80 a month now earns $410 a month as a recep-
tionist at an aireraft company. In some cases,
secretaries who have been placed are the first
Negroes in their offices. The men, most of whom
had known only seasonal work in the sugarcane
industry for about 90¢ an hour, are getting a
median wage of $2 per hour, and some are mak-
ing 8250, During training, connselors and coun-
selor aides were available for individual sessions
with each trainee every 10 days, and group ses-
sions were held frequently. Counselors worked
to build morale and instill self-confidence,
visited the homes of trainees who seemed likely
to drop out, and even acted as marriage coun-
selors. Tn the men’s center, a woman counselor
organized a group of the men’s wives, who meet
regularly for films and discussions on such sub-
jects as early marriage, personal health, and
sewing instruction.

Learning by Doing

The failures that have previously plagued in-
dividuals enrolled in manpower classes are a
good indication to innovative instructors that
learning i an academic classroom situation is
seldom enough for these people, especially those
with low reading and comprehension skills, The
manpower trainee needs supervised experience
in doing what will be expected of him when he
gets a job.

48

The instructor of a marketing-retail class at
the Manpower Training Institute in Ogden,
Utah, for example, believes that the best way to
learn how to run a grocery store is to do it. His
15 students set vp a grocery store, with mock
products: they stock the shelves, keep the books,
check out customers, and order merchandise.
The students manage a complete bookkeeping
system: the books are closed once a month, so
that the class gains experience in preparing busi-
ness reports, finaneial statements, and other re-
lated work.

TTome builders training programs are in op-
cration on the Fort Berthold and Turtle Moun-
tain Indian Reservations in North Dakota. One
hundred and twenty men, many of whom are
over 45, specialize in carpentry, masonry, elec-
trical work, plumbing, or heating. They put
into practice what they learn in the classroom
by building homes on the reservations. Since
most of the trainees lack any previous work ex-
perience, the program stresses proper work
attitudes and attention to the requirements of
the work situation. For their work in the class-
room and on the homes, trainees receive credit
as journeymen, and can use FHA financing to
purchase the homes they have built. It is antici-
pated that most of the trainees will obtain regu-
lar work in the rapidly developing home con-
struction industry on and off the reservation.

Training in Spanish

Many manpower programs have provided
training opportunities for Spanish-speaking in-
dividuals, particularly in southwestern States,
but also in Spanish-American communities of
other States. Illinois has developed several proj-
ects for members of the Spanish-speaking pop-
ulation of Chicago, including occupational
training in electrical assembly and wire solder-
ing. Instruction is offered in both English and
Spanish, and special efforts are made to teach
the underprivileged trainees to pass aptitude
tests,

In an upgrading program for professional
workers, 10 exiled Cuban optometrists were en-
rolled in o 2-year program to prepare them for
New York State licenses.




Mentally Retarded Trainees

Several manpower projects have been devel-
oped specifically to serve mentally retarded
trainees. The largest of these was developed
through a direet contract between the Office of
Education and the Davis Memorial Goodwill
Industries of Washington, D.C. During 1967,
its second year of operation, training opportuni-
ties were provided for more than 125 persons.
Though most of these people are still in training,
about 20 percent have been placed in employ-
ment outside the sheltered workshop.

Minnesota has conducted four projects for the
mentally retarded. Training is conducted in area
vocational schools and State hospitals at Fari-
bault, Cambridge, and Brainerd and at the
State school in Owatonna in the occupations of
nurse aide, food service, and housekeeping. One
ase of particular interest is a 57-year-old man
who had spent all but 10 years of his life in an
institution. He completed training and was em-
ployed as a kitchen helper, receiving $53 in
take-home pay every 2 weeks. The project at the
Owatonna State School was especially designed
for youth 17-19 years old. None of those who
completed the project and found jobs returned
to the school. Their salaries ranged from 60c per
hour plus room and board to $2.50 per hour.

Experimental and Demonstration
Programs

Between 1962 and 1965 it had become clear
that many trainees required more than skill
training or basic education in order to become
employable. The special programs authorized in
the 1962 act for testing, guidance, counseling,
and referral of youth were used to explore dif-
ferent training conditions and techniques. They
wete not primarily concerned with training as
such, but rather with mobilizing environmental
factors to aid in training. Their success led Con-
gress in 1965 to amend the Manpower Develop-
ment and Training Act to authorize the program
to move “aggressively and imaginatively with a
variety of experimental and demonstration
projects.” The Secretary of Labor and the Sec-
retary of Health, Education, and Welfare have

since worked closely together to sponsor inno-
vative projects aimed at improving the perform-
ance of such special population groups as young
worlkers, women and older workers, members of
minority groups, residents of depressed areas,
and persons with poor education or motivation
for work.

A high proportion of the unemployed and
underemployed were early dropouts from school.
Some of these may lack the inherent capacity to
learn, but the experience of many training pro-
grams in recent years is that the learning po-
tential of many school dropouts is not measured
by their school achievement. They may have
learning handicaps which cannot be handled in
a class of 40 or 45. They may have come from
families or segments of society so steeped in
poverty and frustration that the effort to learn
did not seem worthwhile. Or they may have had
physical or other problems which interfered
with their ability to learn. For such reasons,
they dropped further and further behind each
year until they finally reached school-leaving
age, or else they created so many problems in
class that they were allowed to leave even sooner.

Also among the unemployed or underem-
ployed group is the psychological dropout. He
may have gone through school with his age
group, passing from year to year and even
finishing high school, despite performance well
below grade level. Some manpower trainees
have been found to be performing at fourth or
fifth grade reading and arithmetic levels, even
though they nominally completed high school.

Experimental and Demonstration (E. & D.)
programs have developed a number of successful
ways of involving such trainees in the training
process, Qutreach and counseling for placement
in training have been developed in recognition
that many disadvantaged persons are discour-
aged by the very idea of school and training.
Counseling and job orientation are also used to
show trainees that the training effort is worth-
while, and that their present condition can be
improved. Personal counseling and guidance are
helpful with many trainees who are adults with
heavy responsibilities. For these, a sudden ill-
ness, the need for child care, or a legal matter
can result in failure to come to class or a feeling
that it is hopeless to try to finish. The E. & D.
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programs have also demonstrated the value of
diagnosis, both of physical defects and of read-
ing deficiencies, to identify the nature of any
learning problems and point the way to remedia-
tion,

About 80 percent of the participants in E. &
D. projects have been minority persons, nine out
of 10 of them Negro. The others have been
mostly Puerto Rican or other Spanish-speak-
ing individnals, plus a few Indians, Orientals,
or others. Improving the employability of mem-
bers of these racial minorities is a complex un-
dertaking. It involves work with the individual
to give him the training he needs to escape from
his submerged social and economic status, and
work with the community to eliminate the dis-
crimination and prejudice which have contri-
buted to his lack of qualifications. In many
instances it also involves dealing with a language
handicap.

A training and technology program conducted
in Oak Ridge, Tenn., was designed to demon-
strate the use of industrial and university re-
sources in narrowing the gap between the
industrial skills needed and the capabilities of
the workers available. The project uses the re-
sources of the colleges and universities near
Oak Ridge, the Atomic Energy Commission,
and a major industrial company. These organi-
zations offer advanced training in physical test-
ing technology, glass fabrication, mechanical
engineering technology, machining, welding,
and electronic technology. Persons eligible for
training are mainly underemployed workers.
The experiment involves the cooperative use of
company, university, and Government resources
to train and motivate employees, assess curricu-
lum development, and improve teaching
methods and guidance and other services. The
program is being successfully demonstrated in
Tennessee, with a very high placement rate.

Several projects were in operation during the
year in the Nation’s correctional institutions to
prepare inmates for jobs upon release. Project
Challenge, an experimental and demonstration
project at Lorton Reformatory in Virginia,
trained 170 prisoners, aged 17-25, all sentenced
under the Youth Corrections Act, for jobs in
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seven occupational fields—automotive services,
barbering, building services and maintenance,
food service, clerical and sales work, interior-ex-
terior painting, and welding. VISTA volunteers
participated in the project in a variety of activi-
ties, serving as tutors, counselors, and discussicn
leaders. This project expired in 1967, and plans
are being made by prison officials to make it part
of the regular prison program.

The experimental and demonstration project
at Draper Correctional Institution in Elmore,
Ala,, has utilized a volunteer college corps to
work individually with inmates.

Opportunities Industrialization
Centers

The Opportunities Industrialization Centers
are experiments in self-help for disadvantaged
unemployed, operated in ghetto areas with com-
munity and Federal support. Institutional
training funds are being provided to such cen-
ters in 17 cities.! Representatives of the poor
serve on advisory committees with local busi-
ness, industrial, and community leaders to voice
the problems and hopes of the disadvantaged.
Working together, the committee members ad-
vise on curriculum, equipment, and placement.

Trainees begin with orientation and testing
which is followed by a “feeder” program of
courses in basic skills and a continuation of
guidance, testing, and prevocational orientation.
The latter includes sessions for grooming and
personality development, family planning and
economics, civic responsibility, and minority
group history.

Students then enter full-time skill programs
in many centers staffed to offer day or evening
classes to trainees who are heads of families.
Various skill courses are offered to meet local
training demands.

t Los Angeles and Menlo Park, Calif.; Roanoke, Va.; Har-
risburg. Erie, and Philadelphia, Pa.; Oklahoma City, Okla.,
Seattle, Wash. ; Washington, D.C.; Little Rock, Ark.; Omaha,
Nebr.: Milwaukee, Wis.; Cincinnati, Ohio; Minneapolis,
Minn. ; Camden, N.J.; Dallas, Tex.; and Jacksonville, Fla. A
number of additional OIC's are participating in concentrated
employment programs in several major cities.
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VI EVALUATING TRAINING

Evaluating the manpower training program
is & mandatory responsibility of the Secretary
of Labor and the Secretary of Health, Educa-
tion, and Welfare. Responsibility for evaluation
also rests with the States and with project
officials.

A data reporting system was established at the
beginning of the program to provide current
management data and the basis for continuing
systematic research and analysis. Data are avail-
able on the numbers and personal characteristics
of trainees, their economic status, the kinds of
training in which they are engaged, the numbers
completing training, extent of placement in jobs,
their posttraining job experience, and the costs
involved. These data show the effects of program
changes over the years and provide substantial
information for current operating purposes as
well as for program planning and evaluation.

Efforts to make the manpower data even more
comprehensive and responsive to management
needs have been under way during recent
months. The revision includes redesign of forms,
reworking of instructions to the offices which
report the information, and improvement of the
data processing system. These changes will im-
prove the quality of the data and make them
available more promptly and completely to
operating and analytical staffs.

Additional efforts are also being made to de-
termine the best methods of obtaining other
needed data. For example, little information is
currently collected on the family background of
trainees; little is reported on the effect of
counseling or other types of supportive services;
and too little is known about the effectiveness
of teaching. These efforts include establishment
of criteria to give better measures of progress
toward program goals and improve the measure-
ments used in applying these criteria.

The institutional training program has grown
steadily since 1962. In 1963, the first calendar
year of training, 57,400 trainees were enrolled.
The number grew to 104,000 in 1964 and passed
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the 168,000 mark in 1967. The number trained in
1967 exceeds the number set forth as a target by
the President, and is an indication of the accept-
ance of the program by both trainees and em-
ployers. The growth in part reflects the large
number of trainees enrolled in projects funded
out of previous years' appropriations,

Available data on job and training needs
clearly show that all manpower programs taken
together are still far too small to solve the prob-
lems of unemployment, underemployment, and
inadequate job training. One of the leading man-
power analysts in the Nation points out ' that
all remedial programs for the disadvantaged,
of which the manpower training program is only
one, enroll an average of only 300,000 people
at any one time. But in 1967, 3 million people
were unemployed, 15 percent of them for 15
weeks or more. About 1.3 million looked for but
did not find any work; 1.3 million males between
25 and 64 did not look for work; and more than
5 million persons worked for less than the Fed-
eral minimum wage. The training program
totals are too small to make any serious inroads
on these figures. Perhaps even more serious is
the number of people being added every year to
the pool from which manpower trainees are
drawn. Each year 30 percent of all students
leave school before graduation from high school.
To this number must be added another group
of unknown size who are graduated from high
school without having attained 12th grade per-
formance levels.

During the nearly 6 years of the program’s
existence, emphasis has shifted to different as-
pects of the goals. As the unemployment rate
has dropped, relative success has been registered
in the original goal of retraining adults dis-
placed by technological change and mechaniza-
tion; at the same time, the competitive disad-
vantage suffered by other population groups
has become more obvious. Congress has changed
the Jaw to emphasize other goals in the light of
these changes, and administrative rulings have
also shifted program emphasis.

! Mangum, Garth L., “Evaluating Federal Manpower Pro-

grams.” Paper delivered Lefore Industrial Relations Research
Association, Washington, D.C., Dec. 28, 1967.
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A MEASURE OF SUCCESS: MDTA skill centers
cffectively train the disadvantaged.

Youth unemployment, recognized by Congress
in the 1963 amendments, was the target of one
of the earliest program redirections. Since then
the plight of the unemployed among minority
groups, in rural depressed areas, and in central
city ghettos has become a matter of increasing
concern. In response, the manpower program
has devoted more of its efforts to finding and
training those who are competitively disadvan-
taged in finding jobs. This also requires locating
jobs whose basic prererjuisites for training can
be met by disadvantaged persons.

Measuring Progress

While the general improvement in employ-
ment is undoubtedly due in some part to the
success of manpower training, so many other
factors are involved that it is impossible to iso-
late the influence of manpower training. The
effectiveness of the program is more adequately
measured by the extent to which the program is
reaching the disadvantaged, the proportion of




trainees who complete the course in which they
envolled, the success of job placement, the in-
crense of posttraining earnings over previous
levely, and similar measuves of specific parts of
the program.

The discussion of trainee characteristics pre-
sented in Chapter T showed general increases
in the numbers of disadvantaged tininees
served, particularly since fiseal year 1965, and
in their proportion of total enrollment.

The extent to which trainces finish their
course of training is one measure of the suc-
cess of the program. Presumably, if most of
the people in the class complete their training
or leave early to take a job, they have learned
a skill and are job-ready. If, on the other hand,
relatively few complete, the course may have
been organized poorly, or the outlook may
have worsened so that the trainees are discour-
aged, or some other factor may be respensible,

The proportion of completers who showed
some evidence of disndvantage rose somewhat
between 1966 and 1967. An increase of 900
from 1965 to 1966 in the actual number of com-
pleters with 8 years or less of schooling repre-
sented a drop from 16 to 13 percent of the total.
However, in 1967 the proportion in this cate-
gory rose again to 15 percent. For the same
vears, a steady increase has occurred in both
the numbers and proportion of students with
9 to 11 years of schooling. In 1965, 24,700
completers (30 percent of the total) had 9 te
11 years of education. In 1966, 33,300 (31 per-
cent of the total) were reported in this category.
By 1967, the same group had risen tc 35 percent
of the total.

Nonwhites accounted for about 31 percent
of all completers in 1965 and 1966. The actual
number of nonwhites who completed institu-
tional training in those years, however, in-
creased by almost 9,000—from 24,300 in 1965
to 33,200 in 1966. In 1967, the proportion of
nonwhite completers to all completers rose to
36 percent.

The number who leave the course early is
also 1 measure of the project’s success or failure.
It is less than exact, however, because many
people leave for reasons beyond the control of
the project, and no program changes would
persuade them to stay. Some leave because of

ill health, or because they move out of the
avea, or because they cannot get day care for
their children. Some leave to take jobs; if the
job is in the general field of training, this
termination is regarded as a successful comple-
tion. The objective of training has been achieved
at lower than expected cost.

During 1967 about 14 percent of all trainees
left before completion of the course. The rate
is slightly lower in on-the-job training than
in institutional training. Although the reasons
for the lower OJT rate are not fully clear,
they appear to include differences in report-
ing practices as well as program factors. A
study is currently under way to clarify the
differences. Poor attendance is the chief rea-
son for early termination, accounting for 24
percent of the dropouts. Another 12 percent
were attributed to “lack of progress,” “in-
ability to adjust to training,” or “loss of in-
terest.” Because the program is leaning so
heavily toward the disadvantaged, it is impor-
tant to get at the causes behind these reasons,
so as to start remedial action. It is necessary to
know not only that attendance was spotty or
progress poor, but also why. Where poor at-
tendance is the result of inadequate day-care
arrangements, for example, some sort of re-
medial action might permit the trainee to at-
tend class and also make it possible for him to
take a job on completion. Where poor health
is the cause, medical attention may make the
difference between completing or dropping out
of class. To the extent that failure to progress
reflects the trainee’s inability to do the work,
greater support for remedial reading, or pro-
vision for teacher aides, allowing more individ-
ual attention from the instructor, might be
warranted. Much is already being dore to im-
prove manpower training to meet student needs,
and additional resources are being organized
to breach the barriers to training success.

A study of early terminations is under way
as this report is being prepared. Conducted by
the Department of Labor and the Department
of Health, Education, and Wel re, the study
is expected to provide some of tie information
needed. Also, the revision of the MDTA data
reporting system currently in process is ex-
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pected to provide more accurate, detailed, and
prompt information on the causes of early term-
ination, which will permit prompter and more
effective remedial action.

From Trainee to Employee

Placement in jobs after training is one of the
most important measures of program success.
About 76 percent of all trainees were placed in
jobs in fiscal year 1966, and about 72 percent in
fiscal year 1967. The placement rate is higher
for on-the-job than for institutional training,
largely because the data include not only new
hires but persons already empleyed who are be-
ing upgraded. These rates refer to placement in
any type of job, whether or not it is related to
training. Although a training-related job is the
real program goal, for many trainees who must
be extensively coached in appearance, attitude,
and good work habits, placement in any kind of
job is a real achievement for the inanpower pro-
gram.

The proportion of enrollees placed in train-
ing-related jobs is about 77 percent of the num-
ber placed in all jobs. That is, more than three
out of every four of the trainees who get jobs
are placed in fields related to their training.
The placement figures vary according to the
characteristics of the trainee group. A special
set of tabulations prepared by the Department
of Labor in 1967 showed that in 1966, 68 per-
cent of the white completers and 55 percent of
the nonwhite completers placed got training-
related ‘obs, as compared with 60 and 49 per-
cent respectively in 1965.

Level of scliool attainment before manpower
training is apparently closely related to the
placement of trainees after completion of train-
ing. The placement rate for completers with
12 years or more of schooling was 67 percent in
1966; for those with some high school educa-
tion, 59 percent ; and for those with 8th grade or
less, 52 percent. While those with 12 or more
years of schooling were placed more readily
tuan those with less than 8th grade, placement
of one out of two disadvantaged persons in
training-related jobs speaks well for the success
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of training and placement efforts in the pro-
gram,

Over 37,000 institutional trainees who com-
pleted training before April 1966 were fol-
lowed for a year after the end of training to
find out how many were employed and for how
much of the year they had worked. Of the to-
tal, 83 percent were employed, 11 percent were
unemployed, and 6 percent were neither work-
ing nor looking for work. The results for spe-
cific groups vary somewhat from these aver-
ages, ranging from 87 percent employment for
all males to 79 percent for all fems.'es, for heads
of families, and for workers with 8th grade
or less of education. Of those who had jobs,
four out of five had worked for more than 9
months in the year. The employment figure
for speciiic groups ranged from 84 percent for
whites to 80 percent for all nonwhites and 81
percent for both sexes over 44 vears of age.

Increasing Earnings

Manpower training has demonstirated its
value in increased trainee earnings. The fol-
lowing table shows a percentage distribution
of earnings in the 12 months following training
for all institutional trainees since 1962.

Over half of all trainees made less than $1.50
an hour before training; after they were
trained, over two-thirds made $1.50 or more.
For nonfamily heads, similar changes were evi-
dent, though earnings were at lower levels.
Two-thirds of these had pretraining earnings
of less than $1.50, while after training 63 percent
earned over $1.50. '

As evidence of the upward mobility of man-
power trainees and the success of training in
jobs offering advancement, the proportion of
those earning $2 or more per hour after train-
ing is significant. Of the employed completers
who reported earnings after training, 37 per-
cent were making $2 or more per hour, as
against 22 percent before training. The same
figure for male completers rose from 33 to 53
percent, and for females from 10 to 17 percent.
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Table 3.—Percent Distribution of Straight-
Time Average Hourly Earnings of Em-
ployed Completers from Institutional
Training, by Last Regular Employment
Prior to Training and at Time of Last
Contact (Within 12 months After Com-
pletion), United States, Cumulative
Through January 1967

Total Family heads| Nonfamily
heads
Straight-time average
hourly earnings !
Pre- | Post- | Pre- | Post- | Pre- | Post-
train- | train- | train- | train- | train- | train-
ing ing ing ing ing ing
Total.......caune--. 100 100 100 100 100 100

$.50t0$1.49..... ... ... 856 33 48 2 67 38
$1.80t0 $1.09... ... .. ... 22 30 23 -] 21 34
$2andover........... ... 22 a7 29 4 12 29
Male:

$.50to $1.49... .. ... 43 21 36 20 57 23

$1.50t0 $1.90..... . ... 24 26 28 25 24 27

$2and over........... 33 53 39 55 19 49
Female:

$.50t081.49........... 2 47 7?2 46 n 48

$1.50 to $1.99.......... 19 37 20 a5 20 a7

$2and over........... 10 17 8 19 9 15
White:

$.50t081.49... . ..... 51 29 42 24 63 34

$1.50to $1.99... _...... 24 31 25 20 23 35

$2and over........... 28 40 33 47 14 30
Nonwhite:

$.50t0$1.49........... 68 43 64 39 7% 58

$1.50to $1.99.......... 18 29 19 28 17 31

$2and over........... 14 27 17 31 8 21

1 Includes only those reporting earnings in both time periods.
NOTE. Percent may not add to 100 due to rounding.

White workers showed a large gain, from 25
percent with hourly wages over $2 in the pre-
training period to 40 percent after training.
Nonwhites’ earnings were much lower before
training, when only 14 percent made as much
as $2 per hour, but the proportion nearly dou-
bled after training, going to 27 percent. The
proportion of single persons earning $2 and
over more than doubled. These are impressive
changes, the more so because young workers
and older workers, whose wages are likely to
be low, together make up about half of the
total.

The data on trainee earnings show that com-
pleters have more stable employment and higher
earnings after training when compared with
their own pretraining experience and with con-
trol groups who have not been exposed to train-
ing. Completers of institutional programs in the
disadvantaged category still find it harder to get
jobs than other completers, but they do better
than those without training,

TRAINING FOR SKILL SHORTAGES: MDTA
trainee lcarns to process blood samples in certificd
medical laboratory assistant program.

Cost of Training

Approved budgets for manpower training
expenditures in the Department of Health, Edu-
cation, and Welfare, rose from $33 million in
fiscal year 1963 to $120 million in 1966; in 1967
they declined to $106 million. The funds are
divided among expenditures for instruction,
fixed charges, maintenance and repair, equip-
ment, and other costs. In each year the propor-
tion of the total devoted to instruction has
increased (from 58 to 64 percent over the pe-
riod). Fixed charges have tripled in their pro-
portion of the total, though they still amount
to only 12 percent. Maintenance and repair costs
have held at 1 percent for the past 3 years, and
other costs have risen from 9 to 16 percent of
the total. Equipment costs on the other hand
have declined sharply dropping from 27 percent
of the total in 1963 to 7 percent in 1967.

The average approved cost per trainee of in-
stitutional training in the leading occupations
is shown in the following table for fiscal years
1963 through 1967.
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Table 4.—Approved Cost, by Occupation

et £ g e T

Occupation 1967 | 1966 | 1965 | 1064 | 1963
Autobody repair. ... .| $1,235 | $1,081 | $1,008 | $1,127 | $1,183
Auto mechanic............ 1,252 L1114 1,17 1,32 1,208
Clerk, general office... .. . 732 529 560 619 301
Clerk-typist.... .......... . 659 524 532 399 423
Licensed practical nurse.....! 1,576 { 1,330 { 1,193 | 1,359 1, 066
Machine operator..... . .....! 1,008 931 889 097 727
Nurse’s aide/orderly.. ...... 317 202 158 192 123
Stenographer.......... ..... 723 660 588 608 857
Welder. ... _............. 871 848 042 096 884

The increase in approved cost per trainee for
nurse aide training was almost entirely due to
an increase in course length from an average
of 176 hours in 1963 to between 400 and 600
hours currently. The increases in the other
courses were at least partly due to the addition
of basic education in a number of projects. It
was not possible to separate it from skill train-
ing for this tabulation.

State Program Evaluation

The agreements between the Office of Educa-
tion and State contracting officers stipulate that
the States will evaluate their training and place-
ment work. Most States conduct onsite evalua-
tions of their projects to review organization
and management of the project and to assess
teaching effectiveness. State evaluation efforts
have also focused on where and how training
sequences should be adjusted to make them more
responsive to local needs. For this purpose, the
records of placement and followup are utilized,
and constitute a major tool of evaluation. Cur-
riculums are revised, training sequences
changed, courses shortened or lengthened, and
changes made in the equipment and facilities
used.

A number of States compare budgeted costs
with final costs to assess the accuracy of the orig-
inal estimates and to make needed adjustments
in the recycling process. This use of experience
to correct the original estimates is an important
aspect of management, which is being advocated
in all States.

Short-run vs. Long-range Success

The measures described here attest to the
short-run success of the manpower training pro-
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gram, within the limitations of available funds.
These measures also clearly indicate that the
program cannot be expected to meet the Na-
tion’s need for training of unemployed or dis-
advantaged persons unless it is drastically ex-
panded. Manpower enrollments could be dou-
bled if funds were available without significant
increases in current administrative and train-
ing capabilities. Some skill centers are cur-
rently operating at less than half capacity, and
other projects are also not full. Increases are
needed in the funds available for institutional
training; use of the skill centers should be ex-
panded, and emphasis should continua to be
placed on meeting the needs of the disadvan-
taged.

Additional Information Needead

While the data generally point to program
successes, they do not distinguish among the
successes of various parts of the program. They
do not indicate, for example, what part of the
general success is due to placement in training,
to the training itself, to counseling or suppor-
tive services, or to job placement or followup
after training. Thus, a trainee who gets a job
may owe it in part to an unusually good teach-
er of basic education, in part to sage counseling,
effective job placement, the availability of an
outstanding “coach” on his first job, or to a
fortunate combination of these. It would be
advantageous throughout the program if the
major factors responsible for success could be
identified and a means of measuring, even
roughly, the relative contribution of each could
be devised. This will require the inauguration
of a number of special studies, for which plans
are being developed. Work is going forward be-
tween the Department of Labor and the De-
partment of Health, Education, and Welfare,
to identify the major factors in success and to
work out means of measuring them. One such
joint study was done in the fall of 1967, and
another is under way as this report is written. It
is expected that other studies will be developed
and initiated in the current fiscal year.




APPENDIX A
STATISTICAL TABLES

Summary data: training opportunities, funds authorized, enrollment,
;l\‘f‘:tbrlnebn complet'ions

A-1. Training opportunities and Federal funds authorized under the MDTA,
by fiscal year and by program, 1963-68.

A-2. Training opportunities and Federal funds authorized under the MDTA,
by State and by program, cumulative August 1962-June 1967.

A-3. HEW approved training budget categories for Federal funds authorized
under the MDTA, by fiscal year.

A-4. Estimated MDTA trainee enrollment, completion, and employment, by
State and by program, cumulative August 1962-December 1967.

Selected characteristics of trainees enrolled in

Institutional projects:

B-1. Cumulative to date and for each calendar year, 1963-67.
B-2. By sex, cumulative to date and for fiscal years 1967 and 1966.
B-3. By age, 1967 and 1966.
B-4. By years of school completed, 1967 and 1966.
B-5. By race, 1967 and 1966.
B-6. By State, 1967 and 1966.
On-the-job projects:
B-7. By State, 1967 and 1966.
B-8. Cumulative to date and for each calendar year, 1964-1967.
Coupled institutional/on-the-job projects:
B-9. By sex, 1967 and 1966.

Trainees who dropped out of training

C-1. Selected characteristics by sex, 1967 and 1966.
C-2. Selected characteristics by age, 1967 and 1966.

Trainees enrolled in basic education

D-1. Selected characteristics by sex, 1967 and 1966.

D-2. Selected characteristics by State, cumulative through June 1967.

D-3. Labor force status, posttraining and pretraining hourly earnings of
basic education “graduates’ by sex and race, 1966.
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Table
Number

E-1.
E-2.

E-3.
E-4.

E-5.

G-1.

H-1.
H-2.
H-3.
H-4.

I-1.
I-2.

I-3.

Labor force status of persons completing training in 1966

Labor force status and posttraining and pretraining hourly earnings of
employed ‘‘graduates” by type of program.

Percentage of “graduates” through June 1967 having had some employ-
ment since training and the labor force status of persons completing
training in 1966, by State.

Labor force status and posttraining and pretraining hourly earnings by
sex and race.

Occupational group of training of persons leaving the labor force after
completion of training and reason given for leaving.

Posttraining hourly earnings of employed “grpduates” compared with
their last regular hourly earnings.

Rural vs. urban county of residence

Selected enrollee characteristics by type of county of residence, 1967
and 1966.

Trainees 45 years old or older

Selected characteristics by sex and years of school completed, 1967

and 1966.
Labor force status and posttraining and pretraining hourly earnings by
race and sex, 1966.

Trainees in health occupations

Selected characteristics by sex, 1967 and 1966.

Selected characteristics by State, 1967.

Health occupations enrollees by occupational goal and race, 1967.

Labor force status and posttraining and pretraining hourly earnings of
health occupation course ‘“‘graduates” by race and sex, 1966.

“Disadvantaged”’ trainees

Selected characteristics by sex and age, 1967.

Selected characteristics by States and percent of State enrollment
considered ‘“disadvantaged,” 1967.

Labor force status and posttraining and pretraining hourly earnings by
race and sex, 1966.
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Twte . Trainees referred to training courses on an individual bass

J-1. Selected characteristics by sex and age, 1967.

J-2. Labor force status and posttraining and pretraining hourly earnings by

race and sex, 1966.

Public assistance rectprents

K-1. Selected characteristics by sex and age, 1967.

Table A-1. Training Opportunities and Federal Funds Authorized Under the MDTA * by Fiscal
Year and by Program, 1963-68

Program
Fiscal year Total On-the-job
Institutional Other-than-
skill training
Total OJT (only) Coupled
Training opportunities (rounded to nearest
hundred):

Motal. .. . el 1,175,100 706, 800 414, 000 289, 500 124, 500 54,300
1068 .. e 135, 700 72,700 58, 500 30,000 28, 500 4,500
1067 - o e e 312, 000 132, 300 152, 700 98, 100 54, 600 27,000
1066 - o e e 314, 500 169, 200 122, 500 98, 700 23,800 22,800
1065, o e 233, 700 168, 900 64, 800 47,100 17,700 | oo
1064 .. e e 122, 900 109, 600 13, 300 PR 1) N N SN
1063, . . e 56, 500 54, 200 2,300 DA (1) I D F

Federal funds 2 (rounded to the nearest thousand):

Mota). .. oo $1, 370, 624, 000 | $1,106, 243, 000 $239, 802, 000 $120, 530, 000 $119, 372, 000 $24, 470, 000
1068, . . e 184, 671, 000 142, 414,000 41, 389, 000 16, 114, 000 26, 275, 000 868, 000
1067, . o e eeeaeian 346, 711, 000 240, 813, 0600 93, 713, 000 36, 776, 000 56, 936, 000 12, 185, 000
R 365, 104, 000 292, 642, 000 61, 035, 000 36, 611, 000 24, 424,000 11, 427, 000
b I 281, 585, 000 245, 049, 000 36, 546, 000 23, 810, 000 12,737,000 |. . ..o . ...
1064, .. e 140, 754, 000 134, 339, 000 6, 415, 000 6,415,000 |.. . .. ..o |oeeeaaoo.
D 51, 788, 000 50, 986, 000 802, 000 802,000 |.... o e afeceaee e ianaaaae

t Includes training opportunities for persons referred to institutional
and on-the-job training from experimental and demonstration projects
and funds authorized for their training. Does not include training oppor-
tunities for persons who received special services only nor funds au-
thorized to provide the special services. Funds authorized for special
services were as follows: fiscal year 1963—$2,919,000; fiscal year 1964—
$6,068,000; fiscal year 1965—$15,445,000. Beginning July 1, 1965, includes
authorizations for training opportunities and funds for redevelopment

293-354 O -68 -5

areas under sec. 241 of the MDTA.

2 Through Dec. 31, 1967,

3 Public Law 87-415, sec. 231, provides for non-Federal contributions
in cash or in kind of not less than 10 percent of the total cost for training
in institutional projects effective with the beginning of fiscal year 1967.

NoOTE. Detail may not add to totals due to rounding.

Sourcke. Office of Financial and Management Services, U.S. Depart-
ment of Labor.
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Table A-2. Training Opportunities and Federal Funds Authorized Under the MDTA, by State and
by Program,' Cumulative, August 1962-December 1967

(Funds in Thousands)
All programs Institutional On-the-job training Other-than-skill
training training
State or territory Total OJT (only) Coupled
Training | Total Training| Total Training | Federal
oppor- Federal oppor- | Federal | Training Training Training oppor- funds
tunities | funds? tunities funds? | oppor- Funds | oppor- Funds | oppor- Funds | tunities
tunities tunities tunities
Total......... 1,175,100 {$1,370, 624 | 706,800 |$1,106,243 | 414,000 | $239,902 | 289,500 | $120,530 | 124,500 | $119,372 54,300 $24,479
Alabama. .......... 18,100 21, 874 12,700 19, 027 3,900 2,368 2,900 1,443 1, 000 925 1, 400 478
Alaska. ... ...... 3,400 5,915 3, 300 5, 842 200 73 100 25 100 48 | feeeeeaas
Arizona............. 12,200 12,833 5, 900 9, 285 4, 300 2,845 2,100 1,253 2, 200 1,592 2, 000 702
Arkansas. .......... 10, 700 10, 444 5,800 8,710 4,900 1,734 4,300 1,372 600 362 |l
California........... 143, 200 165, 148 72, 300 127,173 64, 300 34,743 40, 300 16, 865 24, 000 17,878 6, 600 3,232
Colorado...ceeu-..- 9, 800 14,377 6, 200 11, 969 3, 600 2,400 2,100 993 1,500 1,416 |,
Connecticut . ... ... 25, 700 18,192 18,300 13, 40 7,300 4,893 4,800 2,177 2,500 2,716 100 59
Delaware.. .......- 2,800 2,730 1,500 2,332 1,200 398 1, 000 183 200 b 12 D P
District of Colum-
| /3 Y 16, 200 12,785 8, 300 7,287 5,900 3,613 4,400 2,326 !, 5§00 1,187 2, 000 1,984
Florida. ...ccoaneo.. 21, 900 23,307 16, 400 20, 528 5, 500 2,778 4,400 1,653 1,100 1,126 | e
Georgia............. 23, 500 23, 352 11, 600 15,677 9,900 6,604 6, 500 2,892 3,400 3,802 2,000 981
Guam. ............. 300 362 300 15 DR PRSPPI FPIRRRN PN SURSPRIRII FVSRIPIIY BRI B
Hawall............. 3,800 3,140 2,200 2,130 1, 600 1,010 100 133 1,500 Y i (R R,
Idaho.... .. ....... 2,100 3,524 1, 400 3, 007 700 518 400 270 300 U8 .. ).
Tllinots............... 74,100 04,115 47,400 75, 601 23, 700 16, 640 17, 000 8,096 6, 700 8, 544 3, 000 1,875
Indlana............. 19,900 26, 028 13,100 20, 898 6,800 5,129 3,800 2,363 3, 000 2,760 | ..o |eaeeaaan..
) (1) /. SO 10,100 16, 775 7, 200 14,753 2,900 2,022 1,500 724 1,400 1,208 |.eceeeoe]eaenas
Kansas. ...cceenn... 11, 600 15,678 6,200 14,218 §, 506 1,461 2,900 614 2, 600 847 |l
Kentueky........ .| 22,200 33, 453 15, 800 30,716 6, 400 2,738 5,800 2,255 600 483 | e,
Louisiana........... 21,800 19, 377 6, 500 14, 057 10, 300 3,985 8,300 2,762 2, 000 1,283 §, 000 1,334
Malne. ...oooooeueo. 12, 200 8,350 8,900 7, 40 3,300 1,116 2,900 692 400 24 ..
Maryland........... 19, 100 14,152 9, 700 10, 150 6, 000 3,393 3,800 1,276 2, 200 2,117 3, 400 609
Massachusetts......| 37,100 44,538 24, 900 36,182 8, 800 7,450 6,800 5,204 2, 000 2,246 3,400 906
Michigan........... 48, 600 70, 817 29, 700 56,988 15, 300 12,470 9,700 4,221 5, 600 8, 49 3, 600 1,359
Minnesota. ......... 18, 200 26, 229 13, 000 23,916 5,100 2,313 3,700 1,136 1, 400 1,177 | .o
Mississippi.......... 17, 600 25, 703 8, 800 20, 451 6, 300 4,983 3,900 1,717 2,400 3,266 2,400 269
Missouri............ 26,800 34, 603 17,400 27,329 6,800 6,336 3,700 1,721 3,100 4,615 2,700 939
Montana............ 3,800 5,304 3, 000 4,085 800 619 400 187 400 432 [ueeeee ]
Nebraska........... 6,800 10, 040 5,500 9,517 1,300 523 1,100 340 200 183 | e
Nevada............. 4,700 5,470 3,200 4,778 1,500 693 500 98 1, 000 [t 1 2 I P
New Hampshire.... 5,300 4,696 3,800 4,169 1,500 527 1,300 307 200 p...) I U P
New Jersey......... 49, 000 54,633 25,100 42,204 21, 400 10,728 18, 500 7,026 2,900 3,702 2,500 1, 611
New Mexico........ ~,900 5,477 3,400 5,133 500 M4 400 195 100 49 | )eiiaa
New York.......... 106, 400 148, 204 62, 000 121,318 42,400 5, 585 32,400 14, 564 10, 000 11, 021 2,000 1,300
North Carolina..... 21, 400 18,461 9, 300 14, 562 12,100 3,899 9, 700 2,277 2,400 1,622 ||
North Dakota. ..... 3, 800 6, 094 2, 600 6, 047 1,200 047 800 376 400 {7 W F
Ohto................ 51, 600 63, 469 35, 500 52,217 13,100 8,936 9,200 4,34 3,900 4, 612 3, 000 2,307
Oklahoma.......... 11, 800 11, 460 9, 000 10,137 2,800 1,323 2,200 1,137 600 -1 N N
Oregon............. 11, 400 11,827 7, 400 9, 590 3,800 2,222 2,900 1,465 900 757 100 15
Pennsylvania. ...... 66, 800 76,202 37,500 59, 866 23,800 13, 845 16, 500 6, 651 7,300 7,14 4, 600 2, 681
Puerto Rico........ 19,900 13,985 12, 200 12,351 7,700 1,634 7,700 1,617 ® ) ¥ PN F,
Rhode Island....... 4,300 5,508 3,100 4,743 1,200 766 800 450 400 316 |
South Carolina.....| 17,400 16,150 11, 700 14, 787 5,700 1,364 5,400 1,098 300 b )
South Dakota. ..... 4, 000 5,314 1, 600 4,093 2,400 1,221 2,000 526 400 (11 2 PN FN
Tennessee. ......... 24, 400 26, 029 12, 700 20, 234 11, 700 5,795 9,900 3,850 1,800 ) I 7Y 2 PR P

See footnotes at end of table.
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Table A-2. Training Opportunities and Federal Funds Authorized Under the MDTA, by State and
by Program,' Cumulative, August 1962-December 1967—Continued

(Funds in Thousands}
All programs Institutional On-the-job training Other-than-skill
training training
Total OJT (only) Coupled
State or territory
Training| Total | Training/ Total Training | Federal
oppor- Federal oppor- Federal | Training Training Training oppor- funds
tunities | funds? tunities | funds? G por- Funds | oppor- Funds oppor- Funds | tunities
tunities tunities tunities
Texas.. .- ooeeeeennn 41,100 $43,923 23,100 $31, 456 13,400 | $10,531 6, 400 $3,222 7,000 $7,300 4, 600 $1,937
L0£7:1 | JR 4,500 6, 663 3,300 5,893 1,200 769 900 559 300 P (1 1) R
Vermont............ 3, 400 4, 647 2,800 4,168 600 479 400 279 200 200 |oceeeee e
Virginia. . .......... 14, 500 14,280 10, 800 12,533 3,700 1,747 2,800 1,080 900 667 |,
Virgin Islands. . ... 800 307 800 290 ) 17 @ ) 8 DR PR PRI S
Washington.__....... 24, 200 21,152 19, 600 18,523 4, 600 2, 629 3,300 1,420 1,300 1,209 |oueeeii e
West Virginia_...... 14, 700 12,710 7,200 8,838 7,500 3,872 2,700 1,423 4,800 2,449 |,
Wisconsin........... 21, 800 26, 832 14, 600 22,173 7,200 4, 660 4, 000 1,620 3, 200 3,040 | feeo.
Wyoming........... 1, 600 3, 000 1,200 2,779 500 222 300 118 200 ) (17 30 SO R
1 Beginning July 1, 1965, includes authorizations for trainees and funds 3 Less than 50 trainees.

for redevelopment areas under sec. 241 of the MDTA.

31 Public Law 87-415, sec. 231, provides for non-Federal contributions
in cash or in kind of not less than 10 percer* of total cast for training in
institutional projects effective with the beginning of fiscal year 1957.

NOTE. Detail may not adad to totals due to rounding.

SoURcE. Office of Financial and Management Services, U.S. Depart-
ment of Labor.

Table A-3. Department of Health, Education, and Welfare Approved Training Budget Categories for
Federal Funds Authorized Under the MDTA, by Fiscal Year

[Funds in thousands]

Fiscal year of approval
Budget category
1067 1966 10656 1064 1063
Total HEW trainingbudget. ... ... . .. ... .. . oooio... $106, 187 $120,123 $118, 670 $89, 863 $33, 000
Percent of Tolal
Instructional services. ... ... o iieeeieceecccacecacaas 64 63 61 56 58
Fixed Charges. ... e e e ieceeccicececccccacnncaaaaaanaan 12 8 6 8 4
Maintenance and repalr..... .o i oo ieeeieccccccaeciaaen 1 1 1 6 2
Equipment purchase. ... ... . iieciicecan.- 7 14 | 18 23 27
Other COStS (N .Ce) e nn oo ececeaceccceececacaccacccaaann- 16 14 14 8 9
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Table A-4. Estimated MDTA Trainee Enroliment, Completion, and Employment, by State and by

State or territory

Alabama. .. ... _____..._.__.__.__.
Alaska ... ... _____.

Kentucky. . _.ooo i ..
Louisiana._ . _____._________.___.

Michigan. ... .. ... __..
Minnesota. ... .. ... _. ..
Mississippi- . ... ... ... ..
Missouri .. .. ... ______.._..

New Mexico- ... _._......._......
New York__. ... ... .........

Virginda_ ... . _____.....__.....
VirginIslands. ... . ...._...._.
Washington._ _ ... __ ... __......
West Virginia....____.__._.._ ...
Wisconsin. __ ... .._........_..
Wyoming

Institutional training

On-the-job training

l Completers

Percent of Completers Percent of
Number employed in Number employed in
enrolled t training- enrolled training-
Number Percent related jobs Number Percent related jobs
‘ employed ! employed 1

669, 500 382, 000 76 78 237, 900 121, 200 89 93
12,700 7,800 68 76 2, 600 1,200 91 06

3,200 1, 900 64 80 100 100 G} ®
5,600 4, 000 7 83 2, 200 1,500 85 9%
5, 700 3,700 80 81 4, 000 2,300 92 91
66, 400 39, 000 70 82 31, 600 17,300 90 96
6, 000 4, 000 76 80 2,300 1, 500 82 7
16, 000 9, 000 82 56 3, 600 1,500 89 82
1,500 1, 000 59 67 500 200 46 67
7, 600 3,200 78 80 2, 000 1,100 NA NA
16,100 8, 900 71 72 5, 200 3, 000 86 86
10, 000 5, 000 75 7 6, 300 3,500 91 93
300 200 7 13 DN N ERSUUIO O
1,900 1,100 (i 82 1,200 700 84 90
1,400 1,000 75 79 400 200 76 95
43, 500 20, 000 7 85 12,100 5,500 89 04
13, 000 7,000 79 78 5, 200 3, 000 20 94
6, 500 3,200 84 80 2,400 1,200 88 88
5,800 3,600 79 84 3,800 2,700 91 88
15, 800 11, 000 78 78 4,000 1,700 95 93
6, 500 3, 500 71 81 6, 300 3,400 90 95
8, 900 5,900 78 73 2, 900 1, 500 84 85
8, 800 3,900 71 81 2,800 2,000 95 96
24, 000 13, 600 81 80 5, 000 2,100 91 91
29, 500 21, 000 79 82 8, 400 4,400 87 89
13, 000 8, 500 82 86 4, 000 2,400 83 89
8, 700 4, 000 71 68 5,100 2,700 95 97
17,300 10, 000 76 82 3,300 1, 500 91 96
2, 600 2,100 83 86 400 300 93 92
5, 400 2,800 79 80 800 500 97 94
3,300 2,200 67 78 1,000 400 82 95
3,800 2,300 78 72 900 600 85 88
21, 000 10, 000 72 75 13, 700 5, 000 84 93
3,400 2,100 69 88 300 100 84 91
60, 400 25, 400 7 83 18, 700 6, 500 87 93
8, 500 5,400 78 74 7, 000 4,400 91 94
2,200 1,200 82 83 800 600 88 86
32, 50C 18, 000 75 70 7,200 4,500 86 91
8,300 4, 600 83 74 1,800 600 99 98
7, 000 4, 000 67 67 1,900 1,200 89 95
37,000 22, 000 78 76 10, 400 4,000 87 94
11, 500 9, 000 82 86 6, 500 2, 600 80 89
3, 000 1,700 80 74 800 600 96 95
11, 500 7,300 68 69 3,200 2, 000 95 98
1,200 700 86 89 1,400 1, 000 82 93
12, 500 9, 000 70 69 9, 800 4,800 88 92
23, 000 14, 000 76 78 7,900 4, 000 93 97
3,300 1,900 69 75 1,200 800 81 84
2,500 1, 600 78 72 500 300 97 96
9,100 6, 000 72 76 2, 000 1,200 84 90
500 300 ® ® ® ® NA NA
18, 800 12, 000 79 72 3, 500 2,500 95 95
6,300 4,400 65 73 3,100 1, 80 86 56
14, 000 6, 300 7 77 5, 600 2, 600 92 94

1,200 700 70 78 200 100 @) ®)

1 At time of last contact.
2 Less than 50 trainees.

3 The number of posttraining reports received were too few to permit

reliable estimates.
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NA. Not available.
NoTE. Detail may not add to totals due to rounding.
SOURCE. Manpower Administration, U.S. Department of Labor.
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Table B-1. Selected Characteristics of Trainees Enrolled in MDTA Institutional Training Projects,
Cumulative to Date and for Each Calendar Year, 1963-67

e e e e
- | Cumulative, Calendar year trainee enrol
Characterlstics , August 1962 y Mod
through
December 1967 " 1967 1966 1985 1604 1063
Trainees enrolled - . ccvavecvemacmaaamvrnearasecmmasansas 669, 300 168, 100 163, 000 160, 000 104, 000 57,400
Percent of Total
Sex:
)Y 1\ SRS TES SRR RS 50 88 88 60 60 60
FOMALE . oercvennencnesenncasmmnnacenransnsanmssasossanes 41 4“4 42 40 40 40
Education:
Less than 8th grade. . «cocavaeeniamememaasaramsnssnnnnnns 7 7 7 8 8 3 i
AN 0 | TOTOUOIRIUPRINSERPEPPRRP PRI TELESE RS 10 10 10 10 10 7 :
oth grade to 11th grade. .. ...ovionccrnoronaarnneeanas 36 40 a7 35 33 31 L
. 126D Brade. ...oooeemmeoeeanan it s s 42 37 40 42 43 9 b
Over 128h grade. . .ooceiiiminaaciieeinnnnaeosannaanas 6 6 5 6 ] 9 f
Age: i
Under 19 YOOI . . cooimmanaonmmmmaassasanasesososs 16 13 16 19 16 0 ;
1 198021 YOOIS. . .ccooornumaaaaaaanassmamaseans et nes 23 24 23 24 24 2 ;
4 * 2200 44 YOS co.nemrmeannnnnneaseearasm s na et ens 51 49 51 47 49 59
1 45 yenrs and OVer. ... ...ccccccocersimacsansarasasose oon 11 11 11 10 11 10
' Color:
WO, oo e ceenncmcaceanssmmmnasocassammaosasaoss 64 87 60 65 () 73
NONWHILO . = oo ccceeveccamcaccanmsasancssensssmnasmcssan 36 43 40 3 31 27
b Labor forco status:
‘ 2 Unemployed . - . ccececnmnmamracracerammmmanacsasssseanes 85 80 80 86 90 01
' Family farmworker. ... .cc.cocvimmmeenacenacmmnnasces 1 1 1 2 2 1
Reentrant tolabor force. . ... ooococvenenaaaacnoneaaes 3 4 3 4 1 0
Underemployed . . .. ocvaenncacesnnasaaaeceromanaaanaes 11 16 16 9 7 8
v Duration of unemploy:ment:
P Less than S weeks. . .ccoovamemaaamenimanneccannnnans 33 34 a7 34 32 27
' B0 14 WEOKS. .. cccueaceamnaaaccaocseasiaa s nnnas 23 24 23 23 23 25
150 20 WEOKS. o oceeeececcaraccaaacnsenasno st 13 15 13 13 13 15
- 0780 82 WERKS. . ceiiiiiiaiiieieeei et 11 10 10 11 11 12
2R OVEr B2 WEOKS. - .oocaecnacmnnonamacasanemsnunaccsssaacas 19 17 18 20 22 21
Gainfully employed 3 years Or More. . .--..ccc.commavmecnees 60 ) 61 57 62 72
Head of famBy....coooinnnaacariii s 83 54 54 52 83 56
Sormoro dependents. .. ... ..o..cooiiiimeaiiienieaannnaes 25 25 25 28 26 25
Unemployment insurance claimant.......cccooomournnanneee 13 11 12 15 18 27
1 Public assistance reciplent_ . .........cocoocoumnmmnsssaasas 1 12 12 1 10 9
o, HANAICAPPOd. .o o -eceeeeaconecnannnannmnaeoeeaennaanas 8 10 9 8 7 i
Eligible for Blowanee. . ......coveecameerarasmmmmanazascaas 74 83 82 72 o 59
1 Includes trainee records of 1062 and undated records.  NOTE. Percent may not add to 100 due to rounding.




Table B-2. Selected Characteristics of Trainees Enrolied in MDTA Institutional Training Projects, ]
Cumulative to Date and for Fiscal Years 1967 and 1966, by Sex :
Cumulative through Fiscal year 1067 Fiscal year 1066 H
December 1067 1]
Characteristics i ‘
Total Male Female | Total Male Female | Total Male Female j
|
Traincesenrolled. . ... oceooiooiiiiiiiiiaaaaa, 669,500 | 305,000 | 274,500 | 176,500 | 100,000 | 76,500 | 177,500 | 103,000 74, 500 b
Percent. ..o icicciccicccccaaaean 100 ) 4 100 57 43 100 48 42 ]
Percent of Total
Education: ;
Lessthan 8thgrade.....ooooeneeomieiaianamaaa. 7 9 3 7 10 4 7 9 3
Bthgrade. . ....oiemieeracicaacccceaccecaccecaaan- 10 12 6 1 14 7 10 12 6
othtollthgrade. ... . oo .ovoirieiiaaaaaa.. 36 a8 32 39 42 36 360 38 33
) P21 £V L PN 42 36 51 38 31 47 42 36 51
Over12thgrade. ... . . ... 6 ] 8 ] 4 7 6 5 7
Age: . i
Under 19 yeors. . oo ceeinciieiiieaaaaeane. 16 10 18 17 18 15 10 10 10 |
1060 21 YOarS. ... iicieccaeneecenae 23 23 23 24 28 28 2 2 28 - '
22tod4years. ......ooceieiieicacecceceacctaaaann- 51 52 49 49 80 47 51 52 49 )
45 years and OVer.........ccoeemmiieencnrnnenenns 1 9 18 1 9 13 1 10 18
Color: ) . 3
White. . cuneenieeeaceecceeeeccaccccancaccaaencaen ] ) 88 89 63 53 63 67 (] k
NONWhite. o oeeeceeeicee e eicececcacnnccennnne 86 31 42 41 37 47 87 33 “ f
Labor force status:
Unemployed. - cueeivereieiiceciacrecacnanaeannn 88 86 83 80 82 7% 83 88 80 -
Family farmworker. .........ccooecremreceenaaan 1 2 (0] 1 1 ) 1 2 (0] |
Reentrant to laborforce........c.ccoceaacnaao... 3 1 5 3 1 6 4 1 7 H
Underemployed. - . coecnncinieiinaenciaaaaaaes 11 11 12 16 16 10 13 13 13
Duration of unemployment:
Lessthan S weeks. o ..ooeeemonaiiiian .. a3 38 26 36 2 28 36 41 xn ]
StoldweekS. . ... eeieieeiciaoaeaae- 23 26 19 A 26 20 23 25 19
15t0 26 weekS. ... .coceiieceiiaiaeacaecaaaa 13 14 13 13 13 14 13 13 13
276082 wWeekS. ... .ccenieaceccciieceacacaaaacaaan- il 10 12 10 8 1 10 9 12
Over B2 weekS. . ..o 19 12 30 17 10 2 19 12 29
Galinfully employed 8 yearsor more..-............... 60 67 51 57 63 48 61 (] 81
Head of family... .. ..o iiaiaacceanaaaans 83 61 43 54 89 47 84 60 44 E
80 moro AePendentS. .. ooo_eeooeeeeeemeaeeeeaannn 25 33 16 24 30 16 28 31 16 ]
Unemployment insurance claimant. ..o e.c.oo...... 15 20 9 10 13 i} 13 17 8 1
Public assistance reciplent..........ceurneiaiaaanns 1 9 14 12 9 16 11 8 15
Handicapped. .- cvoveniainiciccccneccccncnanaccanas 8 11 4 10 14 5 8 12 4
Eligible for allowanee. - . ccceceaocciieneianenanaanann-. 7 82 62 82 88 7% o 86 68
1 Less than .§ percent.
NotE. Percent may nct add to 100 due to rounding.
1 64
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Table B-3. Selected Characteri

Fiscal Years 1967 and 1968, by Age

stics of Trainees Enrolled ir: MDTA Institutional Training Projects in

1907 1060
Characteristics
Total |Under19; 19-21 22-44 45 and Total | Under19| 19-21 22-44 45 and
over over
Tratnees enrolled. .. ..ococaoenaaooeemannan- 176,500 | 30,000 | 42,000 | 85,000 10,500 | 177,500 | 28,800 | 39,000 90,800 19, 500
Percent....occovveeacemnaemccecacmreaacms=s 100 17 24 49 1 100 16 2 51 1
Percent of Total

Sex:

MBJE. oo 87 60 85 88 48 88 89 87 60 81

Female. ..coeerenaacccmemmamcammnoonees 43 40 4 4?2 82 ° 41 43 40 49
Education:

Lessthansthgrade. . ooooocemeemann--e 7 5 4 8 10 7 [ 3 7 1

TR 1) (RN PR PR LS 11 13 7 10 17 10 1 17 0 16

othtollthgrade. .- .oooceommmnncncnnns 39 43 42 38 27 a6 42 as a8 Vg

1260 Grade. oo ee e 38 i “ as 30 LV] 42 7 42 2

Over12thgrade. ... ..ccocevmmcaccnen- 5 O] 3 6 10 6 1 [ 7 10
Color:

11111117 TP PP PP 89 89 83 88 (/] 63 64 88 61 76

NonWhIte. « oo cceememmaeccmamemnaes 41 41 47 42 25 a7 36 49 3 2%
Labor force status: .

Unemployed. ...oooccenanmmanannanne- 80 82 83 ] (] 83 88 84 82 80

Family farmworker. _..........c..---- 1 O O] 1 2 1 1 1 1 2

Reentrant to labor force.......cc-c----- 3 4 2 3 7 4 3 2 4 7

Underemployed....occoceoeennnnnnnnnn- 16 14 16 17 14 13 1 13 13 11
Duration of unemployment:

Lessthan Sweeks. ... .c.ocvoceemccnnnes 36 39 41 a3 20 a6 37 41 a8 20

Btold woekS. ... oeeiacieaanaeaaaee 2% 24 28 24 19 23 2 4 23 20

15t0 20 WeekS. .o ocneeiaeioienieaaaes 13 12 13 L} 0 13 10 12 13 14

27to 82 wWeekS. ... 10 8 9 10 1 10 8 9 1 13

Over 52 weeks. ..o.ccaveemncncnninaes 17 17 12 18 30 19 2 15 18 28
Gainfully employed 3 years or more........ 87 8 23 01 92 61 9 27 84 o8
Head of family. .. .coeeoommmaaaannniannes 84 18 3 72 €8 84 12 83 ] 60
8 or more dependents. . ... ccoceieenoann- 24 1 6 4 24 2 1 6 40 24
Unemployment insurance claimant........ 10 2 6 U U 13 2 9 18 18
Public assistance reciplent.....c.ccceennn... 12 7 8 10 12 1 5 7 8 12
Handicapped... ..o eocaccmemnmniniioanaans 10 6 8 1 18 ‘8 4 6 9 16
Eligible for allowanee. . .-cc.-ccceo-nnunaeee 82 7 87 83 80 79 60 ;) 8 80

1 Less than 0.5 percent.  NOTE. Percent may not add to 100 due to rounding.
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Table B-4. Selected Characteristics of Trainees Enrolled in MDTA Institutional Training Projects in
Fiscal Years 1967 and 1966, by Years of Schooi Completed

1967 1968 Y
Characteristics 3 ]
Total Less 9-11 12 Over 12 || Total Less 9-11 12 Over 12 HE
than 9 than 9 [
t
Trainees enrolled . ... ... ... ... 176,500 31,800 69, 600 67, 000 8,700 177, 500 28, 500 64, 000 74, 800 10, 500 }l :
Percent .. ....oooioiioiiiiiiiaaaaas 100 18 3 a8 ] 100 16 36 42 6 :
Percent of Tolal ! i
Sex: v ;
Male. - oeieieic i cecacaaaaaanane 57 78 60 46 43 58 76 62 50 48 1
Female. - cocooiiimiiiiiiiiiiis 43 25 40 54 87 42 24 38 §0 52
Age: ’,
Under19years. ... ... .. ..coooaiiio... 18 16 20 15 1 16 18 19 16 2 .
19¢021 Years. ... oueonoooiiaiiiacaaan 24 14 25 7 15 22 14 24 25 17 . 1
22t044 yearS. ... ... iiiiiiaaiian 40 50 ] 50 61 81 30 80 51 63 ;
45 yearsandover ... ... ..._.._..... 11 2! 8 9 23 n 21 8 9 18
Color: |
White..ooceee et 60 66 §3 61 72 63 66 57 (i1} 70
NOBWHIED. oo 4 e & 3 % a M 3 M 30 -
Labor force status: ]
Unemployed....ccooceiiiiiciieiinnnnnn 80 83 84 78 (] 82 86 84 80 7 .
Family farmworker.................... 1 2 m " m 1 3 1 1 (0]
Reentrant to labor force................ 3 2 2 3 13 4 2 3 4 10 ;
Underemployed..........ocooooveaa.. 16 13 14 19 19 13 9 12 15 13 g
4
Duration of unemployment: :
Lessthan Sweeks...................... 36 34 37 7 32 38 M 35 37 35 :
Stoldweeks.. ... .o.oociiieeiiiaiann 24 22 24 24 21 23 21 23 23 22
1580 20 weekS. . ccceoeiaeiiii e 13 13 13 13 14 13 13 13 12 14
27t0 82 weekS. oo cee i 9 9 10 9 10 10 11 10 10 11
Over52weeks. ... .oooccamioianaaann. 17 21 15 17 24 19 22 19 18 18
: Gainfully employed 3 years or more........ 58 69 54 85 2 61 n 58 58 3
: Head of family. ... ... ... ... 54 65 56 48 48 54 65 56 47 52 ]
3 dormoredependents. .. _...........cc..... 25 37 25 19 20 25 36 26 19 21
' Unemployment insurance claimant. .. .... 10 10 10 1 10 13 13 12 1 16
Public assistance recipient. . ... .......... 12 19 14 8 5 11 18 14 8 5
Handicapped. - . .cccooiimaiiiiiiiiiaaan 10 16 9 8 10 8 13 8 7 9
Eligible for allowance. ... ..co.ccocooeennnnn 82 86 85 80 67 7 86 81 75 3
1 Less than 0.5 percent. NoTE. Percent may not add to 100 due to rounding. .
av
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Table B-5. Selected Characteristics of Trainees Enrolled in MDTA Institutional Training Projects in
Fiscal Years 1967 and 1966, by Race

1967 1066
Characteristics White Nonwhite ¢ White Nonwhite ¢
Total Male | Female | Total Male | Female | Total Male | Female | Total Male | Female
Traineesenrolled. . ........... 104,000 | 63,500 | 40,500 | 72,500 | 37,000 i 35,800 | 111, 000 | 69,500 | 41,500 | 66,500 | 34,500 32, 000
Percent. ... .cocceceeccuanans 100 61 39 100 8 49 100 63 27 100 52 48
Percent of Tolal
Education:
Less than 8thgrade_........-- 8 10 4 7 10 4 ] 8 3 7 10 4
Sthgrade. . cccoeoenimmaceanan- 13 16 7 8 10 6 1 14 6 8 9 6
othto1lthgrade............-- 3¢ 36 a “ 40 40 a2 k) 20 4 46 36
12thgrade. .....oocceammnnnnns 40 34 80 a 29 46 49 3 54 3 3 49
Over 12th grade...-cceeoeun--- 6 4 9 4 3 4 7 6 9 5 4 6
Age:
Under 19 years............--- 15 16 14 16 16 15 18 15 16 14 15 14
10t021 years. .o c.o.eoeeea-s- 21 21 2 P14 P 30 2 21 19 25 23 27
22to44 years. coooooeonneaa-- 50 83 46 80 52 48 50 83 47 .7 85 53
45 yearsand over........-.... 14 1 20 7 8 6 14 11 18 7 8 7
Labor force status:
Unemployed. . cceocunencnnnn- 7 81 70 81 84 §: 83 85 7 83 85 81
Family farmworker.........-. 1 1 (O] 1 1 @ 1 2 ® 1 1 ®
Reentrant to labor force...... 4 1 8 2 1 4 4 1 10 2 1 4
Underemployed......cceenn-- 16 17 16 16 |1 18 12 13 1 14 13 15
Duration of unemployment:
Less than 5 weeks. c.........- 38 4 28 35 40 29 38 4“4 28 a2 37 20
5told weekS. o oooennnaaaaaann 24 26 20 24 28 21 23 20 19 22 25 19
15 to 26 weekS..o.ceecceaonnnn 13 12 13 14 14 14 12 12 12 13 13 10
27to 52 weekS.... .oacacoeonn-- 8 7 10 10 9 12 9 8 12 12 10 13
Over 82 weekS. o oveeeenaaan-. 17 10 29 16 10 24 17 10 29 21 14 29
Gainfully employed 3 years or more. 62 68 82 54 63 45 64 n 53 88 66 49
*Head of family.......cococunnnane- 54 63 41 88 88 51 54 61 41 56 89 52
3 or more dependents. _........... 25 32 13 25 3 19 4 3 13 26 33 20
Unemployment insurance clatm-
1Y 1 2P, 12 18 7 9 12 5 16 19 9 10 14 (]
Public assistance reciplent........ 10 9 12 15 10 2 9 7 1 18 1 20
Handicapped. ... eooemecemeeaanas 13 17 6 6 9 3 1 14 ] ] 8 3
Eligible for allowance............. 81 89 68 85 90 80 78 87 63 82 88 75
t Approximately 94 percent of nonwhite are Negro. 3 Less than 0.5 percent.  NOTE. Percent may not add to 100 due to rounding.
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Table B-6, Part A. Selected Characteristics of Trainees Enrolled in MDTA Institutional Training
Projects During Fiscal Year 1967, by State

Percent
State Trainees Education Ago Unem-
enrolled . Head loyed
Male White of 15 weeks
family 8 and 12and 21 and 45 and and over
under over under over

US.total..comeoceeeeaaaae- 176, 500 57 59 54 18 43 40 1 40
AlBbAmMO ceee i iceeaeeea e 2,800 62 41 58 18 45 38 11 45
AlaSKD . o i eenaaa- 600 4“ 53 45 20 50 2 12 48
ArIZONG. - e eeae e 1,100 48 70 62 21 47 3s 9 36
Arkansas. . . ooiececiceciieaeaaaa 1, 800 48 72 60 17 57 32 13 38
California- .- - c-ceeacmemaccaenaae 13, 200 58 51 58 i2 46 n 12 40
a0 [+ 010 L TN 1,200 53 88 73 14 “ 20 12 36
Connectient . .. .. oo 3,200 48 45 46 30 p- '] 40 10 H
DeOlaWAre o ceeeemnam e annan 400 45 33 60 p | 25 26 16 38
District of Columbia... .. .. ....--- 2,000 61 12 56 14 44 30 9 37
FIOHAB . o oo ceooeecmmceaeccceamnnnnan 3,800 4?2 43 61 10 4“4 42 10 37
Lo T4 1 Y 1,600 48 48 83 16 40 a8 10 41
GUAIDN. - cecncacccecacanramnanaanns 300 83 5 10 7 38 03 0 19
Hawall .o iecacccnecceamaanans 800 38 23 Hu 9 o4 “ 12 52
) (1 1) 1V 700 52 i} " 15 60 23 18 32
D 011T100) 1 RS 10, 000 47 42 51 16 40 40 10 48
INAIANG. - ceececacaccacnanaeean 3,600 49 86 68 14 43 30 13 39
) 03 7 YO 1, 500 n 89 61 18 47 43 7 2
KONSaS. . cccveeaaanea e 1,100 86 60 7 17 41 32 12 33
Kontueky. .ooeeemmmcnammamceaoenns 4,600 65 o1 60 39 39 39 13 59
LouiSiana. . o ceeaecaaacaaeaan e 2,400 87 48 54 15 1) 52 7 38
MBI e e e cecmemceccamaamnaanane 4,900 48 09 36 20 1) 50 14 39
Maryland. . ..cooeiammaceeaenes R 2,700 40 43 41 16 43 43 11 52
Massachusetts. ... ccoceecceanecncens 5,600 56 70 45 23 38 39 17 an
Michigan. ..o - cemeiemieiieiaanens 8,200 45 50 85 13 50 40 10 460
MINNESOLS . < - cecceaenecmenaaenn- 3,200 61 o1 47 13 57 42 10 45
Mississippl.. .- - ecvcmmee e 6,000 70 36 75 43 28 26 16 aan
MISSOU . o eoceeeemeccccnnnaamene 3,800 34 52 60 22 35 28 12 43
MODLANB. - eceemececcmeemamaaeon- 5§00 59 88 89 24 43 21 17 35
Nebraskd. .. occoeecaceacencancencnn- 1,200 50 78 59 11 51 4 11 38
NOVAAR. coeccacmeamaccarannmaanacas 1,200 42 72 60 10 61 23 17 4“
New Hampshire. .. ....ccceeeeeenns 800 85 09 52 24 48 a8 12 18
Now JerSey . ccccccemceannnmeamanans 4,000 59 47 44 21 37 40 14 34
Now Mox{e0.c-ccccncmeecemccecancnn 1,000 31 92 35 3 70 58 4 36
New YOorK. .. coceuoeemmcamaeccaane 19, 700 58 45 50 16 33 83 8 39
North Caroling. .o-vcacemecmcnune-- 2,100 63 45 §0 2 45 “ 12 20
North Dakota . -..-ccocecmecmnaen- 600 67 97 07 22 51 39 10 29
(0] 11 1 PPN 6,400 62 57 36 13 45 61 7 41
Oklahoma. . .o ovoeicacccaanaaenes 2,000 61 64 56 18 38 28 17 43
(0703-01 | VPP 600 51 o1 57 16 53 30 16 4?2
Pennsylvania. .o ocoeocneccnceanan-- 13,800 7 66 50 11 67 40 10 36
Puerto RICO. .. ceeneacaiaaaa e 2,100 87 75 78 21 47 26 6 67
Rhode Island. -« ..« ccemacemamaonnes 800 66 85 38 25 38 65 10 25
South Corolina. - c.ceocecvonaannaann 2,700 47 45 44 2 41 41 12 38
South Dakota. - cccevmcemnncecnnees 200 51 89 61 11 63 36 12 44
P ONNESSE0. eeacncnncennamemnanennnn 6,800 66 63 58 28 39 41 10 a7
MOXAS - ceceemmncacmmcaseccesamenes 8,100 61 63 61 22 36 32 11 30
L 0£7)) | TR, 900 40 94 53 16 43 48 12 43
Vermont.....occcccaccaemccnccensnnn 800 52 100 85 25 47 43 16 30
Virginde. oo oo 1,800 52 7 59 26 46 40 11 an
VirginIslands .. . ...ooooooiiiians 100 0 0 12 4 80 28 0 63
Washington. ..ccoccooomuaoaaaaaanan- 3,000 51 7 48 20 31 45 12 45
West Virginia_ - c.ccevammnecaaceaaes 000 66 02 72 28 41 24 12 55
WISCONSIN . oeecovcecemrmmmeennnnae 3,500 62 67 11 11 47 51 8 42
Wyoming. . ccoceeeemaaaasmmnnnnecese 39 03 69 6 n 34 15 43
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Table B—6, Part B. Selected Characteristics of Trainees Enrolled in MDTA Institutional Training
Frojects During Fiscal Year 1966, by State

Percent
Tra .
State enrgll%?is Head Educatfon Age Un'&?»?&
Male White of 15 wesks
family 8and 12and 21 and 48 and and over
under over under over

US.total...cceeeeneaaannannn. 177, 500 88 63 54 16 48 38 11 42
Alabama. - c.ciiiiiiiiiieieeeeen 2,500 83 61 54 13 85 37 6 38
AlaSKA. .o eiiiciieeaaaaaean 600 65 63 46 16 a3 24 12 39
ATIZONA . cc o ceececeeieeiaceeeaaanas 1,300 61 75 58 33 29 32 13 3s
ATKANSAS. . .ccrecaciiiieeaeaaaaean 1,200 81 n 48 10 68 39 9 36
Calffornia. -« cocvceeiiriiiaaeenaaans 19,300 4 60 87 11 86 30 18 49
Colorado. - -cocnamaarcaccaeaeaaaas 1,400 47 87 67 22 49 28 12 41
Connectieut. - - --cvcceceieananaanns 2, 600 68 59 4“4 24 a8 43 9 3
DelaWare. . ccecaeieeeaaanaaaaaaan 300 29 42 80 19 30 19 22 43
Districtof Columbia................ 2,000 n 13 39 14 49 80 8 40
3110 (s | 4,700 53 85 67 15 49 34 12 3
Lo 100 -1 1 PP PP 3,000 80 4“4 59 16 48 36 9 34
(e 117:Y /1 J P geeen 100 80 7 a 10 85 88 0 32
b3 (X 1:Y | F 400 34 26 21 3 70 88 (] 51
) (3 1\ 11 S, 400 47 96 (¢ 21 4“4 23 10 27
) 01700 T Y 11,200 48 39 53 18 4“4 29 12 85
Indiang.....occeeocacncianaaaaeas 4,000 89 & a3 21 39 7 21 42
) (03 1 Y 1,500 70 02 58 12 85 38 6 27
KaNSAS. -eveececcecacaacansenmnnnns 1,800 62 67 80 18 46 16 17 31
Kentucky _._ccccuviecnniananaaannas 3,100 88 83 39 23 49 60 ] 83
Louisiana. ... ccovcecaacaeaoinnnnnns 2,200 54 87 80 14 88 81 11 a8
MoINe. - e eeeceeiaeicaeireeeeeaaas 1,700 87 '] 42 29 43 47 12 30
Maryland. ... .ccooiiiiiamaeaniaaaes 1,700 64 40 48 24 33 42 8 40
Massachusetts.- - .- cccceeeeaenaannnn 8,000 60 8 51 22 40 36 18 39
Michigan. oo ccoooeemaicenaanananes 9, 200 81 80 49 14 48 41 10 46
Minnesota._ .--.----... eemeceamnaaean 8,700 65 o1 48 11 88 45 10 45
Mississippl. ..ot 2,200 79 83 69 27 38 31 12 M
)Y (RRI 111 ¢ [P 4,300 85 61 a5 20 43 30 10 40
)Y (131170 1 1: YOS 700 81 o4 ” 21 81 30 14 20
Nebraska...cocovoeecaaaccnaenaennns 1,100 61 82 64 12 53 32 13 an
Nevada.-cccceceiiiniaiiinaaaaeans 700 49 76 55 7 61 24 17 45
New Hampshire. ................... 700 ” 100 47 13 86 41 11 21
Now Jersey . . .cooceeeeemnamnnmennnns 4,400 59 53 42 14 52 27 18 a8
New Mex{co._ - -ccevoieemniaaaaaas 500 40 01 41 10 63 49 8 43
New YOrK..ococceaeeonceanannennnan 18, 300 M 40 54 13 39 48 8 47
North Caroling_.....c.ccoeoieenennn 2,900 80 49 §5 24 42 40 9 24
North Dakota_.......ccoevmnnnnnoe 300 75 98 63 21 87 42 8 20
(0] 1) (Y 8, 800 62 57 39 14 49 46 8 45
Oklahoma. .. ....coiimiieinaiaaae 1,600 80 75 49 7 40 42 8 as
0 17:7-11) | PPy 1,700 54 o4 81 17 54 37 12 27
Pennsylvania. .. ..cccccnnnniiannnnn 8, 500 70 64 58 9 87 a3 9 43
Puerto Rico. ... .cceeioaniaaannno. 2,000 82 70 81 30 43 a2 7 89
Rhode Island.....ccoceceeecaaanans 800 n 90 47 17 49 40 11 30
South Caroling . .......coeeeenann.. 2,200 50 46 62 39 30 2 16 30
South Dakota. ...ccoceeececuaannn. 300 75 95 83 19 48 81 6 32
T eNNES8e0. - - e meacmcecacccaacnnns 3,500 69 85 62 2 as a8 10 41
U\ 0 S 6,800 65 69 47 14 56 52 3 21
10177 | D 1,000 4“4 04 87 7 54 a8 12 46
VOImONt ..o ocaceemeacacaecaceaceann 700 80 100 42 25 48 45 17 32
Virginda. - oo ocooieiieaaaaes 2,200 33 4 62 31 40 33 11 38
VirginIslands. ... ...occaamaiiiiie 200 26 3 29 26 47 51 6 88
Washington. ... ...ocoiiaiiiiaaaans 6,800 67 83 48 11 59 41 11 40
West Virginia ... ... oceeeniaiaoan 1,500 66 o1 70 2 41 20 12 61
Wisconsin. cooooneii i 3,200 70 68 39 12 47 56 9 46
wWyoming. .. ..ccceuiieiiiaaeae 300 55 93 66 7 53 36 6 a2
69
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Table B-7, Part A. Selected Characteristics of Trainees Enrolled in MDTA On-the-Job Training
Projects During Fiscal Year 1967, by State

Percent
State Trainees Education Age Unem-
enrolled Head loyed
Male White of 15 weeks
family 8 and 12and 21 and 45 and and over
under over under over

US.total oo oencaaaacaaee 109, 900 67 76 49 13 57 7 10 31
Alabama. ... .. i 1, 500 72 82 58 15 54 31 8 49
Alaska. .o M 95 33 47 63 32 21 16 19
Arfzona. ..o oo, 1,500 33 84 52 15 59 23 16 36
Arkansas. ... ..ooooioiiiiiiiiniann.. 2,100 53 87 49 17 48 27 8 51
California.....ocooooeoaanes 14,800 76 68 47 7 67 38 8 30
Colorado. ..o eoioiiiiiiiiiaiiaiaans 1, 400 68 84 59 11 56 33 7 27
Connecticut . . ... ... 1,500 69 75 a8 19 46 46 8 33
Delaware....ccceeeieneaecacannn.. 300 100 100 66 0 67 0 0 0
District of Columbia......_._.._.._. 1, 000 70 41 59 8 66 23 7 24
Florfda. .. ocoeeo e eeiaeiaaeeen 3, 000 61 70 53 17 50 26 14 35
Georgla. ... ..o, 3, 600 53 85 47 13 56 30 4 32
Guam... . eiiieeeiaaeaaas 1 ) ) S g A F N
Hawalle o oo icieeeeeeees 800 39 23 23 14 61 29 11 as
p (i T2 1 J R 100 89 90 78 7 63 26 6 16
D 11110 L RN 4,400 63 66 55 1 82 a2 11 36
Indiane..coo ool 3, 000 62 81 55 8 04 30 9 42
b (1) 7 VPR 1,500 64 96 54 13 62 32 13 26
b 1Y 1. TR 1, 400 85 86 50 5 78 40 9 22
LCLTTT o SN 2,200 81 83 58 24 49 41 8 38
Loulsiana. ... . coooeiiiiaiiiiaaan. 1,900 87 62 59 18 52 a5 8 30
Malne....cocoe et 1,200 54 99 38 24 41 38 7 29
Maryland. . .ccoememeeiiiiaaaaee 700 75 69 4“4 21 52 39 11 30
Massachusetts....................... 1, 900 70 04 443 17 51 K7 ) 12 20
Michigan...... ... ... 4, 700 04 64 53 12 58 27 L 32
Minnesota. . ... o.... 1, 600 ] 04 33 12 64 a8 13 42
Misstssippt. ... el 1, 200 86 75 56 16 56 38 8 20
Missouri. ... ... 2, 000 69 67 52 10 63 35 8 29
Montana. .......................... 200 70 86 76 37 a3 32 16 29
Nebraska . .o occcoeoecaaaaaaaanan.. 500 69 97 51 8 69 42 11 30
Nevada..ocuenoomeaeaeiiaaeaaaenne 600 38 65 42 15 49 34 22 51
New Hampshire.................... 300 42 100 43 24 43 28 20 19
Noew Jersey. .o ccocoeceaacaacan-s 5, 200 57 61 40 18 48 39 12 29
New Mexico. - oooooomniaaaeeo. 100 67 70 60 12 4“4 a7 3 32
New York.....oooeooo... 8, 700 73 69 49 16 43 37 11 33
North Carolin@. «.cocveveeenennn.... 2, 600 50 78 37 19 4 38 7 20
North Dakota...................._. 300 93 98 57 26 43 33 7 21
(0] 11!/ TN 4,100 81 77 47 10 63 39 7 36
Oklahoma. ..o oo 700 55 67 56 16 52 19 9 42
Oregon. ... eciieaao. 1,300 53 97 48 7 74 21 28 29
Pennsylvania. ... ... ... 6,300 53 66 42 12 58 36 15 4
PuertoRico..--ccocceoaea oL 1,400 68 73 70 28 39 57 4 47
RhodeIsland... ... ... ... 400 07 96 66 10 63 29 9 P}
South Carolina. ........cooooo.... 2,800 47 (¢ 4 M 28 31 10 44
South Dakota....................... 400 46 92 51 21 51 26 16 ab
P eNNessee. oo oo ceeoccecacancaneanns 4,100 80 84 a5 22 50 24 11 20
12} 3 TP 3,500 81 76 59 8 70 33 6 18
L 0 7Y AR 600 60 99 “ 4 66 27 10 46

____________________________ 7
............................. 9

1 Less than 50 trainees.

ok CIEBIBLE G TR e R U S

chi




e B BRI R AT A A T R ey e e
raoa

Table B~7, Part B. Selected Characteristics of Trainees Enrolled in MDTA On-the-Job Training
Projects During Fiscal Year 1966, by State
Percent
State Trainees Education Age Unem- :
enrolled Head ployed
Male White of 15 weeks
family 8 and 12 and 21 and 45 and and over E
under over ander over 1
US.total ..o iiaaeeeae 58, 300 72 76 50 14 57 40 10 33 ;
AlBDAING. o eencememanceeeanaen 300 80 75 n 7 69 22 12 38 §
N 175, < YRR Rp S O] 0 63 55 0 70 28 10 67 3
APIEONB. - oo ceccccaaeaeees 600 61 91 60 15 62 17 23 23 ;
Arkansas. ..o cccccccenemnrecanan- 600 56 90 53 19 43 27 6 4 3
California_.- ... .coceen-n heecmmnaaen 9,100 86 74 51 4 74 40 7 28
Colorad0. ceccaca e 400 76 89 3 28 48 18 8 39
Connectieut. .o cooooeeomemaaeeoa- 1, 600 75 65 39 15 46 46 11 42
Delaware. ccceececcccnanmaacaccana- D' TN [ [N AR TSP CE] CERT T L Lt EEECEEE R Rk ;
District of Columbia. .. .cooaeen--- O] 78 ] 2 22 18 98 0 49 ;
E
523 [ 1 SRR 1,200 59 67 49 20 44 44 12 38 2
Georgld. ... ococcemeeiaeeneeaaeaa 1,800 76 63 53 19 49 33 7 30 3
GUAM. e ceeenemmmcmramnmmmmmme 'S IR [SUURTON SURNRPPO PR SRR PERISRENELES EELCIEEIE S ittt ;
Hawall. o oo oemeiicicceieaecceeeees 200 30 23 30 15 48 24 8 53 3
b (s 1Y 011 TSRS 100 96 78 75 8 69 18 26 24
NUNOI8. e ccceeeccccicmeeacee e 5, 200 57 37 41 15 k7 70 5 45
INAIANG. .o ceiecccccceaee e 1,400 66 84 42 11 57 49 9 45
) (13 .2 VPR 400 74 93 52 12 61 a8 8 30
KONEASe ceeccccncmncmaccncnaanscenas 1,900 92 93 58 5 89 42 3 14
KentueKYo. o occeemnecacacaacananann 900 38 97 49 39 36 17 20 45
Loulslang. . .ccccececemcaaccnanans 1,900 80 69 62 18 53 28 8 36
MaINe. .o ccicacccceceacean e 900 36 100 3 16 49 36 8 43
Maryland. ..o ocaiae e 1,300 70 77 61 23 47 16 U 47
Massachusetts. . .ccccococaoeceaaanaan 1,100 96 95 62 11 63 a3 12 35
Michigan. .o ocimmeaaeceeaaa 2,300 64 70 48 10 61 35 10 39
MINNESOtB. v oo ccoemccannacacncnnnn 1,100 68 ] 45 8 68 .7 i3 3
Mississippl. o oo oo 2,100 71 68 50 ) | 49 a8 13 45
MISSOUL] . e eeemeceaimmaa e 300 86 92 46 8 75 61 2 32
B (13117:\ +1: YR U 100 52 95 48 13 58 27 6 ) |
Nebraska. -ccocceccecccceaccancacan- O] 3 100 67 17 a3 a3 0 0
NevadA. . cceececncncaccmccncacann=- 300 84 89 n 6 1 12 a3 46
New Hampshire. ....ccveeeemanan-ee 300 24 9 25 16 48 35 13 31
New Jerseye .o ococcamaenecacacanan- 1,600 49 76 aan 13 48 a7 9 29
New MexiCo.ccueoncmuaccacmanacnaeans 100 54 95 45 15 48 23 8 41
» New York. . oooooeocmcccaaanamnnnns 2,100 8 3 38 13 50 61 4 30
: North Carolng. . .....covmmnennnee 2, 500 53 81 4 21 46 3 12 28
3 ‘ North Dakota. .......cccoceamaene-- O] 64 100 56 27 ) | 24 24 44
) (0] L Y 1,600 9 78 48 8 67 40 8 28
4 , » OklahomB. oo cececccceceaccaaans 100 96 97 88 11 66 20 19 11
3 l (075770 « DA SR 200 04 98 57 11 76 27 23 41
. Pennsylvania_......oociiiiocaanns 2,100 81 92 56 12 63 35 11 34
- Puerto RICO.«enneneememecaccacnnnn 800 60 75 50 26 45 53 0 46
1 1 RhodeIsland. ... . ccoceccmanuanen 300 04 94 68 16 50 26 12 20
L3 - South Carollna......cccoeccneaannn- 400 59 90 85 63 9 20
: 1 South DKot cocococnvmnmnnamamnes 300 9 95 18 1 64
: 1 TeNNessee. .cooemeeenoncomcrannnnn- 2,500 n 80 66 3 48
) S T T 1, 600 77 86 58 9 66
- 1007\ 1 YN 0] 13 100 25 0 100
S Vermont...oaceeeicicieiaiianaeae ]
y AT41 11 1) [ WIS 800 59 71 47 39 32
- Virgin Islands..._...cooccoeieeaoooot P TN ISV ISR IRUN PRFPPERSRTES EEETSEIEIELE EELhbihibotd Shihi
- Washington.......oceemiiaeaaoot 1, 900 93 90 60 8 71
o West Virginia. . ... ceeiaaat 100 95 99 61 9 67
n WISCONSIN. - - ceceeemememmenanas 1, 600 7 97 40 6 75
3 ‘; Wyoming. . .ocomemmmmemraccnaacnnns 100 100 98 82 5 78
! 1 Less than 50 trainees,
J ¥
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Table B-8. Selected Characteristics of Trainees Enrolled in MDTA On-the-Job Training Projects,
Cumulative to Date and for Each Calendar Year, 1964-67

Cumulative alend ar
Characteristics through Colendar year traince enrolled
December
19671 1967 1966 1965 1964
Traineesenrolled. ... .o iiiiiciiiiiciaiaaas 237,900 120, 000 68, 000 32,200 14, 100
Percent of Total

Sex:

- PP 69 68 70 69 75

Female. .. ... iiiiccecncceeecce e a1 32 30 31 25
Education:

Lessthan 8th grade. ... .. oo iiiiiciiciiiiaireaaaan 6 5 6 7 6

Bth Brade. ..ot iieteeiamectacmemac e 8 8 8 10 8

othgrade to 11th grade. . .. ... oiiiiiiiiiieiiicicacececaaaa 30 30 29 3 28

12t BrBAe. . i iee e cieeccecmaacmaaaan 48 49 49 4“4 47

Over 12thgrade. ... . i iiiiiaiiiaeeeacaaanee e 8 3 8 8 1
Age:

Under 19 YearS. oo ieicececccececaccccecacaaaa- 1 14 15 20 11

1080 21 YearS . i eeccec e ceecemceeene 23 p 3 23 25 2

228044 years. ... iiiiiiiiiciiiieieeeccceceseceeeeacannaaa 54 53 51 45 59

46 7ears and OVer. . ..o e eeicececcmcececeeccmacacann 10 10 11 10 10
Color:

Wit oo oo ieiiecaciceccccccacccccaecanceaacnaaaan 75 ;] 76 72 76

Nonwhite. . o oo ieceeccecececcceccaanaa- 25 27 24 28 24
Labor force status:

Unemployed. ..o oo cccececcemacecceecann- 62 63 60 66 65

Family farmworker.. ... o oo i ciiiiiceann —een ® O] @ 1 1

Reentrant to labor foree. . .. o.ooooo oo iiiiieicaaees 3 4 3 3 1

Underemployed. . ....conmiiiaiiei i iii it ieccacancceanacnnaaaas ) 33 a7 31 ) )
Duration of unemployment:

Lessthan S weeks. . ..o oo it 45 45 47 39 46

Stoldweeks. ... iiecieeeieeieieaas 22 p 3 21 p 3 22

1580 26 WeeKS. - - oo e cccccececceaans 11 12 10 11 11

27 40 52 WeeKS .- o . i ccecceteccceeceacans 8 8 7 8 7

OVer 52 WeeKS. - oo eeccececceccaeaan 14 11 15 18 14
Gainfully ernployed 3 years or more. .. .ooccouooieaemoaoaiancaaoaaaacaacnns 59 58 59 53 68
Head of family ... .. o e iecicceccccececceeaaan 50 50 51 47 53
Sormore dependents. ..........oeniiiieeiciiececreecccacaennaaaan 23 22 23 21 28
Unemployment insurance elaimant. ... couromimiioncaiaiaicaaacaan. 7 7 5 8 13
Public assistance recipient. ... oo iereeeccceeeeecaean. 3 4 3 4 3
Handieapped. .. .. .ccceeeeeeeeceiceeecececenecccscaccccacacaccacacacnns 5 5 4 5 5
Eligible for allowanece... ..o i iiiiiicicieccaccccaaas 17 22 1 22 21

1 Includes trainee records of 1963, and undated records. 3 Less than 0.5 percent. NoTE. Percents may not add to 100 due to rounding.
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Table B-9. Selected Characteristics of Trainees Enrolled in MDTA Coupled Institutional/On-the-Job
Training Projects During Fiscal Years 1967 and 1966,' by Sex

1967 19
Characteristics %
Total Male Female Total Male Female
Trainees enrolled . .. oo oo 6,100 4, 500 1,600 8, 200 4,800 3,400
Percent . o eieiieeiaceeaae 100 74 26 100 58 42
Percent of Total

Education:

Lessthan8thgrade. . ... .ocei oo n e 6 6 6 14 13 14

1217 14 ¢ L 3P PP 9 9 8 12 13 10

gthtollthgrade. . .. cocoeemii i iiieiaee 32 20 41 43 40 47

12thgrade._ .. .c.cocueceneanann- R 46 50 37 28 20 25

Over 12th grade . . eeoieeie e 7 7 7 4 4 4
Age:

Under 19 Years. .. .coonooemmaaaiaaacec e e caar e aeas 11 13 8 35 35 34

1980 21 YeaIS . i aceeccccceamaaceaaanna 22 23 19 20 27 32

22044 YOarS. e eieicimaececaeiemecaacmaaeaaaan 1] 1] 56 27 30 24

45 years and OVer ... .. ceeieececececceaas 12 10 17 9 9 10
Color:

Wt . oo e e iicccccccmeeacaaean 64 70 45 40 63 20

Nonwhite. . oo imreiiaeeeeeaaae- 36 30 55 60 47 80
Labor force status:

Unemployed. . . i iieiiiiiciaaaaa ] 76 79 81 7 85

Family farmworker. . ... ... oeiiiiii e aaeaa ® ® 0 2 2 1

Reentrant to labor force.... ... ... ... .ll.- 3 1 9 2 2 2

Underemployed. .......-... e e eeeeam e s 20 2 12 16 18 12
Duration of unemployment:

Less than & weeks .. . il 42 47 28 30 35 24

580 14 WeekKS. . oo e iicieccceiacmanaan 27 28 21 22 26 19

1580 26 WeekS. ... oo oo aeiccicecceacaaaaas 12 12 12 11 1 1

27 t0 52 WeekS. ... iieiiicacaaan 7 6 12 10 9 10

OVer 52 WeeKS - - oo iiiaiccecaaaas 12 7 27 27 20 3
Gainfully ciuployed 3 years ormore. .. o cieoiaemaeaa- 65 70 50 36 42 27
Head of family. .. ... . i iiiiiiiiaicaeann 53 87 42 38 40 H
3ormoredependents. . ... ... iieoieiieciccmccacaaas 24 27 14 15 18 12
Unemployment insurance claimant._ ... ... . ... ... 15 18 7 7 10 3
Public assistance recipient.... .. .o ooioiaiiioo 7 4 14 11 9 15
Handicapped. .. oo i cccnetcccccmccccecaacaa- 7 8 4 10 11 8
Eligible for allowance_ ... ... ... oo iiiieeiiieaeiacaee. 7 83 60 64 64 65

1 Based on records received for trainees enrolled in coupled projects 2 Less than 0.5 percent.
for fiscal years 1966 and 1967 through June 1967. NoTE. Percents may not add to 100 due to rounding.
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Table C-1. Selected Characteristics of a Sample of Trainees Who Dropped Out of Institutional
Training Projects During Fiscal Years 1967 and 1966, by Sex

1967
Characteristics 1968
Total Male Female Total Male Female
B 101 7Y U NP 17,900 11,500 6, 400 25,100 16,700 8, 400
Percent of Total

Sex:

DY €. L PPN 64 ) (1) I 67 (1) N P

Female ... . . iiecaceaaat Meeceeeeeancnann {2 N 100 o ¥ I N 100
Education:

Lessthan8thgrade. ... ... . o omiiiaal. 8 10 4 7 9 4

8th grade. .o oooeecc et eimeeaeaa 13 15 8 12 14 7

othtollthgrade. ... . . oo eiiiiiiiiinacaacanen 44 45 42 40 42 38

12thgrade. ..o oiioiiiciiiiiiieeeeeeeeeeeaaeas 32 7 42 36 31 46

Over 12th grade. ... ..o iiiacciicearececaaan- 4 3 4 5 4 6
Age:

Under 19 Years. ... cocueeccucccacaacaceanccaceacccacanes 21 21 21 20 19 21

i9to2lyears. .. ieiiicieecacececeacnceaane 26 25 29 25 24 27

22to44 years. ..o o iieiceiceeicemmecaeeecacaaaaas 44 47 39 48 50 43

45 yearsand OVer. ... .c.ooceceoooccicecaemraeaaacaaaan 9 8 1 8 8 9
Color:

White. oo ieecececcecacecaceameccccam—————- 63 66 57 64 66 59

NONWhIte o oo oo e eeccceccccccaceecacacean 37 34 43 36 M 41
Labor force status:

Unemployed. ......ooeaemaacccaacteeccccecacceaaaane- 84 86 81 85 87 83

Family farmworker. ... o o iiiiiiiiraaaas O] Q)] O] 1 1 (O]

Reentrant to labor force. ..o eeeaaccacaann-- 2 1 5 3 1 6

Underemployed. ... oooocoieie e e e cecemaaaaaan 13 13 14 12 12 11
Duration of unemployment:

Less than 5 weeks. . oo .oeeeenciceceecencaccaceaceccaccnnen a8 4 29 36 41 26

5to 14 WeekS. .. oceieieieceaccccccciccccccacaa- 25 28 20 24 26 19

1560 26 WeeKS. o oo ieee e accaaacceccanann 12 12 13 13 12 13

27 to B2 WeeKS. . iciciicaccccceceeanaaa- 9 7 11 10 9 12

Over 52 WeeksS. .. oo eeieececccaceccaccaccacacaccaacan- 16 9 28 18 12 31
Gainfully employed 3 years or more..........cccoeeeeomcaaanas 53 59 42 58 65 4
Head of f8mily. ... ooocoiee o aceiieiiiciicciecacaanaas 51 56 42 52 58 42
3 or more dependents. ... oiioiiiiiiieiiieaaeea 21 26 13 23 28 14
Unemployment insurance claimant. ... ... ... .. ........ 9 11 5 12 15 7
Public assistance recipient.......ccoceeecceieiieieiieeaaana. 11 9 16 11 9 15
Handicapped. - ccoenocicee i iiiiteeaeemceim e e 1 15 6 10 12 5
Eligible for allowanee. - . ..ccooemoccaiacec e can e aaaane 84 90 75 84 89 ()

1 Less than 0.5 percent.

4

NoOTE: Percents may not add to 100 due to rounding.




s

- e Y — o ————— AV

Cmm e e e

:
}
1
3
’
¥
\
i
H
.

Table C—-2. Selected Character

istics of a Sample of Trainees Who Dropped Out of Institutional
Training Projects During Fiscal Years 1967 and 1966, by Age

10067 1960
Characteristics
Total | Under10| 10-2 22-4¢ | 45 ycars | Total Under19| 19-21 22-44 | 45 yoars
and over 4 and over
OLAN. cemvnecacccnencasaanaseanasnnes 17,900 3,700 4,700 7,900 1,000 | 35,100 4,900 6,200 | 132,000 2,000
Percent of Toted
Sex:
Male........- rameaenn o (] 60 (. :] 8 67 (] (] 70 63
T L TOTPPPPPPPP PRPRTE TR T 36 35 ) .V} 45 3 36 30 30 38
Education:
Less than 8th grado. ... s.ceacececesees 8 0 L] 9 18 7 7 4 8 15
Sthgrade......cocvremaaarmnanmeaanrene 13 15 '] 13 17 13. 15 '] 1 17
Gthto 1ILh grade...ccnvvceiaanareasnees “ 54 ® 40 2 40 48 “ n 2
DL Y (17 | JRCRPPPVRPPRYRRTRETELRELE 32 M 30 i 2 30 a1 40 38 3
Over 12th grate. . ..coeamemuacaracaacses 4 O] 3 8 7 8 (0] 3 7 8
Color:
TG < cceeeecaneasanesaasansassassas 6 o 87 (] 80 (] 62 59 ] 70
NoRWhIt0. ceeeumaaaaaarrancaaneaens 8 40 9 36 20 36 3 41 35 ']
Labor force status:
Unemployed......cooceamaaroseanansee M 85 85 84 84 88 86 85 85 80
Family frmworker. ........ccoomeeceee (0] (0] (0] ) | | 1 | 1 |
Reentrant to labor foree...............- P P P 3 8 3 P 2 3 8
Underemployed.......coooacececancanes 13 13 13 14 1 12 1 13 12 9
Duration of unemployment:
Lote than 5 wooks. .....occeeoaemcocenes 88 3 4 38 20 86 36 41 a6 2%
5014 WOOKE. .. ocuumaccianamanennns 25 25 n 25 19 1] 2 1] 25 20
158020 WEOkSB. .. ..coccccaacaraanmazens 12 12 13 13 13 13 11 12 U} 12
2710082 WOOKS. .. ..cociieaaaacaceaaaaons '] 8 7 '] 12 10 '] 8 10 U}
Over83 wWeeks......cocccuananaincnaes 16 17 1 18 30 18 19 18 10 30
Qainfully employed 3 years or more.......- 83 8 23 84 ) 88 ] 2 86 00
Headof family.....occvomcannonmcomannees 51 18 30 73 ] 52 12 a5 7 1
3 or more dependents.........cccoiaaaanas 2 1 8 40 22 2 2 ] 41 %
Unemployment insurance clajmant........ ° | 6 1} 13 12 2 8 18 19
Public assistance recipiont............ccc.e- 11 9 8 " 14 1 8 7 14 14
Hondleappod..ccocveeaonnmmanacciamaanaaes 11 ] 8 13 24 10 5 7 1 2
Eligible for allowance.............ccccozeee 84 (4 80 80 83 84 ) 80 88 87
i Less than 0.5 percont.  NOTE. Percents may not add to 100, or detail to total due to rounding.
({;




Table D-1. Selected Characteristics of a Sample of the Trainees Enrolled in Basic Education in

- e o ey e

Institutional Training Projects Duri

ing Fiscal Years 1967 and 1966, by Sex

1
Characteristics of enrolices 1067 ve
Total Male Female Total Male Female
ORAL. « e oo ecee e e e 28, 300 16, 300 12,000 38,100 22,100 10,000
B o {11, 11 2 100 88 42 100 58 42
Percent of Total
Education:
Lessthan 8thgrade. . ......oouinieeeinicraaaaaans 13 10 8 14 18 8
14 0 T LT 14 17 10 15 18 1
othgradeto llthgrade. ... ..o iemouieiiinamnnnnn. 43 48 “ “ “ 43
b4 T LT IR 27 20 36 26 18 a7
Over 12th grade. . ... ... aeeaeaaaaans 2 2 2 2 2 2
Age:
Under 10 YearS. ..o eeran e ren—————anan 24 20 20 24 28 22
108021 YOBPS. ..o erree e tanaaes 29 b1 4 32 29 27 a3
22O 4 JOATS. e te e a———naan 8 39 38 a7 39 as
40 YearS ANd OVer. o oo oo e re e cecenaanecaeaen 9 8 10 10 10 10
Color:
L 1 11 {7 T 45 83 as “ 81 83
B (171124 11 7 85 47 (1] 86 49 67
Labor force status:
Unemployed.......oo et ecteaaaeaaaanaan 88 88 84 86 88 83
Family farmworker.... ... .o oeeeireeeirreeaeeannannn 1 1 O] 1 1 O]
Reentrant to 1abor force.........veneerecenneenieennnnnn- 2 1 3 3 2 8
Underemployed. . ... .oovennieeeeeencceeaoeennemnaanae 12 1 14 10 9 12
Duration of unemployment:
Less than 8 weeks. ... .o ececeereennennnnaeans 36 42 27 31 36 24
B0 M WeOKS. ... caannen 24 b1 20 2 24 18
1520 20 WOOKS. ccne e e ceaecaecaaenanan 13 12 14 13 13 12
278052 weekS.... ..ot eeene 10 8 12 11 10 12
OV B2 WeokS. e e reeeneneeereeeensennnnecnaeanan 18 11 27 24 17 7}
QGainfully employed 3 years of more........coveeeecuceennnnn 43 52 41 48 63 40
Hoad of 1AMl . e et i aaaaa—aaa—a————. 49 51 47 48| 51 44
dormoredependents. ... ..ououenme e tinaeeonana. 22 26 16 21 26 15
Unemployment insurance clalmant..............ovuvueenann.n 8 10 8 9 12 5
Public assistance reciplent. ... coeeeneocoee e 14 10 20 18 13 19
Handleapped. . oo cracteceotennaaan 10 14 8 9 13 8
Eligible for allowanee. . ... ... .coeuenciae i cieecccnncaaaan 88 80 87 87 89 84
1 Less than 0.5 percent. NOTE. Percents may not add to 100 due to rounding.
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Table D-2. Selected Characteristics of a Sample of Trainees Enrolled in Basic Education in Institu-

tional Training Projects Cumulative Through June 1967, by State

}
Percont 5
State Nt‘:la‘:g:: . Educat, i
s .
Male | White | Headof ucation Ase ployed s |
family weeks and !
8 and under|12 and over|21 and under{45 and over|  over ;
US.total .ooceeeaemaenanan. 86, 000 60 47 30 27 85 9 45
AlabamA .- 1,500 48 “ 63 12 4 84 16 41
AlASKA. . i 400 80 43 89 40 ] 36 7 47
AMZONA. - ccvceeacccacacnaaaaeae- 2,300 67 4 54 39 20 43 14 94
ATKANBAS .o oooeoenemaanecaennens 400 40 38 7 22 36 111 FO 40 ]
Callfornia. . .- ccvcvececaccaacneaeaaan 6,800 60 42 84 21 80 9 10 82
Colorado....occcc e ieeaeees 800 86 82 67 87 4 47 7 47
Connectleut. .. .-ccoeemamacacaceaans b 88 4 b4 03 9 20 18 44
Delawars. - ooccoccececceaanacaae 800 a1 22 50 28 14 47 5 87
District of Columbla....coceeeonne 200 7 1 96 80 12 4 14 82 |
Florlda. - ccccomeccceeeiciceacaee 2,900 52 84 59 17 45 40 8 81
(e WP 800 2 63 81 19 8 84 (1] 80 3
GUAM. «cecccacacmccacannaaacanecans 'Y RN PN ISR I MEPRRETTT PREPRRITTLES CEEEEEEEE ] (bbbt k
)3 03z \| DI 200 63 18 26 ) 4 76 4 83 .
TABRO. oo eoeeceeeeememameaneae T oo L e e !
) 11171003 . PRI ) 8,700 40 14 61 i | 21 30 18 o4
INAIANG. - eeeceeeccaeccceeenanaaae 1,800 30 41 87 28 25 n [ 50 4
JOWBeeeaeencncacacaccccncanacacaasn 600 71 83 50 21 32 (L 2 23 :
KANSAS. .o cencnacccccnmcacncnacnae- 1,500 (] 88 62 28 27 33 12 82 ‘
Kentucky..cccocvemmaceccenannann 1,500 54 87 20 35 18 88 4 64
Lousiana. .....ocecencoamaamaaane- 1,700 63 45 42 18 40 o5 10 42
b (Y 1 1 R RLP RS 500 4 100 28 65 4 71 4 a7
Maryland......ccococociieiiennannes 1,100 60 15 20 41 10 77 2 65
Massachusetts. ... cccceeneeceaoe-- 2,400 (] 67 43 61 7 53 9 46
Michlgan. ... i 85,800 62 25 41 31 28 61 10 68
Minnesota.....-ccccccecmaceiananns 800 74 82 32 23 25 ('] ] 46
MISSISSIPPE. e e e cce e 2,100 81 89 74 30 2 80 13 M
Missourd. .coaocceceeeeaeeeaee 2, 600 76 43 59 34 10 39 10 40
MONLANS. « e eemecccec e maaaas 200 87 75 80 50 ] 75 6 41
Nebraska.....cccccccvacenneccccens 800 55 59 29 18 30 95 1 42
Nevadd. o oo ccccccccccacccanacane 100 13 32 07 16 14 39 13 57
New Hampshire........ccccoeeeeees ' ISR AU JUNRe) ISR FPSRPRRSEETT) FERRRRTTREED] LEREIEEREELA] Chhthi bt
Now Jersey. ccccceeeccmcncnconcnnns 3,000 59 36 41 25 30 52 9 36
Now Mexle0.«.cceceeccmcncannanns 400 39 86 9 5 60 7 28 P, 52
Now YOrk. ..ocoecoocecaamnnannans 8,700 81 80 50 18 28 ] 6 48
North Caroling. ..ccccveeacmacaconene 800 3 30 51 42 20 47 10 28
North Dakots. . .occeeeececnccnnn- P S IO ISR INpRRss INRRRRRRISN SSSRRORRTE RIS LRIy Mttt
[0} 11 [+ YUY 7,400 a7 48 19 18 as 83 2 4
OKIahomMA - - ceooeeecccccaanaans 800 100 70 11 23 16 1 T DN 25
OFeEON. ..o emaamacccmecncacanna- 2,000 47 89 58 25 40 b ) 15 35
Pennsylvania. . .....cocoooeeeonnes 600 95 72 60 11 48 26 8 49
Puerto RIcO. .. ccoeeieiiaeae 100 08 21 100 86 5 8 [l 2N
Rhode Island_..ceoccemummaamaaanns 400 68 83 11 62 ] 12 P, 28
South Caroling....cocceemcuacaann. 5,100 85 38 ) “ 26 8 17 34
South Dakota.......cocceceemanaoene 0} [T IUUUTORR ISR P PEPSRPRRPTT PRCTETERELLE CECEECEERELE bbb
T ONNE8eO. . o ccaeccecccccmsaannnnan 1,700 70 63 54 34 32 50 9 87
S O TR 8,000 63 63 » 87 26 78 4 80
L 917:) / Y 300 63 21 % 26 11 ' 3 [ 47
Vormont....coccccececceceacaccnnns 200 7 99 32 63 3 4 2 39
VirgInda. oo eeee s 400 81 18 52 61 16 50 9 82
VirginIslands._ ... ....ooooooo-n 'S FUURU IR ISR FUppupees BRSPPSTRRTEE CERITEELEECE EELELEbtbod Mebhbh s
Washington. ....c.ccvcermcmmmananans 8,200 48 66 40 4 23 48 14 50
WestVirginla. .eeeoaeaecaoannnn. 500 ' 88 33 39 18 70 7 07
Wisconsin. ... occeeiceeaeeaaees 1,000 ” 48 26 25 21 (') 8 55
Wyoming . - oot 10 S ISR FUSURPPUR Sesrrenpon RRSRRSRRRTRS FESRLTIIELED SEEIILELICEE IRRbibbbibi

1 Less than 100 onrollees.

No1TE. Detail may not add to total due to rounding.
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Table D-3. Labor Force Status, Posttraining and Pretraining Hourly Earnings of Basic Education
“Graduates’’ of Fiscal Year 1966, by Sex and Race *

1]
Total Male Femalo White Nounwhite
Number roPorting. . . .cove oo ii e icctiiccaciaacccmtssnttnancnaceane 28,800 4,400 4,400 3,900 4,400
Percent of Tolal
Labor force status:
EBmployed. . ... iiiiieicecaaaaenasicccoscetnnsanancnananaannne 60 n o1 () o4
UNemPIOYed. oo oo oo iee i ececececatentmnenanaanaeaannaann 24 2 26 21 20
Not in the 1abor f0PCO. ... ..o nciceicacaaccaecmcccccaeacnceannnn 10 8 13 10 10
Percent of Employed
Posttraining hourly earnings:
Less than $1.80. e oo iiciceceecccccccscesaccsesccasccaancn-" 37 23 53 33 42
$1.50 60 8100, et e ieiicecieccececceccacccesarcmeeeeaaeanan 32 32 a3 3 a
82 OF IMOPO. .« euoeeeenacencecaaaceasosanmacacancctcsncnmansamassmnsannnn a 45 15 34 o
Hourly earnings before training:
LosS than $1.80. c e eeeeeinenc e teeaacaacaeacacaseascacmetanaana- (] 54 81 59 7
$1.50t0 8380, . i ieeiiieiiiieeeccasesccccccsaneaceacmactaaaaaan- 20 24 15 23 18
B OF INOTO. - o oeee o eeecaucmemecsaeaecacacactcaccecssasecacacmenanasana 18 22 4 19 1
1 Based on records received for trainees enrolled in basic education who 2 Race not obtained for 488 trainees.

completed training in fiscal year 1966. Nortke. Percents may not add to 100 due to rounding.

Table E-1. Labor Force Status, Posttraining and Pretraining Hourly Earnings of Employed ‘‘Grad-
uates' of Fiscal Year 1966, by Type of Program *

Insfitutional On-the-job Couipled in-
training training stitutional/OJT
Number reporting. . .o oo iiieiieieamcascecoecceceecsieccnieseeeeeaeaeeeaa 84,300 24,200 1,100
Percent of Tolal
Labor force status:
01117 o111 1 RS e D 60 n 58
LI£1T:1117 0 13 7Y U PPPUTPPRREEESEER SR S 12 4 1
No longer In 1abor f0rCe. - oo eo oo e eieecaeeecciieeiiieninceeeeeaeaeeaaas 7 3 4
RITID R TR G) 10 { 1: DR SR D 21 22 26
Percent of Employed
Post-training earnings reported:
Loss than $1.80. « o oo cececececcccccececceeseeseeeeeeeacesceseccecceccascaccanaa- 24 14 11
BL.5080 8100, .o eiccccecmcccecaccecccecceccsecsesesemecascceccecsescesssasases a 22 M
82 ANA OFOr . oo oo i ceccaaccaeeeccecememsessseeecessscaseeeceaseescececeesccesancas 45 a5 &5
Earnings beforo training:
Less than $1.60. « oo ieeccaecceccccetecececacecescaceseeecaseaeacacacececcosonan 53 N.A. 33
S50 80 8000 i ieiieeceeecacececceeaessssssceeseeeceececsseceeccesseacnaan 24 N.A. 30
82 AN OFOr e oo oo oo e eeeeeacecccaceceacacasesesesecseesesceceacececeecececeeceancooos 23 N.A. a8

1 Based on records received for persons completing MDTA training NoTE. Percents may not add to 100 due to rounding.
courses during fiscal year 1966, N.A. Not avalable
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Table E=2. Percentage of “‘Graduates” Through June 1967 Having Had Some Employment Since
Training and the Labor Force Status Reported by Persons Completing MDTA Institutional Train-

ing During Fiscal Year 1966, by State

(Percentage Distribution] !

All gradu- 1066 graduates—status in week 0f latest canvass
ates—some
State employment
since training Employed Unemployed | No longer in
labor force

LI PR RSPPEPP PR S EPRRERT I TR LD 90 76 16 9
ALY 0 VORISR RRRS P PRPTTEEEERE S EESE SRR S 84 72 21 7
AJABKA . - oo eiaencaaaeeeaceceseseesseceessssmesssssecescssacaasaoasestes 86 5 2 12
N1 SRR PPSRRPP PP PPPTTESCETEEEEESERR SRR 92 (1] 18 13
TN PRSP PPT PRPPPTT TR TEES SEESEEE RIS 3 81 13 7
oL PR PPEP PR PP PP DL PLLERTE AL 80 7 16 13
ol I, | TP RSP PP P PP EE P ELTELE LR LR R )1 74 18 1
COMNEO UL - - e eeemmmccmmecececmsmsmmmaeeosssaamnmsaaos s one st as o 81 13 6
DO AWALL. - e e e eeeeccacaccceassseseseesccessssmssssesssessescaasesossoos i '] 05 20 18
District of CoOlUMDI. -« oo ooeeacccceeeccmeeceesecaaaaaas o oseneeReaaas 90 80 14 6
)18 1 L S PRI PPY PEPEE T RS LR EE EREREELRE 83 3 18 9
GOOTIA. - - ceaaceocmeeeeeseec-emesesoeoecscssssssmacsomsocosssonoos 88 76 19 ]
e T NP RS P PR PP ST T DL LELELEEL )] 76 bl N (O
b RN PPPPE PR T TTEL LD o ;) 10 13
G0 T PP ST SPPETT LI B TLLLEEE 11 7 14 9
TIIDOIS. - eee e eeeeec o ememacceeceeamsssmeeecsostecssssemesesasesccsssmanas 00 70 13 11
e SRR P PR T R PP PRPRPTLEEPLLLY ] 81 12 7
) O ¢ PSSR RPEPPEEEP PP ETEL EETEELELD 04 88 10 6
D TR RRET PEPP T PP P PTTLLE o4 80 16 8
KONUCKY . . -« eceoccecmeccocmmmamameamaomaoeesammmmemsesoseseosssoneooeasseoooies 80 832 10 8
LOUISIANG - o e e e ceeeeenamvmmemamaaccacccmesmmmmmemaeessssisessessccsecssessiaoanes 86 78 18 0
MBINO. - o eee e eeeeeeeeeeaacmeeeccsccccssessssemeccececssmmmsescesssosacsossess 02 ') 8 12
MAryland. o oo e iniiaimceeemeeosseomeeaeeseossoesssseoeseooeooaas 922 76 18 6
Y G L S 1 TR RRRSPISSREP P SRR PR LR ER N ()] 81 11 7
1 (10110 VNPT P EPP ST L TP TEL P ELLEE LD 92 70 18 8
MIDDESOLE . - - o eccemmeecceacaacccccmssssamacacc-ccsssessasssszoooosssaaan 92 83 9 8
I e | PP PR PPPPP PP PP ET LT LLELEL LD 86 n 22 7
MISSOULL . - - o oeeeeeo e eeeeeemcmacacceacccssmmemssm-ecsssssssssamsscsssssosaaoos 90 '] 16 6
MOMBNA . o ceenennooceeeamaeccemcmaceseem-emsmesssessssmsssssssecescacsaans g8 75 22 3
INODTASKS - o - oo eeeemecmccaaceeeessemmmsscceessssammmmsoocecsmseooooos )] 81 10 9
NOVAAR. - - e e e ceme o eeeeemacecc-cmemeeseecsecssssseessescescmosmsasss '] 60 17 14
Now HampPShire. o..ooouonemceomacceccaaccmnmmaneanccsesammansameaneaosasananns 96 82 5 13
NOW JOISOY - - enneommeanceameacaceacmmneaamaesracmsasmanssmacsass s ntenacnnes 87 68 16 16
NOW MOZICO. - - oo oeeocceceeeeemmescccmesmsasmecaessssscsmmanasscasaaceoo- 90 76 17 8
NOW YOI - oo ceeeaccccecacccamesmesmcsesessensssesesaccmosemesaeces )] 78 14 8
NOIth CaroMng . oo oo oo e eeeeecceenccmmcmmmemmmamccmmsmammmmmmaaooomoooonnsas 03 73 21 6
NOFth DAKOtB . « o ooeoooeeemnnnaccccccccccccmnmmmmsnnsnssssmmammnomacnenssssmmnnn 08 86 8 7
o) SRR PREPEP PP RS 90 76 18 ¢
ORIANOMA . - - e e cmamecesseeememeassssesssacemeeacaacooonos 0 88 4 8
LTy TR P PEEP T PLEELIL LD )] 70 16 16
POINSYIVANA . oo ceeemnmnceemeceecocammommmsanenemeosssmsammanmeaansonoaes 90 ('] 14 Y
PUTtO RICO. - - o oo oo oo eeeeeeccceeeacccemeaccemsaamamsesmemmneesaassenaonne 00 65 33 3
Dy Ty TR RRPORRRPY PSPPI PP 93 81 6 14
SoUth CATOMNG - e e oo o coeee o eemacccmccmeseeeeseacsemcesanmanaesaacaoos 84 n 21 8
SOUth DAKOLA .« o oo e ecene e ccemmmmammemmemmeecsssmmmmmmeseoosoonoes 95 89 ) ) U PR
T OIMIO8800... - - oo eeoeee e e e eceemeammemmmmmemeeemeameeaeemasomeceeossssmeanaaas 87 n 22 7
D OEAS . - - - o eee e = eeeeeeeemmeceaacecesssseecsssssseessccassaeeccse- ()] 78 12 10
UBR oo oo oo e oo e eeeeeeaemeemeeeeceessemeseeasesecessesmmessaaans 80 70 17 13
T R PREEPPEP P P 95 76 13 11
A TSRS PP PP DD EELEDLD 88 75 16 10
VARIN TSNS .« oo oeoioiinnieneenaneeeieeasneeneas oo s nnna e ) () (©)
WASHINEEON - — o o eeeoeemnmemcececccamacamamnmmamnaneo e naeomannn s ne e 92 7 15 6
WesSt VAPRINIA oo ooneenecece e cci e e mmneams e recn e naaman s s 70 68 26 6
WASCOMSI - - e oo e e e e e meamemmmmmmmemeeeemeecmemmsacsaceamnanns 03 ” 15 6
WYOMING. .. e emenemneanneeeacoeamnmmemnmsmemsmamsmaoemmmannsanasonoanaans 93 n 17 12

tutional training courses.

1 Based on records received for trainees who completed MDTA insti-

2 Too fow reports processed for reliable estimates.
NOTE. Percents may not add to 100 due to rounding.
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Table E-3. Labor Force Status at Date of Latest Canvass, Posttraining and Pretraining Average
Hourly Earnings Reported by Trainees Completing Institutional Training Projects During Fiscal

Year 1966, by Sex and Race

White Nonwhite
Total ? Male Female '
Total Male Female | Total Male Female
Numberreporting. ... ... 66, 700 34, 000 32, 700 44, 000 NA NA 19, 400 NA NA
Percent of Total
Labor force status:
Employed. . oo 70 80 2 79 NA NA n NA NA
Unemployed. - covoemiemimioiaaaiaaaaccanae- 15 14 16 12 NA NA 21 NA NA
Withdrawn from labor force....................... 9 6 12 9 NA NA 8 NA NA
Percent of Employed
Posttraining hourly earnings:
Under $1.50. ... oo i eeieeceaacaeaaaa- 24 14 35 20 12 30 3 19 4“4
C) WL RE ) K PN 31 23 39 30 2 41 a2 28 as
82 0F MOKe. - eeeoecicccceccaccccccecaeacaanaaa- 45 63 26 50 66 29 as 34 21
Pretraining hourly earnings:
Under 8150 . . _..oceeiiaicccnecaccacaaann 53 38 n 48 36 67 65 47 (']
LYW RTIY ) K P 24 prd 20 25 26 22 21 27 17
$2 0F MOTC. - - oeecceemcececcmcccaccacacacaaceann 23 33 9 27 38 11 14 26 3
1 Based on records for trainees who completed MDTA institutional NA=Not avalilable.

training projects in fiscal year 1966.

? Race was unknown for 3,300 trainees reporting labor force status.

NoOTE. Percents may not add to 100 due to rounding.

Table E-4. Occupational Group of Training of Persons Leaving the Labor Force After Completion
of Training and Reason Given for Leaving

(Projects Ended During Fiscal Year 1966)

Trainees Total Male Female White Nonwhite Race
unknown
Number left labor force. .. ... oo ooiiiiooe. 5, 800 2,000 3,800 4, 000 1, 500 300
Percent.......cceeccecaieieinccnccaccccccccaccacacaaan- 100 34 66 68 20 (]
Percent of Total
Occupational group:
Semiprofessional and technfeal ... ... ... 12 7 14 16 3 14
Clerical and 8818 . - - oo oo eoe e ic s 20 7 40 20 31 20
1 04 [ TP 23 7 31 21 27 26
Agriculture. - ..o oo iiiceeiieeaees 3 6 2 3 4 4
Skilled. ..o icccicccciccccccccaacaan- 17 45 2 18 14 17
Semiskilled. ... .o 14 25 9 13 16 17
[0 17 (T P 3 4 3 2 6 3
Reasons given for leaving:
Keeping house. . ococoeeomm L 26 1 40 28 22 23
Inschool.. oo e 13 20 10 13 14 17
TINess. - oo eeeiecceiceccccecccacacceciaccea e aaann 24 26 23 24 26 20
Other... ... e ieieeecccsceacanaccaccaacascanns 36 53 28 35 38 40

NoTE. Percents may not add to 100 due to rounding.
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Table E-5. Posttraining Hourly Earnings of Employed ‘‘Graduates’’ of Institutional Training Projects
During Fiscal Year 1966, by Their Pretraining Hourly Earnings

(Percentage Distribution)

Posttraining earnings
Earnings Pretraining
carnings
Less than $1.50 | $1.80-51.99 $2 and over
Earnings reported. ..o oeeo e iiiieciseenmaamaao s ceeoneeoaen 100 24 a 45
Less than $1.80. - oo ocoreeeiccacacaecccccmscacacscaucacacesasasmecmmemacaasann 100 Hu 37 29
81,50 t0 $1.90. < e e icciccee smeemieeeeaceceiccicacassisemnenaeanaeaan 100 10 2 58
$2 ANA OVer. «ocacaccccacccecccsciccnsaancacscaacasamccccesammcanenaosaoncaoy 100 8 13 80
i

NoTE. Percents may not add to 100 due to rounding.

Table F-1. Selected Characteristics of Trainees Enrolled in Institutional Training Projects During
Fiscal Years 1967 and 1966, by Type of County of Residence

[In percent)
1067 1066
Characteristics Rural!? Urban Rural ! Urban
Total | Male | Female | Total | Male | Female | Total | Male | Female | Total | Male | Female
Percentage distribution2.......... 18 66 b 75 35 43 16 67 a3 73 56 4
Percent of Tolal

Education:

Less than 8th grade........_..._... 13 16 7 6 9 4 9 11 5 6 8 3

Sthgrade..c.cocecmocaaacacannnn. 15 19 8 10 12 7 12 15 7 9 12 6

Gth to11thgrade..........._.____. 30 30 28 41 45 37 20 30 26 37 40 H

12thgrade. coeeecamaeaoaeaaan... 39 33 51 37 31 46 46 40 56 42 35 50

Over 12thgrade................._. 4 3 6 5 4 7 5 4 6 6 5 8
Age:

Under19years_ ... ........... 14 14 15 17 18 15 16 13 17 16 16 16

19to21years. .. oceccieinaaaaa. 20 19 21 p 23 26 20 20 10 23 22 23

2tod4years .. ...oooeoaee.. 52 64 49 48 50 46 53 55 49 51 52 49

45 yearsand OVer................. 14 13 16 1 9 13 12 10 14 1 10 13
Color:

White. oo imeecaaecaea. 79 81 76 54 58 49 83 84 82 58 63 83

Nonwhite......ocoeeeeaeaaaa. 21 19 24 46 42 51 17 16 18 42 37 47
Labor force status:

Unemployed. ... 80 82 7 80 83 7 81 82 80 83 86 80

Family farmworker............_.. 3 4 1 ® ® 0 4 6 1 @ ® 0

Reentrant to labor force........... 2 1 4 4 1 6 2 @) 6 4 1 8

Underemployed. . ce.oooocoaeon . 15 13 18 16 16 16 12 12 13 13 13 13
Duration of unemployment:

Less than 5 weekS.....cccccacannnn 38 42 30 37 43 28 40 45 30 as 41 27

5tolweekS. . ..ocooooocoamcaaa. 24 12 20 24 27 20 ) 26 19 23 25 10

15t026 weekS.....cocooaaaoaaot 13 26 14 13 13 13 12 12 12 13 13 13

271052 weekS..aeoameeeaeaeaeaana 7 (] 10 9 8 1 9 7 1 10 9 12

Over 52 weekS. caeeooocccaaaaao. 18 14 26 17 10 prf 15 9 28 19 12 29
Gainfully employed 3 years or more. .. 64 n 50 56 63 48 65 7 51 60 68 51
Head of famfly. .. .ooeo oo ao. 61 69 4“4 52 57 46 57 66 41 53 58 46
3 or more dependents. .. _............. 31 39 18 23 28 16 29 36 15 23 29 16
Unemployment insurance claimant._. 9 11 5 11 14 6 12 15 5 14 18 8
Public assistance reciplent........._.. 12 12 12 12 9 16 8 6 10 12 9 16
Handicapped..c.ccceecemaaanaaaan.. 12 16 5 10 14 5 10 12 4 8 12 4
Eligible for allowance.......o...oo.... 81 82 67 83 89 75 78 88 59 80 87 70

1 Counties with no city or town having 2,500 or more population were considered rural.

3 Type of county of residence was not determined for 7 percent of the trainees of 1967 and for 10 percent in 1966.

3 Less than 0.5 percent.

NoftE. Percents may not add to 100 due to rounding.
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Table G-1. Selected Characteristics of Trainees 45 Years Oid or Older Enrolled in Institutional
Training Projects, by Sex and Years of School Completed, 1967 and 1966 *

Flscal year 1987 Fiscal year 1960
Sex Years of school completed Sex Years of school completed
Characteristics
Total Total
Fe- 8 More Fe- 8 More
Male | male [ and 9-11 12 than Male | male | and | 0-11 12 than
less 12 less 12
Number reporting....... 10,400 | 9,400 | 10,000 | 6,400 | 5,200 | 5,800 | 2,000 | 19,500 | 10,000 | 9,500 | 5,000 | §, 800 | 6,300 2,000
Percent of Tolal
Sex:
Malea oo iiiiaaeae 43 100 |........ 68 47 33 28 81 100 |........ 70 50 38 39
Female ..........c...... 82 |........ 100 . 32 53 65 72 9. 100 30 50 62 61
Eduecation:
Less than 8th grade...... 16 24 9 80 |.oeen i 14 20 8 7 T R P,
Sthgrade................ 17 22 12 11 IR N R FOUR, 16 21 11 [ 1 D PN PO
oth to 11th grade......... 27 26 7 (VOO (111 2 I PO 27 27 28 [........ (1,1 1R S F
12thgrade............... 30 22 38 |t 100 |........ a3 24 ') O [ P, 100 |........
Over 12th grade......... 10 6 ) U, 2 (VO PR P 100 10 8 ) & % I PRI 100
Color:
White..eeooeccecaeeaas 7% 72 (i} 64 72 83 §9 76 74 9 64 7 86 87
Nonwhite............... 28 28 22 36 28 15 11 24 26 21 36 25 14 13
Labor force status:
Unemployed............ 78 83 72 82 81 7% 62 80 87 74 84 82 78 70
Family farmworker... ... 2 4 O] 5 1 1 (%) 2 4 ® 5 1 1 1
Reentrant to labor
F11) ¢ v - P 7 1 12 2 4 8 26 7 1 13 3 5 9 20
Underemployed......... 14 12 16 11 14 16 12 11 8 13 8 12 12 9
Duration of unemployment:
Less than 6 weeks. ...... 26 28 24 27 27 26 20 26 26 23 25 27 24 24
Stol4weekS..on........ 19 22 17 18 20 20 16 20 22 17 19 19 21 19
15 to 26 weekS...on...... 14 15 13 13 15 13 14 14 15 13 14 15 14 14
27 to 52 weekS.eeueun..... 11 12 11 11 11 10 11 13 13 12 13 14 12 13
Over 52 weeks._.......... 30 24 36 30 27 31 39 28 23 34 30 25 28 30
Gainfully employed 3 years
OrmMOre.....ccceeceeacnnnn. 92 g8 87 04 93 91 89 94 ) 90 96 95 93 93
Head of family..c........... 68 86 50 (') 69 62 45 9 86 52 79 n 62 57
3 or more dependents.._.._.. 24 41 8 36 22 19 14 23 38 9 a3 22 19 17
Unemployment insurance
clalmant .. ... ... ...... 14 18 10 12 16 14 10 19 24 13 19 20 18 14
Public assistance reciplent... 12 16 9 22 11 7 3 12 14 10 20 12 7 4
Handjcapped................ 18 28 9 2. 19 156 11 16 24 8 19 17 13 14
Eligible for allowance........ 80 91 69 88 84 75 56 80 90 70 87 83 (] 68

1 Based on records recelved in fiscal years 1066 and 1867.
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2 Less than 0.5 percent.
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Table G—2. Labor Force Status of Trainees 45 Years Old and Older Who Completed Training in
Fiscal Year 1966 and Posttraining and Pretraining Hourly Earnings of Employed, by Sex and Race *

Sex Race ?
Total
Male Female White Nonwhite
Number repPortIfg. .o cceeemmmmcamcccaaseammmecccoocoonanianannane 8,700 3,700 5,000 6,800 1,500
Percent of Total

Labor force status:
0. ) [15°4:) RSENRNEERET P RSSERSEERE LSS EEREES SRR 72 72 72 ¢} 69
O8I 1) o) Log 17 SRR S S DS SERSEEPRESEERESE SEEE R 17 20 15 16 2
Not in the labor force...----- qececcmeemmmameceseesemmeemomaos tecacceennan 11 8 13 11 9

Percent of Employed

Posttraining hourly earnings:
Less than 8150 .- ccccoacccaccccemmmammonaccnaccmmmamcmacaseccacocons 27 19 33 24 39
815080 $1.00. oo ccmcmeeemmmmcmcccccmssssmmmacceecossssseennaas 33 27 36 33 33
$2 OF MOTO — oo eeeemmmmeccccccccvmmememmamccmcccssssesmmcossessaccsssses 40 54 31 43 28

Hourly earnings before training:
LesS than 8150 oo ceeeeacccacccccccuemmmememmacccmccsmmmemmasncaccoooo 47 20 &9 4“4 57
$1.50 60 8199 oo oo eeoccicmemmmmco—eocmemssemememooccoscoosesanos 24 23 25 26 p. ]
82 OF MOTOe e e oeoooccccocecmcmmemmmmmmmmmccscmmsmssemesemccooooossmsoo- 29 48 15 31 21
1 Based on records recelved for trainees who completed in fiscal year 1966.
2 Race was not obtained for 400 trainees reporting their labor force status.
NotE. Percents may not add to 100 due to rounding.
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Table H-1. Selected Characteristics of Trainees Enrolled in MDTA Institutional Heaith Occupation
Training Projects During Fiscal Years 1967 and 1966, by Sex

Fiscal year 1967 Fiscal year 1966
Characteristics
Total Male Female Total Male Female
Number 1epPorting. ..o e 14,700 800 13, 800 19, 600 1,200 18, 400
Percent of Total

Sex:

MALe . e eeeeamm e ] 00 ... . —eo.. 6 100 .ocoeaaa-

b TS 1Y LN OUR P 05 | ceeeea- 100 04| . ... 100
Education:

Less than 8thgrade. . - oo oovmn o 3 3 3 2 4 2

Bth Erade. .o omeee e ceiem e 6 ] 6 5 5 5

Othtollthgrade. .. oo 3 32 3 29 28 29

12th Erade. e oo 48 48 48 83 50 53

Over 12th grade. .. ..o eeenes 12 12 12 11 14 1
Age:

Under 19 Years. ... o veccccmcammemma e eimaaammmmane 12 13 11 12 9 12

1080 21 YOAIS. cum oo o ccemamo e ceemmecaseceeeno-aoae 19 26 18 17 22 17

22 t0 44 JOALS. oo oo e mammemn e meaomeenanmo- 61 52 ] 54 50 54

45 years and OVer.......coovooonoimaocamcaimaaaenas 19 10 19 17 11 17
Color:

WL, o e et ieemmeecaesecmmeemmmeeemamnanan 65 67 64 66 65 66

NONWhIte. oo e eeieeee oo ceaccmacmeee e amm e a 36 3 36 34 35 34
Labor Force Status:

Unemployed. ... oo meseees 68 68 68 n 5 n

Family farmworker.. ... . o iciiioiaiaeooe @ @ ® @ @ o)

Reentrant t0 1abor f0ree. a.uu- o oove e eeaes 1 [ 11 11 2 12

Underemployed..ccu. o ooommoooe o ceieiea e 21 27 21 17 22 17
Duration of unemployment:

Less than 5 WeekS. .o oo oae e 29 39 28 30 37 30

510 14 WeEKS. . - e 19 27 18 18 25 18

1580 26 WeEKS. caueon oo c e e imece e 12 16 12 12 16 11

27 t0 52 WERKS. un o oo eceoc o immemmmam e 10 8 10 11 11 11

OVEr 52 WEEKS. e e e o eoc o ceceimamme e ee e 30 10 32 29 12 30
Gainfully employed 3 years or more.. . .........------o-eo--- 66 62 66 &8 71 67
Head of family ... oo e 43 53 42 44 61 42
3 or more dependents. ... ... ceeoieioiciieiieaieeioeea 16 20 16 17 24 16
Unemployment insurance claimant_ .. ... ..o 4 10 4 5 14 5
Public assistance recipient. - .. .. aneeiieeiee 13 8 13 12 6 12
Handieapped. c oo oo oeioie e eimneeseee e 4 14 3 3 10 2
Eligible for allowanee. ... .. .. eeoooiiaieiee 63 87 61 68 83 57

" 1 Based on fiscal year 1966 and 1967 records received through October 1967.

2 Less than 0.5 percent.
Nore. Percents may not add to 100 due to rounding.
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Table H-2. Selected Characteristics of a Sample of Trainees Enrolled in Institutional Health Occupa-
tion Training Projects, by State During Fiscal Year 1967 *

Percent
State Number of Education Age Unem-
trainees Head of ployed 15
Male White family weeks and
8 and 12 and 21 and 456 and over
under over under over

US.total o eeeeaeiicaeans 14,700 ] 66 43 9 61 30 19 53
Alabama. - cconiiceiiieeeaaeaaas 300 ® 43 58 12 &3 25 18 61
Alaska. . oo emeeeiiecieciiaaeeae 16 Y PO AR PRI, ISR PEE TP Pr e EEL LT EEL L) SEREELEEE L bbbt
PN s U117 VR 200 13 69 64 1 46 30 10 53
ATKANSAS . - oo ieeeeicacacaecnaaa- 100 2 83 49 2 63 8 16 43
California......ccoocecccccamncacene- 2,000 12 65 52 7 56 24 22 54
Colorado . - cceoocemaacaecacenaaaan 200 5 86 61 6 46 36 15 40
Connecticut. . ...oceeceaccnencacannn 1) Y PO RN ool PR PR e L LT et CE LR e Rt Chhb bl
DolaWATe- - o ceceeeenccmaaananen 100 |...ooeeeeeen 29 70 10 M 8 20 52
District of Columbia........cc...--- 100 11 39 41 ... 89 7 23 40
Florida. . cccomcomiececaececeeeanans 400 3 a3 52 9 46 40 28 38
Georgia. oo eeeecaiceaaaaeeeaes 400 3 58 43 5 66 26 19 51
GUAM . oeecceacccccmcmacacacenne 16 Y PP ISR s ISR EEER) PRSP TN FESTLEEISEEE CEEEEEECEEE] CRA Rt
Hawall. ccveeeeoccccaaacanaaens 1) Y PO AN IO PR REEP PR RRET ORI ETEEEN] CECEECEL I bbbty
b (i 72\ 111 TN 1t Y PO SEUUUIUIIN IR PR PREPPPEEST R PEEPTTTTEEEG) EEEEIEE RISt Rt bbbty
111100 ) Y 1,400 6 80 4 8 85 a1 14 58
0000 ] (-0 11 S 400 2 62 46 10 46 38 15 4
) (13, 2: SO I 100 2 04 42 10 74 39 11 32
KansaS. ..cccccceccccncacccccmaccann 100 4 84 76 1 71 20 15 42
Kentueky. - cooceecaocnaacaaaccnan. 200 16 83 40 8 73 42 10 52
Louistana. .. cccoccieiieiieiaaeeas 1) YRR PN PR PRI (R PRPTSTP PP EETEET L] COEEEEEEE LAt Rt ts
Malne. oo eieeieeecceeceeaeaas 300 2 89 24 8 64 42 22 46
Maryland. ..o coeoiiiieees 700 3 56 34 9 61 29 20 64
MassachusettS. . .ccceceocennannaa-- 600 6 87 26 9 66 48 16 46
Michigan. . ... mieiiaaaeeae 1, 000 4 58 52 4 66 35 12 51
Minnesota. --cceeccccccacccaaan 300 8 96 20 4 85 31 26 59
Mississippi-- oo cemeeiiieaee 300 1 39 57 30 40 27 17 59
Missouri. oo aecceaaeaaas 200 ] 62 61 10 46 17 23 53
Montana. ......coeeencccncaccaananan 100 4 92 96 6 59 25 15 41
Nebraska...ooccoceaccanccianaann. 16 YR PUSR INURURRN IV P SREEPPREEN PRRTTTETITEE ELER RS itld Aabh btk
Nevada..oooeececaaaacacacaaaannn 10 YRS PUT TN IS RN AR R T L el LR LEEC LT Rty
New Hampshire..........co.cocmm-- 1) YR PR IS R PUyRRRRR RS DR BEPEPTTEE Tt EEEELEECEE e Rt bbb iis
NeW Jorsey.  eceecccaccmacacaunaannn 400 1 60 26 10 62 21 33 68
New Mexico. - ccvveccacaeacaaaaanen 1) YR PR AN AN NRRRRRR FEPERRTEETE CETTEEELECn COECEELEL ] Rt
New York. oo eeeieiacacaaaean 900 7 7 43 8 68 34 16 40
North Cavelina.. ..ooocoeeoooot 200 3 69 25 9 69 44 12 31
North Dakota_..ccceeeccaccacannnn 1 YR PRUNUURUN IS R, URON ISR PR TE FERPCRETEEE EEETIEETET] Rehhih bty
[0) 1 (1 TR 700 ® 65 23 4 74 28 21 61
Oklahoma. . .. .coreiceeaiaiaaacannn 200 2 39 45 17 38 1 42 81
OTOZON . - - eeeeeemcccacceccaannnan- 10 YR PN P PPN MUt SRR PPTP P TRt L e L] ity
Pennsylvania._ . ... .cooeoamoieiannan 900 5 72 26 3 79 39 18 54
Puerto Rico. .. .oomomeaaaat 100 26 77 65 1 78 41 2 4
RhodeIsland. .. .ococoocooanoaa.o.. 100 1 04 17 6 81 26 29 63
South Carolina. .................... 400 1 31 44 19 46 U 20 41
South Dakota. - .covoceeceoennaanaann 1O Y POUUUUTU IS FURRIN APl PRSP BT EE ot EEELEER it Rkl
T ONNESSO0 - - oo o ceccmmmeecmmamannn 100 8 39 50 2% 4 14 24 56
2 N 100 2 47 77 30 25 9 27 40
017 | P 1 YR PO I I (R DT DR L] CE L L et RhEhh i
vermont. ... .ooeenoiieciaaaaaans 100 3 100 37 12 60 58 31 41
Virginda. - .o 400 1 68 38 21 47 28 25 61
Virgin Islands. - ..ooooooaeaeooo.. 7 N PSS SRR IUUURREN FSRPURPRI RRSSERERER [EPRTEERP RN LEEITLELLED bttt
Washington. ... ....ooooeecenaan.. Y O F T ST SRR (SR FEEORRROE RS LT LI bttt
West Virginia. .. ... .. 200 4 89 68 8 63 10 16 62
Wisconsin. ..o.oocecociiiiicaaaan 100 |..ocoeannen 81 30 12 61 29 28 78
Wyoming. . ...oeeeeeeccaiaaaeann- 10 Y PO USN AN FURRUIPIRN APURUIS EEPRRPRRP FEPTEETTTETE CECEREECELED Rttty

1 Based on records received in fiscal year 1967, as of October 1967.

2 Less than 0.5 percent.

3 Less than 50 records received.

NoTE. Detail does not add to total due to rounding and omissions.
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Table H-3. Trainees Enrolled in Institutional Health Occupation Training Projects During Fiscal
Year 1967, by Occupational Goal and Race

[In Percents}]

Health occupation Total White Nonwhite Race not
obtained
Reports Processed. ..o -cvoooecreeceseeeesaaaccseorasaaanaamaoseossaraennanaas 100 59 32 10
Percent of Total
Professional, technical managerial. . - oo iiiiiie e 49 61 29 45
RN, refresher. ..o oocaeoicoeaicacamceccccocecmamaaecarccomceencanonaes 11 17 1 15
Medical technologist and lab assistant. . ....ooccoeemummriiiicieomiiiiiane 3 3 m 3
LPN, therapist, and technlelan. ... ..o coiimma e 35 41 27 27
Service—Nurse aide, orderly, hospital attendant....._ .. ccciiiooiiiiiiiiiiiiaaat 51 39 n 56
! Less than 0.5 percent.  NoTE. Percents may not add to 100 due to rounding.

Table H—4. Labor Force Status, Posttraining and Pretraining Hourly Earnings Reported by Health
Occupation “Graduates” During Fiscal Year 1966, by Sex and Race *

Total Male Female White Nonwhite
Total FePOrtiNg 2. ccnecooeeceemcmammmaeaaacaacccarmmmaaaacacaaccsnnes 10,300 500 9, 800 6, 900 2,800
Percent of Total
Labor force status:
B0310) 3 (15 PR ES SRR 7 86 78 79 79
011050 0) L1071+ DR P S PRSP T 9 9 9 8 12
Withdrawn from 1abor foree. ..o iiammcmcaaace e ciecaaaaaeaee e 12 6 13 14 9
Posttraining hourly earnings:
Lessthan $1.50. . ..o oo ieiiicicmmeccaaaocccemmcaae e 36 21 37 20 63
$1.50 60 $1.00. ..o ieiiiammemceeoneiemmnmeec oo e 33 42 33 37 26
$2 OF TOTO. - e mceecccancccasamammnnmmmcceeesssmnmanssaoosascasnnaans 31 38 30 34 22
Pretralning hourly earn{ngs:
Loss than $1.50. . oo oeeeicccaaeccccamceeeaeecccaaccemeeenceeeaaaas n 47 72 68 79
$1.50 80 $1.00. oo coiceiiomeeececcccsemommmemaeoooaoonenes 19 31 19 21 16
LT 31 10) < TSRS PRPPPEPEPEEELELLE 10 22 9 12 5

1 Based on records received for fiscal year 1966, as of July 1067.
2 Race was unknown for 600 trainees who completed.

86

NOTE. Percents may not add to 100 due to rounding.




Table |-1. Selected Characteristics of

Projects During Fisca

s el b ol
PR AGL NSRS

upisadvantaged” * Trainees Enrolled in Institutional Training
| Year 1967, by Age and Sex *

Sex Age
Characteristics Total
Male Female | Under 19 19-21 22-44 48 and over
Total Toporting... vcxe -vemmmmecomssammrnemmmansenens 60, 900 34,300 26, 600 9,300 12, 300 27,500 11,800
Percent of Tolal
Sex:
1S 1 P S RRRSPPPPPPEP PEPEETTIEL AL 86 100 | .ocaconnn- 61 84 88 53
e | YRS RPPPREEELERLE L LA b 7 7 T P 100 39 40 42 4
Education:
Less than 8th grade. .. ....ccoomvmmmeraammnmanmrsmmenress 12 18 7 7 L] 12 20
BUR GERAO. e nnennnnnnrrmnmnmensa e e s s e rnon st r e en e 13 18 1 16 10 1) 20
Oth t0 11th @rade. . .. connmceammnmermmrranr e 86 86 87 69 67 88 33
12th Grade.......oviaermmeam o m s n T e T 18 10 21 9 17 14 21
Over 12th Grade. ..ccooceeraerammaacemsamran ot 2 2 3 ) 1 2 6
Age:
UNAOr 10 YOUIS. . cevuannnmnnmrnsnmmasammmamnsasmannsooses 18 16 14 01"+ 3 PR PRIl PRSP PP L
1980 21 YOAIS. ..o crnmnnanmsemnmramoemmmamsan s m oot m 20 19 ) U P 1111 31 (O PP
0200 8 YOAIS ..o cconmnnmmramnomsamsmnna st n e 45 49 TV S DN PO 100 [oeecceccnen-
45 yoars and 0lder. ... .ocaaeurcarannenurm s oo 19 18 D) W PR (U FRPPPPPRTTTY 100
Color:
BT TR PRSI LR LA E LR 1) 40 32 28 b7 32 69
NONWRIL. o oo cecencannmnaacmssmnmnasnmmaannomrsannanes 6 60 68 2 8 63 3
Labor force status:
Unomployed. ... covoeeecncmmmssmsmranmasssnmsnnoooress 88 88 88 80 90 89 84
Family farmworker.c.c. oo counmenerasmmsnararamommssosse 1 2 O] 1 1 1 2
Reontrant to 1abor foree. .. ...cvoanerammmmanonanmmnanes 2 1 2 3 1 1 3
Underemployed. ... ...coccamrmmmanncanmmarsmasonsmmsnses 9 9 10 7 8 9 11
Duratlon of unemployment:
Loss that BweekS. .....ovoimmnaceammmm ot 21 26 18 21 24 20 22
510 14 WEEKS. .. o eciviaaamcaraa e n 18 18 10 14 18 14 16
1580 26 WeOKS. . .oooocaeimierien s n e 21 23 20 21 23 23 16
07 10 B2 WEOKS. .o cvumreaccmmnmmsasaassnan s e eens 15 14 17 13 16 16 13
OVOr B2 WeEOKS. ... .ccceinaamsan s 2 19 38 29 2 27 )
Galnfully employed 3 Years or more. ...« ..-cxc-szsesosescs 39 60 51 6 20 80 3
1 0o 0 4 (%1110 Sy PRPEERREEEEEREEE LA 87 61 53 16 38 75 70
3 or more dependents. ....ooocoiincaanninarsamnenone 28 a3 20 1 8 46 26
Unemployment insurance claimant. .. ....ccoceovoraennecs 9 12 ] 1 4 12 14
Public assistance reciplent. ... cococcooriiirananimieemene 18 14 23 11 12 24 14
Hondleapped . ..o coevueeamaeaaiammnaaraon o 18 28 9 11 14 20 2
Eligible for alloWanCe. .. ..ccccuvnneranurarenmmnaaranaraenes 84 89 ” 8 88 83 83

1 For purposes of this tabulation a trainee was considered *‘disadvan-
taged'’ if he hud 2 or more characteristics deterrent to employability—less

than a high school educatlon,

nonwhite, 45 years old or older, handi-

capped, long-term unemployed or member of a low-income farm family,

public assistance reciplent.

2 Based on records recelved during fiscal year 1067, as of November 1967,
3 Less than 0.5 percent,

NotE. Percents may not add to 100 due to rounding.
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Table I-2. Selected Characteristics of *‘Disadvantaged” * Trainees Enrolled in Institutional Training
Projects During Fiscal Year 1967, by State and “Disadvantaged" Trainees as Percent of Total

Enrollnient ®

i
i
‘1

Percent
Number Percent Long-term
State of of State unem-
trainecs enroll- Less than | Over 44 Handl- | ployed or | Public
ment Male Nonwhite | 12 years | vearsold capped low- assistance
schooling income reciplent
farm
family

US. Total.. ..ceineiciicnnnnnn. 60, 900 46 86 63 83 19 18 18
Alabama. . oo i 900 52 52 75 70 17 7 67 6
AlaSKB. oo iiiieiieeaaen 100 53 54 7 79 20 18 86 17
ArlZONB. . oo eeecececccataeaaaans 500 39 43 57 83 17 26 85 a2
ArKaNSas. . ocecaceciiiieeaaean 300 37 61 48 % 32 20 (') 3
Callfornfa.....cociiiiimiiiaaaaes 8,000 47 04 (] 80 20 12 60 24
Colorado. . cocnoaceacaiicaeaa e 300 32 44 20 89 23 17 69 22
Connectieut. . .. coociieniiaanaaaas 1,100 56 40 74 88 17 24 “ 26
Delaware. . o.cocecciiacaacacasens 100 67 “ 87 '] 16 4 47 s
District of Columbla.__......._...... 700 53 61 07 80 13 10 46 6
Q173 [ : SR 1,800 50 39 72 n 15 18 53 16
Georgla. ..oooeiiiiieaiaieaes 1,200 49 47 69 () 16 17 48 7
¢ 17:1 11 VAU @ Y2 EN PN PR PRy PRPEEREPYTTEI FEEEE EEbEd CERE L bty
Hawall .o ooeiieemaiiiiiiiaaeaaes 200 87 49 87 87 17 a7 64 19
) € 111111 YRS 100 28 53 7 65 84 39 88 14
) 411300 T 4,100 53 40 80 85 17 11 50 24
Indlang. ... ieeeeee 1,300 49 40 65 83 22 18 53 11
) (12 WP 500 34 73 22 83 18 60 56 16
Kansas .. ...cceccecnncaacaanccaeann 600 51 58 58 79 19 a3 50 20
KentuckyY..ccceeiiieeia e 1, 500 46 75 13 90 27 29 84 48
Loulslana. ... .ccciiiciiiaaannan.- 800 43 49 79 73 15 11 85 5
Y (330 11 PR 800 30 44 3 80 34 39 74 11
Maryland.....ccooiieeniiaaeaoannn 1,000 53 40 84 87 12 9 52 17
MassachusettS. . ...oocociancconnnns 2,400 40 87 41 84 k)| 24 62 18
Michlgan. ..ooociemmiimiaaaeeeaenns 2,000 45 50 74 80 19 12 59 24
MInnesota. . cccececnmiaacacaeaacenns 000 33 68 21 88 23 50 64 18
Mississipplccceeeiiiiiiiiiee 1,400 61 n 82 2 25 12 48 18
3 (L1101 y PP 2,200 58 49 a8 85 19 16 62 19
Montana. c.coeceiiiiieiaa e 200 42 67 25 87 34 40 53 20
Nobraska. . ..occceieienemanaaaacnnns 500 42 54 38 n 22 45 66 10
Nevada . .oooceieioiirmiamaaconanes 200 42 41 52 69 30 20 n 24
New Hampshire. .......ccocceeeene 100 22 78 6 81 49 85 35 0
New Jersey...occeeceaaeuannaaaans 2,400 54 58 72 85 20 12 9 14
New Mexleo. . oceeooiimnaanaeens 100 12 4?2 87 72 20 % 60 6
New York. .cooiecmiciomaonniannnas 6,400 51 59 76 89 13 13 49 18
North CaroMna. .....coooemaemacanen 1,000 50 1 74 83 22 21 46 3
North Dakota. .occcccemmameaceanns 200 20 67 10 80 26 50 61 21
(0] 1) [+ YIS 3,800 48 59 68 7 12 15 64 18
Oklahoma. . .coociimiiiaaiaeenes 000 53 66 52 1 30 23 66 14
L0 (14 VI 400 39 55 17 74 U 47 65 19
Pennsylvania. .. ...oooiiiaiiaaoos 2, 500 35 72 64 7 22 25 55 18
Puerto RICO. ..o coeviviiiacanaannnes 700 42 03 40 87 13 4 83 1
RhodeIsland._......o.ccoiiiiiaaaan 300 33 69 33 88 19 40 52 25
South Carollna. ....ccceeeeeonnnns 000 54 46 75 81 19 11 53 1
South Dakota......occcciemeennnnnn 100 2 58 20 73 23 30 74 20
P eNNeSSee. . ce e ccnennemacaonaan 1,200 44 58 60 86 20 17 57 10
TeXS. . ocacccennmmmmmnnmeaaaaaean 2,200 42 57 59 87 23 19 46 7
UtBh. e cemicccacceearacanaaaaanas 200 32 44 16 87 24 18 75 23
Vermont . - ccccecenecccccaannannnnn- 200 33 52 0 76 39 39 64 18
Virginla. oo 800 37 47 48 80 26 10 65 2
Virgin Islands.......ccooeemeeaaeaen @ 3 I FUUUURU FOURRURRION SUpvRppes PRREEREPPTER) FEETE L ] Cht it bbbl
Washington........ocociimamaaenee. 1,300 51 47 4“ 88 19 23 60 20
West Virginla. ....oocooiiiiaaaaaan 400 45 73 11 80 26 20 89 38
Wisconsin. . ..coccaciiiiamnaaaaaan 1,100 41 062 58 81 16 28 57 19
Wyoming. . _....eeeaemiiiiaiannnnn ® 3 EUUUTUTUTUTN IR ISV IR Sospupns PERYERSPRUEL EETEEEE e

1 See footnote 1, table I-1.

2 Based on records recelved during fiscal year 1867, as of November 1967.
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3 Percentages not computed, number less than 50.
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Table 1-3. Labor Force Status of the “Disadvantaged” * ‘“Graduates’ and Posttraining and Pre-

training Hourly Earnings, Fiscal Year 1966, by Race and Sex *

Sex Race?
Total
Male Female White Nouwhite
Total TOPOTLINE. - e ooeaeceeeecmemameanracccccaeamsamnnaaaseccenaaanan 28,000 12,200 12,800 11,000 13,100
Percent of Total
Labor force status:
) 0111 1) 1S R R 69 72 6o n 68
UNemPloyed . oo e ettt 22 2 22 19 2¢
Not inthe Jabor force. .. ..oocnmeeeeaiiiaaaaceeescnomsasasaaanacans 9 6 12 10 8
Posttraining hourly earnings:
Less than $1.80 . oo oot iiieaceate e raaa e a3 20 40 2 ]
LY AR DY ) K USRNSSR RS S PS S PR 32 -] 38 a 2
§ O IMOT@. - e ceeeenaaccccccnaccnnnasssasnssemnenssssmsensassencccasscss i) 52 20 40 a2
Hourly earnings before training:
Less than 8180 . .. ciieiiiiaieieraaeeaaaacen s enaataancaeaaaas 88 42 74 ) o
CIRAT ) R R PSRPPPPRRPPIS PP PY PRSP RRSPRRE 21 2¢ 18 22 21
G2 OF INOTQ. e e neeeeaenccccccnsannsaasnesmaaamccscssssasmnsasssasonaacoce 21 34 8 29 15
1 See footnote 1 table I-1. 3 Race was not obtained for 860 trainees reporting labor force status.
3 Based on records recorded for “disadvantaged” trainees following
completion of MDTA training during fiscal year 1836, as of July 1907, NortE. Percents may not add to 100 due to rounding.
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Table J-1. Selected Characteristics of Trainees Referred to Institutional Training Projects During
Fiscal Year 1967 on an Individual Basis, by Age and Sex *

e - iRt

Sex Age
Characteristics Total
Male Female | Under 19 19-21 22-44 4sand over
OBl oo e ceueeaeneccaamacaecsscocsasonanmnnsnann 2,800 1,200 1,300 800 800 1,200 300
Percent of Tolal
Sex:
.Y (Y L. Y RS 49 100 [...oocnee-o. 40 82 81 43
b0 17 L PP P .} U 100 ) 48 49 58
Educatlon:
Lessthan 8thgrade. . .o oiiienamiieieiiiiiaaans 1 2 1 1 2 2
A 181 10 | TP PIPR PR 5 ] 3 1 3 [} 10
Othto 1Ith grade. .. oo ioccociieeenmaaaeosacaaae 4 23 4 1 23 .14 28
D11 120 | U PR ) o4 632 (] 88 68 88 48
Over 12th grade. .. e ieeiiiiiccecceeraaaas 7 7 6 8 8 10
Age:
Under 10 YORES. ..o eoocennememoasan et aaes 18 17 19 11,11 FORRON RO SR
1000 21 YOATB. .. enooeeceacnoncnnaaceaceaseaanaseaocnaas 21 22 P11 I P 1 (17t} (N PR
2204 YOATS. oo eeeiicecccecsanancneeanaaaaeoeaans 49 81 7'y 8 PR s 100 |eeceennnnnn.
48 years ANA OVer. ..o oo cieneniicecsraacronaseosanonns 12 10 ) U PN SOOI P 100
Color:
W0 e eeeeeeeeecccnncacccecssacascescessmaaascacasncans 83 85 80 o " 83 93
NONWhIte. .o . cveeueenacencccnacccascsnenaaascssannnas 17 18 20 10 26 17 8
Labor force status: '
Unemployed....ccocceoceceeeememmecanasacsncesscsnannes 3 72 76 (] (] 76 ;]
Family (atmworKer. .. ...eocceernmmceaasaaemmmoracenans @ ® 0 @ ® ()
Reentrant to 1abor force. ... o.ooovceeiemmaicaceaaaaas 7 4 ) 10 12 3 0
Underemployed.....ccceaeceeccrceesenonmecasocnsnsnccnns 20 24 10 p 7 20 2 18
Duration of unemployment:
Less than B wWeeks. .. ieeiiceecaeccscocccsrencaaaaea- 36 39 a3 “ 50 3| 19
B0 14 WeeKS. . .o e eiecaccececceeracaaesacacccean 22 A4 19 23 24 19 20
1860 20 WeOKS. . ... eencececcmceecnnecacacacaeeaanan 14 10 12 9 1 10 18
07 80 82 WEOKSau- .o ecececccaccecceceemrenaranaaananeaann 10 1 9 4 8 10 18
OVEr B2 WERKS. oo cmeeeeeceacacaccccssaanacsancnanns 19 1 1 15 7 23 26
Gainfully employed 8 Years oF moOre...........ocovevnuuonannn 60 70 80 13 28 83 o4
Head of family. . oot iaeciaicieancccsaaeecesennnan &6 89 53 7 a7 76 76
Sor more dependents. ... . ciceaeoceiciaeceaneacaasacaanan 28 30 20 0 3 42 28
Unemployment insurance claimant.........coooeenniannnn 9 " 8 1 8 13 13
Public assistance recipient.e. c oo eo e eii i aieec e, 12 5 18 0 6 17 7
HanAleapPod.c.oeoeeierecceacmeairaaaacaasse e sesaneeann 18 4 6 4 1 18 23
Eligible for alloWanee .. ...ccceceemeeacenccneaomnmeaeuaeas 77 88 o 38 78 89 88
! Based on records as of June 1067. 3 Less than 0.5 percent.  Note. Percents may not add to 100 due to rounding.
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Table J-2. Labor Force Status of Trainees Referred to Institutional Training Projects on an Individual
Basis Who Completed Training During Fiscal Year 1966 and Posttraining and Pretraining

Hourly Earnings, by Sexand Race®

Sex Race?
Total
Male Female White Nonwhite
TOtal FOPOILING. - <o connmsesenmmmmsesmssasmsmsnsarosssnsmasasmesrsess 1,500 1,000 800 1,800 100
Percent of Tolal
Labor force status:
Y ort L TUUUUUUNURURURRRPEPRERRPEETLETERELEEL AL S 80 81 78 80 78
UNEMPIOYEd. -« oocnnnroneucnsommnamemsmnmn s m s s s e n e 13 4 13 13 13
Not 1n the 1abor f0rC0. .. .o vonemcuonnammasmrorsmmmmsaoemsmnsmnsosromnos 17 ] 9 17 9
Percent of Employed
Posttraining hourly earnings:
LosS than $1.80. . ccoceaeacnmnmmmcmocnmmansasesramsansosomsaaneosmotens 12 7 22 13 7
$1.80 60 81,99 .. cooeoieoeerenmn oo n s e 31 19 52 30 32
$2 0T MOTO. . .ocoeccencnmmmnasmamemnnams o n e n s r s n e n e 57 74 26 57 ol
Hourly earnings before training:
Lot than $1.80. . .cucnmeccncammmmreamammmmmaramsmananaonoeoononnees 41 23 76 40 40
$1.5080 8190, cueaencomananne s mmm oo 23 26 18 2 28
$2 0T MOTO. o cnenmncncncmmemnsmcmamammsasasenamm s n st n e a6 1] 7 a 26

1 Based on records received as of July 1007,
1 Race was not obtained for 100 trainees reporting labor force status.

Norz. Percents may not add to 100 due to rounding.
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Table K-1. Selected Characteristics of Persons Enrolled in Institutional Training Projects During
1967 Who Were Public Assistance Recipients Prior To Entering Training, by Sex and Age?

Sex Age
Characteristics
Total Male Female Under 19 19-21 22-44 48 and over
Total TOPOrtiNg . - ccceeeencimmneicee i 18, 500 6, 800 9, 000 1, 500 2,300 9, 900 1,800
Percent of Tolal
Sex:
) (- (- PRI S 42 100 |.o.ceeae.o. 40 2 40 61
b 300 1112\ |- TIPS PP . 20 P, 100 54 n 60 39
Education: ‘
Less than 8th grade. . cc oo nooocmmaiiiaacccaaceacanenn 14 2 7 6 8 13 a1
1714 12V T R 18 23 10 16 9 18 20
Oth to 11th grade. .. oo ocmnomama el 4“4 39 47 59 87 42 24
1260 GYBAC. e eneeemcnenemamec e e mmamnenenasoenanaas 26 15 3 19 28 28 17
Over 12th grade. . ... ocecmaemiaiiime i ecaeceiee e 2 2 2 ® 1 3 2
Age:
Under 10 Years. ... ccnceoccieimmeeanaa e cenaan 10 10 10 ) (11 ) I PPN PRI PRIII
1080 21 JOATS. .. ..o cecoacacecneeaanaecacaeeoceceaana- 18 10 18 |-cceeeeees (171 3 (R FSPRIP
2200 44 JOArS. oo ciiiieeeccceeeacecneeeaeeeaaaee 64 63 (i, J0 N P, 100 |-eeecueenn-e
48 years and OVer. ... coiiicieicecceiiineaaaes 12 17 - 3 (RN RN PR 100
Color:
WO e e e eeeomeceaaaaccccccneanneaentaaac e 80 63 40 42 490 50 67
NONWHILO. . oo oeeiieiicaccccaccaccmccmnranaaoceeaeas 50 a7 60 58 60 50 83
Labor force status:
Unemployed. .o naaaes 88 93 84 85 87 88 01
Family farmworker, ... oo oommiiiiiiiieaian ® 1 ® 0 0 0 1
Reentrant to labor foree. . .o oo cooicnimiiiiaiaeaeeans 4 1 7 4 3 8 4
Underemployed.. ..o ooiiiii et 8 6 10 11 10 8 5
Duration of unemployment:
Lessthan b weeks ... ..o oiiiiiiaiiaceieeiaeans 17 20 16 24 23 17 11
580 LAWERKS. . voeeeieiecaececeeninecceceenenaaans 18 21 158 25 20 18 10
1580 26 WOOKS. .« o oo ceeeicemecccccecceeaaan 14 14 14 14 18 16 10
2780 B2 WEeKS. o .oeceacaeececaccccacmca e 13 11 14 10 15 13 11
OVEr B2 WeeKS... oo oaeeeceencccccccanananaaeaoaeanaan- a8 1) 41 7 26 38 58
Gainfully employed 3 years 0 more.........cccoooeeeeenna-an 04 78 53 5 16 78 93
Hoad of family. oo 82 83 82 26 60 03 85
3or more dependents... .. .c..oociiiiiiciieeiiaioann 81 64 41 3 15 66 53
Unemployment insurance claimant..........occoiiiiaaaann. 5 9 2 1 3 6 4
Handleapped..ee o cooeeo i iieeeaccieiii e 15 25 6 6 7 14 33
Eligible for alloWanee. cca..voocoeeraanaa e 12 10 14 23 12 11 8

1 Based on records received as of October 1067.

2 Less than 0.3 percent.

NoTE. Percents may not add to 100 due to rounding.
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APPENDIX B

Report of Advisory Council on v
Vocational Education |

A report on the progress of the Advisory Council on Vocational
Education was required in section 283 of the Manpower Development
and Training Act as amended in 1966. The Council completed its
national evaluation in January 1968, and its report was submitted to
the President. A brief summary of the Council’s findings and recom-
mendations follow.

Vocational education programs supported by Federal funds dra-
matically increased in fiscal years 1965 and 1966, the first years of
operation under the Vocational Education Act of 1963. In 1966, 31 1
persons per 1,000 received such occupational training, compared with '«
21 persons per 1,000 in 1961. In 1967, nearly 7 million persons attended
vocational classes, 50 percent more than in 1964.

Despite higher enrollments, the Council reported relatively few of
the Nation’s work force zcquire their skills through public vocational
education. Only one in four high school students are enrolled in vo-
cational education, although five out of six do not subsequently attain
four years of college attendance.

Although agriculture and home economics still account for large
numbers of vocational enrollments, the growth in these programs
has been small. The rate of growth has been most rapid in office, health,
distributive, trades and industry, and technical occupations. Never-
theless, the numbers enrolled in fields where critical shortages exist,
particularly the health and technical occupations, remain small and
need to be substantially enlarged.

Federal funds for training those who cannot succeed in regular
vocational education programs were first made available by the 1963
act. Enrollments increased from 26,000 in 1965 to 49,000 in 1966, when
they accounted for one percent of total vocational enrollments. Obvi-
ously, these numbers represent only a small portion of persons with
special needs who should be served.

From 1964 to 1966, Federal grants to the States for vocational edu-
cation quadrupled, while State and local financing doubled. Matching
of Federal funds by State and local agencies is still about three to one.
Although the full promise of the 1963 act has not been realized in the
2 full years of operation studied by the Advisory Council, positive
achievements cited in the Council’s report include:

(1) the rapid establishment of area schools, (2) the initiation of
research in vocational education, (3) successful work-study programs,
(4) home economics education for gainful employment, (5) the inte-
gration of business education in vocational education, (6) the read-
justment of time requirements for vocational programs, (7) the im-
provement in quality and quantity of vocational guidance, (8) the
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start of an effective relationship with the Employment Service, (9)
the establishment of a National Advisory Committee on Vocational
Education, (10) more balanced representation on State boards of
vocational education and State advisory committees, and (11) a con-
siderable addition to the capacity of vocational education facilities.

The Advisory Council believes that the Federal Government
achieves greater results per dollar spent through vocational education
than through any other occupational preparation program. It is the
unanimous conviction of the Council that no sounder investment than
the one proposed could be made by the American people.

Recommendations of the Council included the following:

—A Department of Education and Manpower Development should
be established at the Cabinet level.

—All Federal vocational education legislation should be combined
in one act.

—To serve our expanding population, a great increase is required
in the resources devoted to vocational education. To have achieved an
enrollment level of 10,950,000 by this time, which the Vocational Edu-
cation Act of 1963 contemplated, would have required an appropria-
tion level of $1,565,000,000 a year. (The actual appropriation is about
a quarter billion dollars this year.)

—A total of $300 million of the proposed appropriation should
be devoted to training persons with special needs.

—$200 million should be spent on residential vocational schools for
youths whose home environment precludes successful training and
for youths who cannot commute to schools.

—The work-study program should be made permanent, and $250
million should be spent annually to help poor students finance the
completion of their education.

—At least 25 percent of vocational education funds should be spent
on postsecondary and adult programs.

—Research and innovation should be supported more strongly.

—The responsibility of vocational educators for the successful
placement and follow up of their students into jobs should be affirmed.

—A Learning Corps should be established on a pilot basis to give
disadvantaged youths, particularly innercity youths, the opportunity
to live in selected homes in rural, small city, and suburban communities
and to enroll in local vocational programs.

The Council’s report is published by the Subcommittee on Education
of the Committee on Labor and Public Welfare, U.S. Senate, in Notes
and Working Papers Concerning the Administration of Programs
Authorized under Vocational Education Act of 1963, Public Law
88-210, as Amended.
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APPENDIX C

List of National Contracts, With Skills Taught, Number of States Where Training Is Done, and
Number of Trainees, 1967

Calif.

Name and address of contractor Skill(s) taught Number of States where Number of
training is done trainees
National coupled projects:

RCA Service Co.,, Camden, N.J .. ... ..ocoiemiaaan Television techmician.. ... __._._._.......... ) U N 1,152

Structural Clay Products Inst., Inc., Washington, | Preapprenticeship bricklayer..............-. 35 and District of Columbia... 1,000
D.C.

Goodwill Industries, Washington, D.C............. Miscellaneous occupation........ccocoaaan--. District of Columbia._.._...... 386

Association of Rehabilitation Centers, Evanston, Ill.| Various health occupations.................- 22 and District of Columbia... 900

Marine Towing & Transportation Employees Asso- | Marine deck officers and engineers........... ) {1 PP 480
ciation, New York, N.Y.

LTV Aerospace Corp., Dallas, Tex.....ccooocaaa-. Production machine operator................ ) (Y 390

Royal Typewriter Co., Inc., Hartford, Conn........ Typewriter service representative........... S 150

United Brotherhood of Carpenters & Joiners of | Woodworking-carpentry..........cceeennee. 50 and District of Columbia... 3,000
America, Washington, D.C.

American Metal Stamping Association, Cleveland, | Die setters inspectors, punch press operators. ) | 1,200
Ohio.

LTV Aecrospace Corp., Dallas, Tex......cccooca-o-- Alrcraft manufacturing technician assembler.| 1..ceeoceeniimmeniianiaeaaes 225

Pennsylvania Railroad Co., Philadelphia, Pa....... High-speed railroad passenger service........ I 46

National Association of Home Builders,Washington, | Carpenter.. .. ... cccoioimcaeceiaenacennnns ) PR 1,000
D.C.

Capitol Car Distributors, Inc., Lanham, Md........ Auto mechaniCe.un o veeeeeeacceaccecccnnannns ) (RO 60

National Association of Dental Laboratories, Wash- | Dental lab technician.. ... ..ccoccoceeieeenns 38 and District of Columbia... 300
ington, D.C.

Remington Office Machines, Norwalk, Conn........ Business machine serviceman............... T 250

Import Motors, Chicago, IlL. . ...ccooomenimnnnnne. Automobile mechanies. ......ccccoeaeacaaey TSR 60

International Union of Operating Engineers, Wash- | Heavy-duty mechanic, Operating .engineer, | 7 and District of Columbia.. .. 1,290
ington, D.C. Technical engineer.

Structural Clay Products Inst., Washington, D.C...| Bricklayers, plasterers-tilesetters, cement T, 245

finishers.

United Auto Workers of America, Detroit, Mich....| Automotive parts and supply industry...... R 500

Laborers’ International Union of North America, | Construction laborer........ccceececeeenne.. 11 and District of Columbia.... 1,536
Washington, D.C.

AFL-CIO Appalachian Council, Charleston, W. Va.| Varied.........cccoccememmmaiiiiocoenccnnnes ) § P 1,500

Operative Plasterers & Cement Masons Inter- | Plasterers and cement masons............--- L ¥ I 1,502
national Association & Portland Cement Associ-
ation, Chicago, Ill.

Texas Instruments, Dallas, Tex......cccemeemann.-- Machine operator, general......cooeeeeena--- ) (R 204

National Tool & Die, New York, N.Y.._........... VArOUS. «« ccceececcnoncaccacnacansnevasanan D NP 1,400

National Office Machine Dealers Association, | Office machinerepair. ... ..occoccemmecaaaaan Y, S 300
Park Ridge, Ill.

LTV, Dallas, TexX....ccnecemacmccaaaccacnncannnnnns Machine setup Operator.........cccceeceuue- ) W 120

Experimental and demonstration projects:

Opportunities Industrialization Center, Harrisburg, | Multioccupational...... .- ccceceeeeccnenns ) (Y 208
Pa.

Opportunities Industrialization Center, Roanoke, |..... Pe 1+ TR ) PR 280
Va.

..... P: 1 Y IPRIPRIPI B PRI 300

Opportunities Industrialization Center, Washington, ..... T [t TN ) (RIS 1,046
D.C.

Opportunities Industrialization Center, Menlo Park, |..... (s [ TR ) (RN 1,549
Calif.

Opportunitics Industrialization Center, Erie, Pa.....|-.-.. P, 1 W 307

Opportunities Industrialization Center, Seaitle, |----. L [ YN ) J N 1,232
Wash.

Opportunities Industrialization Center, Little |..... T3 [ N ) (I 430
Rock, Ark.

Opportunities Industrialization Center, Oklahoma |-.... P [ YR ) (P 335
City, Okla. (ext.) 665

Transportation Opportunity Center, Los Angeles, | Multioccupational, GSA—rental. . .......... ) (N 2,000

RE s o e e
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Number of Trainees, 1967—Continued

List of National Contracts, With Skills Taught, Number of States Where Training Is Done, and

United Business Schools Association, Washington,
D.C.

Name and address of contractor Skill(s) taught Number of States where Number of
training is done trainees
Experimental and demonstration projects—Continued
Training Resources for Youth, Brooklyn, N.Y..... Comprehensive education and multioccupa- | 1....oooemomorenicncnncnanann- 600
tional.
Project MACTAD, Mobile, Ala.........cccceeenenee Multioccupational, educatioral. .....oooooo ) Toemimmmm e eeeeee 1,200
Project JET, Buffalo, N. Y. . ...oooiiiimimneaeenns Educational and multioccupational OJT . . .| 1. ocooiemimmmmacnacoeonnnns 1,000
Prairie View A. & M. Project, Prairie View, Tex._.... Comprehensive education, multioccupa- | 1....coooceomoeommiceocaanne- 200
tional,
Project PEACE 8kill Center, Cleveland, Ohio. - ... Prevocational basic education_.........-.... ) (Y 200
Training and Technology Project,0ak Ridge, Tenn. Multioccupation demonstration project. . ... ) WP 228
St. Mary’s Dominican College, New Crleans, La....| Secretarial with speech improvement. ..... .| 1.ooooieoiiiiiiioaans 80
Tuskegeo Institute Project, Tuskegee Institute, Ala. Multioccupational ... ... .o.o.oooileell ) WP, 125
Florida A. & M. University, Tallahassee, Fla.......1..... T: [ YIRS ) (R 188
Draper Correctional Center, Elmore, Ala.........--|.-..- [ 1 TIPS P ) (PRI 125
Institutional projects, training:
Nebraska Council of Private Vocational School, Individual referrals (miscellaneous). ... . ----] Joooeuunnnmiiiommmiieaaes 15
Lincoln, Nebr.
Institute of Computer Technology, Inc., Washing- Computer programer, Electronic computer | 1........oocovmeoveeoneanaannee 210
ton, D.C. operator.
Hospital Council of the National Capital Area, Inc., Nurse refresher course.........c.ccoceeoa-nn- . J 324
Washington, D.C.
Building Service Employees International Union, | Custodian-Janitor, handyman—Building....| 1..occocemuaiimmmennanneanees 400
Washington, D.C.
Pilot individual referral project.......-..-.... ) U PR, 520
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