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FOREWORD

Since its founding, Tuskegee Institute has offered services
to the people in the primarilv -aural area by which it is surrca..ed,
The recently concluded Mary. © *r Development and Training Project
at this institution was a centinuation of an effort to render services

to those in its proximity, and to experiment with means by which

manpower problems may be solved, or at least diminished.
It is believed that the personnel who were affiliated with the

Experimental and Demonstration Project for Rural Workers at

Tuskegee Institute (1968-1967), have made some progress toward
finding efficient ways by which disadvantaged people may be helped to
acquire skills and knowledge, and to develop wholesome attitudes
toward gainful employment and societal iiving.

This final report on the interrelated teaching, learning, coun-
seling, job development and placement, and research activities is an
accumulation of many months of fruitful experiences. It is hoped that
this account of these experiences will in some measure provide direc-
tion to other agencies that may be engaged in similar endeavors,

W. Vincent Payne
Director




ABSTRACT AND SUMMARY

The report that follows embraces the highlights of the
"Experimental and Demonstration Project for Rural Workers at
Tuskegee Institute (12066~1967). " This project was designed to pro-
vide basic education, counseling, and occupational training to 125
unemployed or underemployed heads of families or heads of house-~
holds from rural areas of Alabama, and to secure employment for
them at the conclusion of the program. The fcur technical areas in
which training was offered were brickmasonry, carpentry, meat
processing, and nurse alde. |

In addition to offering the education and training mentioned,
other distinguishing characteristics of the project included its
emphases on research, experimentation, and demonstration., Its
training aspect, as designed, was to provide the basis for observing
what happened in the course of training, to analyze how the training
experience affected the trainees, and to determine how this experience
brought about the measured results. In an effort to achieve these
purposes, several techniques were utilized:

1. A full description of each trainee was obtained upon
his entry into the program.

2. Group and individual counseling was in operation
throughout the training period.

3. Experimentation in instructional techniques were
carried out.

iii




4,  Diagnostic and evaluative appraisals of the progress '
of the trainees were made.

O. Jobs were developed, and employment situations were
found for those who completed the program.

8.  An intensive followup aiter placement was conducted ir
an effort to measure the effectiveness of the training
program,

Part 1 of the report is concerned with the rationale for the
project; recruitment, selection, and a description of the trainees are
dealt wi’;h in Part 2; this part also contains information on the
characteristics the trainees brought with them to the training situation;
Part 3 includes a description of the processes and techniques used in
providing basic education, counseling, and technical skill training; it
also includes an ac_count of an experiment involving selected com-
munities from which some of the trainees came; Part 4 provides dats
on the evaluation of the performance of the trainees in the training

situation; it relates the activities involved in job development, place-

ment, and followup, and it contains an analysis with conclusion of the

entire project.
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INTRODUCTION

This experimental and demonstration project was designed to
develop and to test a course of training for adults who were unem-
ployed or underemployed because of deficiencies in marketable
vocational skills, and lack of basic communicative and computative
competencies. The project design explicitly undertook the use of
experiences gained in a previous project, and the systemization of
the experiences and insights in a course of formal instruction.

The étated purposes of the project at the outset were to:

1. Experiment with a group of 125 culturally deprived
heads of households to determine the degree of pro-
ficiency that can be attained in one of the four skills
(brickmasonry, carpentry, meat processing, and
nurse aide), and the educational grade levels on com-
pletion that are most likely to enhance this attainment.

2. Establish within the framework of the experimental
design certain patterns that should be applicable to all
training programs of the type being conducted at
Tuskegee Institute.

3. TFurther test and validate the techniques and instru-
ments used in the previous-retraining project.

4, Place on jobs all trainees who have successiully
completed the training program.

5. Place at the disposal of the Federal and State Govern-
ments and other appropriate organizations and agencies
a well-developed system to be used in training and
counseling culturally deprived heads of households and
placing them on suitabl jobs,




To implement these general purposes, efforts were made to

achizve the following specific objectives:

1,

To describe in detail the input characteristics of the
trainees by using interview techniques and a carefully
selrcted battery of tests. A well-trained diplomate

in counseling psychology was employed to carry out this
study of input characteristics, (Part 2, Chapter I, of
this report).

To coordinate and fuse comrmunicative and computative
skills with technical skills, (Part 3, Chapters III and
IV, of this report),

To maintain an intensive systematic counseling program
making use of diagnostic measures to improve the coping
skills of the trainees in social situations and in personal
adiustment. (Part 3, Chapter V, of this regort).

To appraise relationships between input characteristics
and performance in the course of training and to deter-
mine relationship of both to job performance when train-

ing had been completed. (Part 4, Chapter VII, of this
report).

To develup jobs for the trainces, assist in placement,
and carry out extensive follow-up to determine the
degree of success of the training program. (Part 4,
Chapter VIII, of this report).




PART 2

WHO

Chapter I, Recruitment, Selection, and
cseription of Trainees

Chapter II. Input Characteristics of Trainces




CHAPTERI

RECRUITMENT, SELECTION, AND DESCRIPTION OF TRAINEES

Recruitment

One measure of the success of the first MDT project was the
widespread interest demonstrated by the many individuals whe made
inquiriee} concerning training during its operation, and after its con-
clusion, Although no organized plans were set up for recruitment
for the second project until it was apprr:;ved by the Department of
Health, Education,and Welfare and the Bureau of Employment Security
in January 1966, and the Dopartment of Labor in February 1968, re-
cruitment was a continuous process.

During the interim, the project office acknowledged receipt of
and filed over 2, 000 applications from individuals interested in
receiving training, Those making application can be placed into two
distinct categories-~the "walk-ins" who came to the office to fill out
applications and to inquire about the proposed project, and the "mail.
ins" who wrote for applications and information. The eagerness of
both groups to be included in the training was confirmed by their
frequent follow-up visits, telephone calls, and letters, The counseling
staff was responsible for talks with the prospective applicants when

they visited the office, and for responses to telephone calls and mail -
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inquires. Needless to day, most of the information re'leased by the
staff at this time was vague and indeterminate because the project .
had not baen funded,
In order to prepare for, and facilitate recruitment, these plans
were made and implemented:

1. All applicatiors on file were sorted into areas for
county groups. o

2e Applications which did not appear to mest the criteria t
set by the Department of Labor and project administra- .
ticn were screened out, :

3. Tentative selections were made of recruitment centers ‘
as determined by areas or county grouping,

4, Dates for recruitment and testing were selected and
confirmed,

0. Public school officials in proposed recruitment arecas
were contacted by telephone and letter requesting use
of school facilities.

8.  Personncl needs for testing and interviewing incidental ' "
to recruitment were identified,

7. Plans to contact individuals who might qualify for train-
ing were outlined,

8. Individuals.who appearcd to meet qualifications of the
| project, and had applications on file, were informed by
letter of the recruitment date for their areas,
Acknowledging and alphabetizing the 2, 000 applications required
several weeks of continuous work, Later, it was necessary to re-

assort the applications into county groups, then area groups. In

addition, all applications appearing not to meet the Department of Labor




and project administration criteria of eligihility were nscreened out,
Persons who had been screened out were sent letters referring them
to other projects or informing them why they did not qualify for train-
ing in this program. Determination of recruitment centers was
influenced by the number of applications received from the various
counties and for their proximity to the prospective applicants'

communities. Seven centers within a 50-mile radius of the applicant's

home were selected and identified, Applicants were informed by

letter to report to the center closest to them at a designated time.

Schools were deslgnated as centers after the project director
had requested use of school facilities from the proper officials. The
school officials were asked to announce the date that the recruitment
team would be in their areas and to encourage individuals in the com-
munity to take advantage of the program. Cooperation of these ,‘
officials greatly aided recruitment efforts.

At this time, the MDT staff had two coungelors who had planned'
and worked out the deteils for the recruitment, but it was evident that
additional personnel wduld be needed to assist in statewide recruit-
ment. Consequently, other personnel at ‘fuskegee Institute were
enlisted to help with the recruitment, interviewing, and testing of
applicants, Past experience indicated that the grade completed (or
claimed to have been coripleted) was not a valid index to the literacy ‘

level of an applicant., Therefore, the Gray Oral Reading Test was




used to measure the reading ability of those being considered for the

_ program. Eight persons, in addition to the two counselors, con-
ducted the recruitment phase of the program at seven centers in the
State of Alabama, All parts of the State were covered except the ten
northeast counties from which no applications had been received,
Recruitment teams met in Russellville, Anniston, Demopolis, Selma,
Enterprise, Bay Minelte, and Tuskegee Institute, Since the majority
of applications had been received from Macon and adjacent counties,
six days were used for recruitment at Tuskegee Institute, and one day
at each of the other centers. During the cleven days of recruitment,
410 prospective trainces were interviewed and tested. The Tuskegee
Institute center was open on Saturday to allow employed applicants
opportunity for interviews and tests. On each recruitment trip from
Tuskegee Institute, extra interview forms and tests were taken to be
used for candidates who had not previously made application to the
program, but manifested an interest in doing so.

At the conclusion of the February recruitment, tests were
scored and reviewed along with other data from the applications and
interviews, and lists were compiled of individuals meeting the
selection criteria. Iowever, very little could he done by the coun-
seling staff except wait for further instructions from the project
administration which, in turn, was waiting for the funding of the pro-’

ject, After a waiting period of two months, funding was provided in




~ May 1966,

On May 20, 1966, letters went to 264 of the 410 applicants who
had been interviewed and tested in February inviting them to Tuskegee
Institute for final testing and physical examinations, However, it
was soon discovered that some of the applicants would not accept the
invitation for a variety of reasons.

It was found that there was a need to call in more applicants in

L

order to meet the requirements of the project. Through the coopera-

tion of the Seasonally Employed Agricultural Workers Program, and
the Labor Mobility Project, both of which are located on Tuskegee
Institute's campus, the required 109 trainees (31 each in brick-

masonry, carpentry, and meat processing, and 16 in nurse aide) were

enrolled. It should be pointed out that a total of 32 women were trained
as nurse aldes during the year; however, due to the fact that the

length of their period of training was for six months only, not more

than 16 were in training at one time,

An effort was made through correspondence to ascertain why
individuals failed to report for the final testing, physical examinations,
and screening by representatives of the Alabama State Employment
Service, Some of those contacted returned the post cards, but gave no
reason for not appearing., Among the replies received, some of the

reasons given were that the individuals had joined the Job Corps, moved
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to another state, joined the Armed Forces, had become employec:'l,
financial reasons, and illness. The overriding reason for thé poor
response seemed to be the long delay 'bétween the time the prospective
participants were first contacted and the time that training was

actually ready to begin,

Selection

Individuals were accepted for training on the basis of the ¢
following criteria:

1. Head of the family or household

2 Unemployed or underemployed
3. Age

a. Maie 21 - 46%

b. Female 30 - 45

*There are two exceptions to this eriterion in that one T
trainee was 20 years old when he entered training,
and another was 50 years old.

4, Reading Level - The minimum reading level for acceptance
into the program was 3. 5 grades as determined by the
Gray Oral Reading Test. However, due to the difficulty
in finding a sufficient number of prospective trainees,
some exceptions were made.

5.  Resident of the State of Alabama :
6. Good physical health

7. Two years of employment at some time in the past
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Description of Trainees

Essential to an appraisal of the performance or achievements
of a group in any undertaking is a rather clear appreciation of what
the group characteristics were to begin with and a descripiion of any
meaningful differences observed among those who composed the group,
Two basic considerations must be made explicit about the group at
the outset of an undertaking such as this training program:
1. Why are these individuals being brought together to
engage in a common enterprise? The answer to
this question is to be found in the stated purposes of
the enterprise.
2.  What are the bases for selection of the individuals
to make up the group? The answer to this rests on
explicit or implicit assumptions about the relation
of goals to thosc for whom. the goals are set.
The forageing questions were answeared in the project design and
the answers were a contractual agreement whose stipulations predated

the research decisions that had to he made subsequently.

'Phe Revised Eeta Examination was used as a measure of accumu-

lated intellectual experience, Selection of this instrument was made on
the grounds that it seemed to be more suitable than some others for
use with the kind of population to which the trainees belenged. It was
designed to measure gercral mental ability of persons who have had
little formal education and even non-English-speaking persons. This

test required no reading and was administered orally. None of the
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trainees performed at the above average or superior levels on this

 test, Their scores were distributed as follows:

TABLE I
SCORES OF THE REVISED BETA EXAMINATION

LQ, Trainees .
Score Category Number  Percent
90-109 Average 47 39 '
80-89 Below Average 47 39
T1-79 Inferior 18 15

70 and below Defective _9 _T
TOTAL 121 100

Educational Experience, The training program was designed to

be an educational experience, and information about previous educa- !
tional experiences seemed relevant, The simplest question to ask

was "How far did you go in school?" The school grade the trainces

reported having completed was designated "professed" grade since it
was meaningful only to themselves. Differences in time of school
attendance and differences in schools attended made the reported
school grade of no other value. It was necessary to use some test to

determine the level of academic achievement of the trainees., The
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Gray Oral Reading Test and the Jowa Tests of Basic Skills in reading

~andin mathematics were used with the following results:

TABLE I
COMMUNICATIVE AND COMPUTATIVE SKILLS LEVELS

Grade Equivalent

School Reported Gray Oral Towa Test of
Grade School Reading Test Basic Skills
Level Grade Performance Reading Math,
NO. % ' NOO 7%_ NOQ ‘ % Noc %’
10-12 - 37 42 38 43 0 0 0 0
7-9 32 36 14 16 18 20 20 22
4-6 18 20 28 31 47 53 46 62
Under 4 1 1 ) 10 15 17 9 10
Not given 1 1 0 0 9 10 14 16

t Using male trainces* only, it is readily secn that reported school
grade had little relation to test performance, as 78 percent of this group
of trainees roported having completed the seventh grade or higher. On

the Gray Oral Reading Test, 59 percent showed performance at the

seventh grade or above, and only 20 percent reached this level of per-

formance on the Towa Tests of Basic Skills reading test.

*Unless otherwise indicated, statistics in this report are for the
89 of the 93 trainees enrolled who remained throughout the course.
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Opinions about their school experience were not sharply focused,
Most of the trainees fclt they had been average or successiul in their
school work; only 16 percent reported the schc;ol experierce to have
been difficult. They generally liked the subjects studied without
preferences; less than five percent reported liking only one or no
subject, and 31 percent reported disliking two or more subjects, Half
of them had no idea how théy ranked in their classes, and 18 percerd
thought :chey were in the upper 25 percent of their clas<es, Twenty-
seven percent felt the education they received to be sufficient to achieve

the goals they had set for themselves,

Family Background, The trainees were rural and small town

dwellers; the homes of 83 percent were in rural communities or in

towns of less than 5, 000 population, Only one trainee lived in a town

with more than 15, 000 population. The age distribution was:

TABLE III
AGE DISTRIBUTION

Years Number Percent
Under 25 19 21
25 ~ 34 30 34
35 and older 40 45

——— Sy

TOTAL 89 100
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Marital status reported was 71 percent were married; 10 percent
had been married, but were not living with spouse; and' 19 percent were
unmarried, ;I'hirty~three percent owned the home they occupied; 39
percent lived in rented quarters and the remainder lived with relatives
or had some other arrangement. Of the 0 trainees who r.2ported cwn-
ing their homes, only half of them had purchased the preperty them-
selves.

More than one third (25 percent) of the trainees had four or more
children; 15 percent, three children; 15 percent, two children; 17 peréent,
one child; and 18 percent, no children. They had begun families early;
only seven percent of those with children had their first child after age
thirty.

‘The trainees had grown up in large families; 683 percent had four

or more Siblings and another 13 percent .d three siblings. Eighty-seven

percent reported living their childhood years in rural areas, or in places
of less than 15,000 population; 86 percent of the fathers of the trainces
had an eighth~grade education or less, and 14 percent more than an eighth-
grade education. Only three percent reportéf’. their fathers' occupations
2s being other than laborer, service worker, or farmer.

Verbal comments on memories of home life are of dubious value,

but for what they may be worth, 63 percent of the trainees reported
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growing up in a home with both parents, Only six percent reported an
unhappy home life as children; 77 percent reported no 'preference for
one or the other parent; 63 percent considered their parents to have
been successiul or partly successiul, When parent-child relation-
ships were inquired about, 71 percent reported being included in

lezsure~time activities of parents offen or most of the time., In

getting help with their teenage problems, mother was reported as

giving help in 60 percent of the cases, and father in 22 percent of the

cases. Only 20 percent reported adult consideration with them of

possible occupational choices, while 90 percent of them felt that their
parents wanted them "to do better" than the parents in a vague

generalized way.

Employment Record. Eighty-two percent of the trainees had

been fully employed for more than two years, and nearly half of them
(46 percent) had worked on one or two jobs, and 35 percent on three
or more jobs. Their employment had nct been occupationally con- ‘ |
sistent, and apparently they had worked at whatever jobs they could

get since only 18 percent reported that their jobs had been highly

related. Thirty-eight percent were employed when they a,pplie.;d for the

training program, and of those who were unemployed, 13 percent had

been unempleyed for six months or more., Twenty percent reported

their annual earnings in most recent employment to be more than
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$3, 000, More than 50 percent had worked on one job less than three

years.

Financial Status, Current monthly living expenses were reported

as being less than $250 by 57 percent, and less than $350 by 90 percent,
Cnly 11 percent reported saving 10 percent or more of their incomes.
Twenty-five percent spent 40 percent or more of their incomes on
monthly credit payments, and 49 percent spent less than 10 percent on
such payments, In terms of total assets, 20 percent were in debt, and
58 percent reported assets of less than $5, 000, Sixty-three percent
had less than $10, 000 in life insurance,

Social Participation., The trainees as a group were a stable

population; 62 percent of them had lived at their present address for
cight or more years, and 75 percent for five or more years., As might
be expected of rural people, the trainees were not "joiners"; 25 per-
cent belonged to no organization, and 47 percent belonged to one or two;
653 percent to no affiliate of a national organization. Only 20 percent
reported participation in community activities.

Health, Only 8 percent reported freedom from minor illnesses.
Seli-diagnosis of headache, backache, stomach trouble, and o'ther
illnesses were reported by 85 percent of the men, Eighty-two percent
reported never having been hospitalized, and 12 percent having been

hospitalized once. Only 8 percent reported having been absent from °
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~ work for 10 days or more because of illness., Only 9 percent con-
sidered themselves not to be healthy.

These trainees, of limited circumstances, opportunities, and
in some instances, experiences, posed many perplexing problems.
Thirty-five specific problem concerns for the trainees in one area,
carpentry, were revealed--concerns of vocational, educational, social
and personal nature. To those with badly distorted perccpiions and

.

negative outlooks, the world appeared to he an unfriendly, sometimes

hostile place, This narrow view of life affected the gencral attitude

of the individual; among the effects being the reduction of his abilily to

function sucecessfully and to adjust progressively. This type of

personality readily distrusted others and felt that people would take

unfair advantage of him. Gr;mp counseling enabled this kind of person

to identify with others, to become aware that others shared his problems,

and to realize that he was not a unique person., Sensing his feelings of
inadequacy, his peers encouraged him toward more positive thinking -{
and sugported the counselor in her attempts to redirect his thinking

toward more realistic and positive channels. At times, nevertheless,

others shared his feelings and supported him in his negativism,
In profile, the average male trainee was:
1. Thirty-five years old.
2. Married,
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Had four children,

Previously employed as unskilled worker,

Had lived most of his life in a rural area, orina
town of less than 5, 000 population.

Was functionally literate between the fifth and sixth
grade,

Tested as low average in intelligence as measured
by the 1.Q, test used.

The next chapter will include a report on the results of a variety

of tests which were administered to the trainees early in the program.
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CHAPTER II ,
INPUT CHARACTERISTICS OF TRAINEES

As indicated previously, many tests were administered early
in the program in order to get as accurate an assessment as possible
of the abilities, traits, and aptitudes of the trainees prior to their
being influenced by the exposure to the new experiences being offered,

Understandably, there was considerable opposition to the tests on the

part of some of the trainees; many of them raised the question of the
necessity of taking so many tests in order to learn an occupaiiional

skill, When it was explained to them that the purpose of the tests was
to find out what their needs were so that they could be helped, they were

somewhat less reluctant to cooperate.

Due to the fact that the majority of the tests were verbal, and
required a fairly high degree of reading ability, it was necessary for
the cxaminers to read and interpret the queslions to those trainees who
were handicapped by the lack of reading skills.

There are no suré indicators of how trainees will perform either
in the course of training or on jobs following training. Evalua’éion of the
effect of training, however, depends upon measures of what trainees
bring to the training or acceptance of assumptions about them in this

regard., Such measures of potential as are available were not designed

20
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l for a population like the one from which the Tuskegee Institute trainees
came. The most the psychologist or social scientist can do in setting
the framework for evaluating the training of the culturally disadvantaged
is to select instruments that hopefully may describe the input character-
istics of trainees who undergo a training progra:n.

- Dr, Emma W. Bragg, Ph.D., Diplomate in Counseling Psychology,
then Professor of Counseling Psycholdgy at Tuskegee Institute, served
the projéct from May until September 1966, as Director of Counseling,
and subsequently became its consultant., She chose the instruments to
be used in describing input characteristics, administered them, and
prepared a painstaking report of the results., This report is excerpted
from Dr. Bragg's precisely professional presentation of 176 pages which
include 98 tables of Hsophisticated statistical analysis:

The report given here is for laymen of whatever description who
are concerned about training the disadvantaged, Instead of Dr. Bragy's
statistics, simple descriptive tabulations are given. The simple object
of this report is to indicate what psychological equipment the trainces
had when they entered the training program. ZILater in the report,
relationships between input of the trainees and output of the training
program will be examined for meaningful relations, if there are such.

The order of inquiry into input characteristics is:

1. Qccupational Interests

2 Aptitudes




The tests given and reported on are listed below:

1.

7

Intellectual Ability
Perceptual Ahility
Initial Skills Proficiency

Personality and Adjustment

Closure Flexibility (Concealed Figures)., L. L.
Thurstone and T. E. Jeffrey, The Psychometric
Laboratory. The University of North Carolina, 1966.

Closure Speed (Cestalt Completion). .. L.

Thurstone and T, E. Jefirey, The Fsychoretric Lab-
oratory. University of North Carclina, 1956,

Perceptual Speed (Identical Forms). L. L. Thurstone

and T, E, Jeifrey, The Psychometric Laboratory.
The University of North Carolina, 1956,

Work Interest I: dex (Non~Verbal), Melany E, Baehr,
and Richard Renck, Robert K. Burns, Industrial
Relations Center. University of Chicago, 195¢.

Non-Verbal Reasoning Test, Raymond J, Corsini,

Industrial Relations Center., The University of
Chicago, 1966.

Verbal Reasoning, Raymond J. Corsini and Richard

Renck, Industrial Relations Center, The University
of Chicago, 1958,

Flags: A Test of Space Thinking, L. L. Thurstone and

T. E. Jeffrey, The Psychometric Laboratory, The
University of North Carolina, 1956,

Intuitive Mechanics, L. L. Thurstone and T, E. Jeffrey,

1906.

Mechanical Movements., L. L. Thurstone and T. E.

Jelfrey, The Psychometric Laboratory. The University
of North Carolina, 1956,




10,

11'

i2.

13.

14,

15,

16'

17.

18.

19,

20,

29

Understanding Communication. Thelma G. Thurstone,

)
z
The School of Raucation, The University of North
Carolina, 1956, %

Word Fluericy. Developed by Industrial Relations Certer,
1961,

Cree Questiorinaire. Thelma G. Thurstone and John -
Mellinger, The Psychometric Laboratory. The
Tniversity of North Carolina, 1957,

Emo Questionnaire., George O, Baehr and Melany E.
Baehr, 1962,

A. C. Test of Creative Ability. A. C. Spark Plug
Division of e General Motors Corporation, 1953,

Personal History Index. Melany E, Baehr, Robert K.
Burns, and Robert N, McMurry, 1969,

A. V. Index: Experimental Test of Achievement Value.
Developed by, Sheppard and Belitsky., The Job Hunt:
Job-Seeking Behavior of Unemployed Workers in a Local
Fconomy, John Hopkins Press, Chapler 7, p. 86, 1966.

T. 1. 4. Inventory. Experimental Test of Job Interview
Anxiety, Developed by Sheppard and Belitsky., The Job
Hunt: Job-Secking Behavior of Unemployed Workers in a

T.ocal Economy. John Hopking Press, Chapter 7, p. 50,
1066.

Revised Beta Examination. Published by the Psychological
Corporation, New York, New York. C. E. Kellogg and

N. W. Morton, Re-standardization, Lindner and Gurvitz,
19486,

Tomkins Horn Picture Arrangement Test. Silvan S.
Tomkins and Daniel Horn, Springer Publishing Company,
44 East 23rd Street, New York 10, New York, 1965,

The Cassell Group Level of Aspiration Test. Published by :

Western Psychological Services. Los Angeles, California
(Revised), Russell N, Cassel, 1957,
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21, Minnasota Vocational Interest Inventory, Kenneth E, Clark, .‘
The Psychological Corporation, 304 East 46 Street, New
York, WNew York, 1965, ﬁ

]
6,’
.

/ 22. The Rotter Incomplete Sentences Blank., Julian B, Retter
. and Jane E. Rafierty, The Psychological Corporation
(Aduit Form), 1950,

23. Nichols Proficiency Test. An Experimental Test of
Achievement Covering the Areas of Carpeniry, Meat .
Cutling, Bricklaying, Developad as a graduate thesis
by James Nichols under the supervision of Dr. A. P.
) Torrence, School of Agriculture, Tuskegee Institute,

24, Moorney Problem Check List. T.eonard V. Gordon and Ross .
L, Mooney, The Psychological Corporation, New York, . ‘,
New York, (Adult Form), Revised, 1950,

25, Gray Oral Reading Test., William 8. Gray. Test Division

of ithe Bobbs-Merrill Company, Indianapolis, Indiana,
1963.

Occupational Interest

Work Interest Index. Occupational interests of the MDT traineces

as described by the Work Interest Index centered around white- ’ -
collar, stylized, fairly routinized, structured jobs. Their highest
interests were specifically (1) "business contact, " (2) "clerical
routine, " (3) "artistic and stylized" factors. The "business contact"
. factor involved business contact in routinized and structured social
situations; for example, ﬁotel desk clerk, grocery checker, airline
passenger agent, etec. The "artistic and stylized" factor involved

( interests in making stylized products such as glassblowers, flower N

maker, ete., The "clerical and routine! factor involved interests in
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concrete, organized procedures such as general office worker, book-
keeping machine operator, inventory clerk,

The trainees were lowest in their interests involving "authority
and prestige” or independent judgment. This factor included situations
which were unpredictable and which were not covered by established
routines and procedures; for example, civil lawyer, newspaper

reporter, etc.

All of their interests as measured by the Work Interest Index

L[ fell within the average and above average range., There were no helow
’ average interests,

: The "flexibility of interests" factor showed the trainees to be

; "high average. " This was in;cerpreted to mean that they had many

{ professed interests, and seemed not focused or concentrated in their
o interests, as measured by this test, This interpretation was based

upon the fact there were no extremely high and low peaks of interest

o but contrarily, the pattern was homogeneously "average. "
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TABLE 1V
WORK INTERES FLEXIBILITY SCORE

Score . Number Percent

. Not given 8 9.0
20-29 Very low ') 0.0
30439 Low 0 0.0
40-60 Average 61 . 57, 3
61-70 High 26 29, 2
71-80 Very high 4 ' 4, 6

Comparing the occupational profile of the trainees with the
several occupational aorm groups reported in the test manual, we can
see that the trainees did not seem to fit the profile of any reported
occupational group.

As to "aspiration level, " the trainees were described on this
test as low average, This finding was accounted for by the fact that
the three factors which the trainees were highest in, had also the

lowest statns ratings.
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TABLE V
WORK INTEREST INDEX ASPIRATION SCORE

Score Number Percent
Mot given 8 2.0
20-2% Very low 0 0.0
30.3¢ Low 8 2.0
40-80 Average 72 80.9
§1-70 Hich 1 1.1

Minnasota Vocational Interest Inveutory. The Minnesota

Vocational Interest Inventory, a recantly published (1965) instrument,

is decigned to measure the veecational interests of p:*;rg@ns at the non-
profeccional lavel who seck employment without having atiended
college; those planning to enter skilled, szerni-gkilled and unsgkilled

occupations. As shown in the Work Interest Index or the Minnesota

Vocational Interest Inventory, trainees showed lowest interest in the

mechanical occupations, The cceupations for which the trainces were
prepared included bricklaying, carpantiry, meat cutting, and nurse
aide. All of thece oceupatinng involved manual gkill and in some
aspacts, mechanical skill.

Cn the whole, the trainees tended to show no preference for
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outdoor cecupations., The trades of carpentry and brickmasonry, for
which some of the trainces were preaepared required outdoor working

conditions, Here, as in the Work Interest Index, the trainces

appaared not highly or differentiatingly irterested in the occupations
for which they had professed interest, and for which they were trained,
With respect to the ceparate occupational ceales in this inventory,
it may be said that the trainees preferred occupations labéled "white
collar as opposed to "blue ~colla,r" and "clean hands" as opposed to
"dirty bands, " "clerieal and routinized" as opposed to "technical and
mechanical, "
TABLE VI
MINNESOTA VOCATIONAL INTEREST INVENTCORY

Mighest  Lowest Highest  Lowest
Mechanical 1 31 1.1 34. 8
Health Service 3 3 3.4 3.4
Office Work 17 4 18.1 4,5
Electronics 4 10 4,5 1.2
Food Sarvice 7 1 7.9 1.1
Carpentry 2 12 2.2 13.5
Sales Office 5 1 5.6 1.1
Clean Hands 48 1 53.2 1,1
Outdoors 2 20 2.2 245

Not given 0 6 0.0 6. 7
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Aptitudes:

The MDT Project trainees were adminictered two tests {for

mechanical aptitude: (1) Intuitive Mechanics Tests and (2) Machan-

ical Movements Test, both experimental tests copyrighted by the

Industrial Relations Center of the Univercsity of Chicago (1966, 1959).
Intuitive Mecharies Test (Weights and Pulleys), This test,

Intuitive Mechanics, is designed to measure one of the significant

L4

components of mechanieal aptitude, the co-called second space

factor, defined as the ability to visualize a flexible configuration, a

diagram or a drawing which has internal movement ordisplacement of

the parts.
TABLE VIL
INTUITIVE MECHANICS TEST SCORE
sScore Number Percent
Not given 7 7.9
20-29 Very low 0 0.0
30-39 Low 17 18,1
40-60 Average 64 71.9

Mechanical Movements Test. This teat is designed to measure

a significant eomponent of mechanical aptitude-~the second space
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factor defined as the ability to visualizz a flexible configuration in
which there is internal movement or displacement of t’he parts. The
test has been found by Louis Thurstone, one of its developers, to
significantly differentiate those subjects with a high degree of
mechanical interest and experience from subjects with a low degree of
mechanical interest and ezperience, The test has been chieily used

for selection of personnel for mechanical occupations for the Army,

Navy, and industrial organizations,

TABLE VIO

MECHANICAL MOVEMENTS TEST SCORE

Score Number Percent
Not given 1 1.1
20-22 Very low 8 8.7
30-39 Low 27 30. 3
40-60 Average 65 61. 8

The MDT trainees scored higher in mechanical movements than
in intuitive mechanics, Their average standard score as compared
with the total norms group was average for the mechanical movements

and low average for the intuitive mechanics. This difference in avera;ge
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Vvt st e

score was due perhaps to the trainses' impariect understanding of the

concept of "stability, * They were required in the latter test to check /

either the word "stable" or "unstable, "

Flags: A Test of Space Thinking. This test is concerned with

visual orientation in space. At least two of the primary mental
abilities are concerned with visual orientation in space. Thurstone
identified these, according to the test manual, as first and second
space factors. Space thinking is a measure of the "{irst space iactox:“

while the Intuitive Mechanies and Mechanical Movement Tects measure

the second space factor. The first space factor was defined by the

test author as the ability to visualizz a rigid configuration when it is
moved into different positions. A rigid configuration is one with no
internal movement or change when it is moved into a different position.
. This factor is one of the five clearly defined factors in Thurstone's

mechanical aptitude research, and at least two of the primary mental
abilities are concernad with visual orientation in space.

The standard score of 3¢ placed the average of the trainees as
"low" in comparison with the norms. The trainees performed on the
average lower than the hourly group, and the standard deviation of the

trainces was larger than that of any occupational norms group excepting

only the total combined norms.

The trainees appeared to have difficulty with this test which was

........
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timed, They were not cpeed-oriented, Also, the tack again involved
perceptual ability to discriminate small differences in 'spatial design
when the design was rmoved into a different position. It appeared that
the trainees periormed better on the secondcspace factor than on the

first space factor tests,

TABLE IX
SPACE THINKING TEST SCORE

Score Number Percent
Not given 11 12,4
20-29 Very low 0 0.0
30-39 Low 38 42,7
40-80 Average 40 44,9

Intellectual Ability

Revised Beta Fxamination. During late May 1966, applicants

to the MDT training program were administered the Revised Beta

Examination and the Gra,f,; Oral Reading Test, two instruments which

were used in the admissions process along with other criteria.

The Revised Beta Examina’cion was preferred to the Wechsler

Adult Intelliqence Scale because personnel were not available for
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individual testirg of all applicants in the short period of three days.

~ The Revised Bela measures general mental ability of persons who

are relatively iltiterate, those whe have little formal education, and
those who do not speak English, This test required no reading; it was

orally administered, the subject being instructed to check or cross

out answers.

TABLE X
REVISED BETA IQ SCORE
Score Number Percent
90-109 Average | 37 41,8
80-89 Below average 29 32, 6
71-T79 Inferior 14 15,7
70 and Below, defective 9 10. 1

Gray Cral Reading Test., This test constructed by the late.

William 8. Gray, Professor of Reading Emeritus, University of
Chicago was designed to measure growth in one of the several
strands of reading, The major functions of the test are: (1) To
provide an objective measure of growth in oral reading; (2) To aid

in the diagnosis of oral reading difficulties; and (3) To guide
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placement in reading., The Gray Oral Reading Test was not dasiczgned

to take the place of silent reading tests but is to Lz used aloné with
them, It is designed to determine the extent of understanding at the
simplest level, rather than to measure comprehension, According
to the test manual, the test measures fluency and accuracy of oral

reading, The manual recommends that other tests, including silent

reading tests, should be used with the Gray Oral Reading Test to
diagnosé reading improvement needs.

The trainees' reading levels, as established by this test,
extended from grades one to twelve, the average reading level was
grade 8,08, The standard error of measurement for grade 8, Form
A, male was , 80, This means that the range of reading levels ex-
tended for 68 percent of the subjects from 7.26 to 8, 86 grade levels,

Correlations between the Gray Cral Reading weighted scores

and selected criteria of intelligence as measurad by the Revised Beta

Examination and chronological age s owed a low positive correlation

between reading and intelligence, significant beyond the . 01 level,

The low positive correlation was due to the fact that the intelligence
¢

test used, Revised Beta Examination, was not verbally-loaded, Thus

this intelligence test was not expected to have a high degree of relation

to an instrument designed to measure language facility.
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TABLE XI
CRAY ORAL READING ENTRANCE SCORE

Score Number Percent '
Below 2.0 1 1.1
2,0-3,9 6 6. 7
4,0-5,9 29 32,6
6,0-7.9 15 18,9
8,0-9.9 15 16,9

10, 0-11.9 6 8.7
12, 0 and above c 17 19,1

Non-Verbal Reasoning Test, This untimed test, Corsini Chicago

Series, is designed to measure, through the medium of pictorial
problems, a person's capacity to think logically, It is alleged to he
relatively culture-free, not influenced by facility in languages, fair to
people of limited formal education who are not accustomed to taki.ng
tests or who are not familiar with paper and pencil tests,

MDT trainces stood at a standard score of 31 as compared with
the total norms, descriptively in the "low" range, withi{: the lowest

sixteen percent of the norms. The group of laborers with whom the
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trainees can most appropriately be compared stood within the high

average range.

TABLE XII
NON-VEREBAL REASONING TEST SCORE

Score Number Percent
Not given 2 2.2
20 and Below 7 7.9
21-27 24 27.0
2834 29 32.6
2h-41 24 27,0
42-48 2 2.2
49-55 1 1.1

Verbal keasoning Test, This timed test (15minutes) is designed

by Corsini and Renck, Chicago series, to measure a person's capacity
to reason logically from written material, To some extent, according
to the test manual, this c;;,pacity is related to language facility

aad particularly verbal comprehension. The items are 12 problems
giving verbal description of activities of four brothers, followed by a |

three-part question, the answer to which may be deduced from the
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information given in the description.
The trainees scored higher when compared with the laborers
than when compared with the total norms, As compared with the
‘ laborers, the trainees were "low average" but compared with the
total norms, the trainees were "low" in verbal reasoﬁing. Thus, the

trainees were more like the laborers' norms than the total norms.

TABLE XIII
VEREAL REASONING TEST SCORE

| Score Number Percent

| Not given 3 3.4
25-31 5 5.6

B 32-38 17 19,1
39-45 31 34,8
46-52 21 23.6
53-59 7 7.9
60-66 | 5 5.6

The trainees compared more favorably on the Verbal Reasoning

Test than on the Non-Verbal Reasoning with respect to the norms. 1It,

may be that the non-verbal item was more difficult for the trainees
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than was the verbal item. However, on both tests, the trainees
averaged in the low range of scores as compared to the total norms.

Understanding Communications, This test (Thelma G,

Thurstone, Chicago series) is designed to measure comprechension of
verbal materials in the form of short sentences and phrases. 'I‘hé
main task is one of understanding the whole selection and its implica-
tions, even though the test did involve some knowledge of vocabulary.
In other words, the task is to solve a problem presented in verbal
form, It involves real understanding and reasoning. Speed of read-
ing and vocabulary and word fluency are of minor importance if the
subject has good verbal comprechension. The items, 40 in number,
consist of one or more sentences which the subject is required to
complete by checking the correct word among four choices.

When compared with the unskilled group, the trainees were in
the low range of scores (31 standard score), but when compared with
the total norms, they were rated as very low,

In summa.y, in comparison with the total norms, the trainees

were lowest in Understanding Communications Test; next highest in

Non-Verbal Reasoning, and highest in Verbal Reasoning with stand-

ard scores of 27, 31, and 39 respectively. Thus, it may be said that
the trainces were significantly better in verbal reasoning than in
verbal comprehension. They were not significantly different in verbal

reasoning and non-verbal reasoning; however, they were better on the
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former test, For the trainees, the Understanding Communication

Test became less of a comprehension test and more of a test of speed,

nabulary, and word fluency, It appeared that the Verbal Reasoning

Test and Non-Verbal Reasoning Tests were purer and less contaminated,

An explanation for the comparative periormance on the two reason-

ing tests may lie in the trainees' greater familiarity with the verbal

than with the non-verbal type of item.-

TABLE X1V
UNDERSTANDING COMMUNICATIONS TEST SCORE

Score Number Percent
24-29 33 ' 37.1
30-35 31 34. 8
36-41 14 15,7
42-47 9 10. 1
48-53 1 L1
54-89 1 L1

Word Fluency Test. Word fluency as opposed to speed of talking

is differentiated by the authors of the test manual as the state of
"never being at a loss for words, " The typical salesman may have

a limited education and great fluency while a professor of English
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may have a hroader and deeper vocabulary but not the ability to xsnake
easy conversation, |

‘The MDT trainees with a gtandard score of 27 ranked "very
low" in the lowest two percent in comparison with the total norms

on the Word Tluency Test,

TABLE XV
. WORD FLUENCY TEST SCORE
Score Number Percent
Not given 10 ‘ 11,2
Below 20 A 28 31.5
20-27 21 ¥ 23.6
28-35 22 24,7
36-43 8 8.7
44-51 2 2 2

Perceptual Abilities

Closure Flexibility Test, The test is designed to establish a

profile of scores on various basic mental abilities. The mental

ability it measures is defined by L. L. Thurstone as the ability to
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hold a configuration (diagram drawing or fignre) which is "hidden" or
embedded in a larger, m:o.e complex drawing, d@f;igr; or figure. The
test, a ten-minute timed test, is also designed to meagure tempera-
ment to some extent, and to show potential for differentiating among
occupational groups in industry, Therefore, it can be used (1) to study
the nature of perceplual abilities as a kind of mental functioning, (2) to
study temparament, and (3) to differentiate among occupational groups
in industry.

Thurstonz, in a study of mechanical aptitude, found a corre-
lation of . 63 between reasoning (inductive) and flexibility of closure
factor. Other authors have found the flexibility of closure factor to
have a well-defined relationship with an analytic reasoning factor,

The mean score of the trainees on the Closure IFlexibility Test

was lower than thoge of all occupational groups listed, The trainces

were more homogencous than any of the occupational norms groups.
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TABLE XVI
CLCSURE FLEXIBILITY TEST SCORE’

Score Number Percent
Not given 4 4,5
Below 23 1 1.1
23-28 8 9.0
29-34 43 48,8
35-40 26 29,2
41-48 4 4,5
4752 3 3.4

Closure Speed Test. This test, a companion of the Closure

Flexibility Test, is a measure of the "first" closure factor, defined

as the ability to perceive an apparently disorganized or unrelated

group of parts as a meaningful whole. In the Closure Flexibility

Test, the task was to locate the embedded figure or design; whereas,

the task in this test is to make a pattern out of disorganized parts or

ambiguous patterns. The Closure Flexibility Test measured the

"second" closure factor.

The speed of closure factor which this test is designed to measure

has been found related to mechanical aptitude (Thurstone) and to .
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roasoning (Botzum); to terapsrament and mental abilities (Pemberton),
Pemborton reported the following temperament patlern for those who

scored above the median on the Closure Speed Test:

1. Sozially outgoing
2. Confidznt and impulsive
3., Not logical or theoretical
4, Possessing strong artistic interests
Tile distribution of seores of the trainees tended toward a
heoviar concentration in the lower end of the distribution with a standard

deviation a bit higher than what one would expect in a riormal distribution,

TABLE XVIL
CLOSURE SPEED TEST SCORE

Score Number Percent
Not given 4 4,5
18-23 8 8.7
24-29 19 21.3
30-35 19 21.3
36-41 20 22,5
42- 47 “ 10 11,2
48-53 9 10.1

5450 2 2.2
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Perceptual Speed (Idantical Forms)., This test, developed by

Thurstone and Jefirey, is considered one of the primary mental
abilifies in visual thinking. The test manual describes the ability
measured by this test as the ability to compare visual conﬁguratipns
(diagrams; drawings; fignres) and to identify two fiqures as similar

or identical, This test (sometimes called Identical Forms) is a

measure of perceptual speed, not a measure of the ability to form

gestalts (Closure Spead) or the ability to identify patterns in a

disorganized context (Closure Flexzibility), It seemingly has no

relationship to thinking or to sharpness of eyesight.

The trainces' average standard score placed them in the "low"
category as compared with the total combined norms. Their average
score was lower ‘han that for any other cccupational group listed,
cven for the hourly group with which the writer usually compared
the performance of the trainees since the former are usually the

group of skilled, semi-skilled and unskilled workers.
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TABLE XVIIL
PERCEPTUAL SPEED TEST SCORE

Score Number - Percent

Not given 6 6.7

. Below 22 17 19.1
22-20 8 | 9.0

30-37 26 29, 2

3845 20 22. 5

46-53 9 10.1

54-81 2 2.2

62-69 1 1.0

Initial Skills Proficiency

The only proficiency test taken by the trainees prior to actual

training was the series of Nichols Proficiency Tests, an experimental

test series developed locally by a graduate student in the School of

Agriculture, under the supervision of Dr. A, P. Torrence, who served

as the student's chief faculty advisor.

The descriptive statistics of the Nichols Proficiency Test of the

trainecs were arranged by trade areas in which they were trained.
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Because of the total possible score on this test varied by the trade
areca, no comparisons should be made among the occupational
groups.

To further validate, this test, it will be profitable to compare
the performance of tradesmen in general with those of trainees in
bricklaying, carpentry, and meat cutting and with successfully-
employed workers in each field, It would be expected that if the test
is measuring technical proficiency in these fields, the scores will

significantly increase from trainee groups through successfiully-

employed workers in each field, Trainees were given this test at

entrance and again at termination of their training with 68, 5 percent

of trainees making unsatisfactory initial scores. The tradesmen-in-

general group could be used as a criterion group (exclusive of the

occupations used in the Nichols Test) since it would be expected that

the tradesmen-in-general would not perform as well on these occupa-

tional scales as the occupational groups concerned.

Personality and Adjustment

During orientation and soon thereafter, the trainees were

administered several tests designed to give insight into their adjust-

ment and personality.,’

The Rotter Incomplete Sentences Blank. Considered a projective

test, the Rotter Blank can be scored normatively and clinically, .The




psychologist chose to use the normative method where scores can

run from O to 240 in the direction of meladjustment.

The test manual indicates that items on an incomplete sentence
blank are not eguivalent; therefore, the odd~even technigue for
determining reliability is not applicable, and would tend to give a
minimum estimate of internal consistency. The items on the ISB
were divided into halves deemed as nearly equivalent as possible.
This yielded a corrected split-half reliability of . 84 when based on
the records of 124 male college students, and .83 when based on ’7.1
female students.

The scoring plan involves judgments and matching of sentences
against criterion sentences, 'so the reliability of scoring is an impor-
tant factor. |

In Table XVI, one sees the distribution of totai scores on the

Rotter Blank for the male trainees with a range of 76 scores. The

standard deviation of 18.22 is more than one-sixth of the range
(80-138). The rule of thumb runs that in a normal distribution, the
standard deviation is about one-sixth of the range. The range i‘o.r the
female trainees is 50 scores (Table XVII).

It can also be observed from these two tables that in addition to
the male trainees being more variable in their scores then the female

trainees, the males were on the average less maladjusted than the
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TABLE XIX

ROTTER INCOMPLETE SENTENCES BLANK

o s o= L 4
SNSRI SUPE SE- SRS i
STt PR

Adjustment Score Distribution

Advlt Form

Male MDT Trainees - Tuskegee Institute

the females according to the interpretation of their test scores.

Interval Frequency
132 -~ 139 2
124 - 131 1
116 ~ 123 11
108 - 115 f
1OO - 107 - 11
92 - 99 15 .
g4 - 91 13
76 - 83 9
68 - 75 3
60 - 87 2
Total 74
Mean 98. 09
Standard Deviation 16,22
Range 60~136
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TABLE XX
ROTTER INCOMPLETE SENTENCES BLLANK
Adjustment Score Distribution

Adult Form
Female MDT Trainees -~ Tuskegee Institute

%
|

Interval Frequency

131 - 135 1
126 - 130 2
121 - 125 1
116 - 120 1
i 111 - 115 1
‘ 108 - 110 3
| 1
1
2
1

1

101 - 106
e 96 - 100
91 - 95
{ 86 - 90
8l - 85
Total 15
Mean 108. 33
| Median 108. 00
} Standard Deviation 15,00
| Range 81-131
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The normative groups with which the trainces were compared
were college students, The manual indicates that tho(xgh the test was
not formally standardized on general adults the changed items for the
adult form and scoring principles make it reasonable. The trainees
were on the average less maladjusted than the average qollege
subjects and our trainces were more variable in their adjustment
scores than the college norms.

Further comparison with normative groups showed that the
trainees' average total adjustment scores were lower than those of the
validation groups. This finding was interpreted to mean that the
trainces may be considered "adjusted" as defined by the Rotter

Incomplete Sentences Blank,

Mooney Problem Check Lists. This test, the Adult Form, 1950

Revision, was administered by trainee number rather than by name

so that confidentiality might be guarded, The score on this test is the
number of problems which the subject has checked as a matter of con-
cern to him.,

The test is so constructed that some categories contain more
questions than do other c'ategories. Therefore, the mean number of
problems in each category must be considered in light of the total
possible problems included in the test:

1. Iealth 36 items

2. Economic Sscurity 36 items




3. Self Improvement | 36 items

4, Personality 72 items

5. Home and Family 36 items

8. Courtship ] 18 items

T. Sex 18 items

8. Religion 18 items

9. Occupation _18items
Total 288

The category presenting the largest number of problems is
"Economic Security;" the next largest number of problems is "Self
Iraprovement, ' and the third largest, "Personality, ' even though the
category of "Personality” ha's twice as many questions as "Economic
Security" and "Self Improvement. "

The question of why the trainees appeared to perceive more
problems in the category of "Economic Security" than in "Occupation"
may be answered in two ways: (1) the " Occupation® category has half
as many items as "Economic Security" and (2) the questions in tpe
"Occupations" category seem for the most part to be concerned with

on-the-job problems., These trainees were ail unemployed as a pre-

requisite for admission to the training program.

Tob Interview Anxiety Inventory. This test was taken from

Sheppard and Belitsky, The Job Hunt: Job-Seeking Behavior of Un-

employed Workers in a Local Economy. John Hopkins Press, Baltimore,
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Maryland, 1966, The test consisted of eight questions with scoring of . [_’i
1, very low degree of anxiety, and 4 very high degree.of anxiety, thus
giving a possible scale extending from 8 to 32, A mean of 17, 49 for
the MDT trainees was considered low as compared with the norms;

the variability of scores showed a normal distribution since the
standard deviation was around one-sizth of the range.

Job interview anxiety, according to the authors referred to above,
appeared to be related positively to the number of dependents a worker -
has and negatively related to age, If older workers have anxiety, théy
have bzen found to also be unsuccessiul in {inding new jobs. Further,
the authors continue, job interview anxiety is related positively to the

number of dependents a male worker has and the uncertainty of his

empléyment status; the worker with a large number of dependents has

an even higher degree of such anxiety. The younger the worker, the

greater are his anxieties,

It would he profitable to correlate these Job Interview Anxiety

scores with chronological age of the trainees and with number of
dependents to determine if age is negatively related to job 1ntgrview
anxiety and if number of dependents is positively related. The norms
were white males. Do Negro male and female trainees behave in the
same way; i.e., are chronological age and number of dependents

related to job anxiety within this group? Is sex a factor in this ' !

relationship?
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The psychologist's hypothesis is that for the female trainees,

the average Job Interview Anxiety score was higher than for the male

trainees; that the number of dependents was not as crucial with our

trainees as with the norms.

Emo Questionnaire. If the total diagnostics score is less than

8, the test manual states, the score is regarded as an unfavorable
sign since lack of response to the questionnaire indicates the sub-
ject is a.pt to have any of the following characteristics: lacks under-
standing of himself; is overly cautious about giving information about
himself; leans over backward to protect himself; or experiences the
questionnaire as a threat and freezes up. The total diagnostics score

for the MDT trainees was 34, 26, well above the critical score of 8,

Personal History Index. The Personal History Index was in-

cluded in the test battery given the trainees during their orientation
period and/or soon thereafter. The test manual gives the purpose of
the Index as assisting in predicting future job success on the basis of
past performance and experience. An evaluation of the past per-
formance and cxperience is made by an analysis of the scores obtained
on eight performance factors., These factors of content items were
identified through a series of factorial studies done by the authors of

the Index.

The factors of the Index are defined by the authors in the
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following way:

Factor 1.

Factor 2.

Factor 3.

Factor 4,

Factor 5,

Factor 6.

Factor 7.

School Achievement (SA) - A general liking for
and adjustment to the school environment,

Higher ";uacational Achievemen  ‘H) - Sy-oial
or t& ° “eal accomplishment and qualifications
resull . in a relatively late vocational start
and 1ate «ssumption of family responsibilities.

TNrive (D) - Inner drive to be outstanding in
periormance; to attain high goals even in face
of setbacks; to achieve success and advancement,

TLeadership and Group Participation (L) - A desire
to establish contact with others as shown by
membership and interpersonal activity in organi-
zations and an interest in influencing others thrmigh
community and social activities. A high score
suggests active participation and possible leader-
ship in personal contact situations of various fypes.

Financial Responsibility (F') - Ability to manage

a personal economy of defined proportions--to
earn, invest, save and accumulate, The
assumption is that a person who cannot demonstrate
satisfactory financial responsibility in his personal
affairs is likely to be less satisfactory in assuming
financial responsibility for organizations or for
others.

Early Family Responsibility (R) - Early marriage
and establishment of a family, with the husband
ordinarily the sole provider, Demonstrated
achieveinent in handling the family's financial
affairs. '

Parental Family Adjustments (A) - Development of
realistic and constructive attitudes in the early
family environment; including relationships with
siblings, parents, between parents and child. The
underlying assumption is that if good interpersonal
relations were set up in the parental family during
the formative period, persons are more likely to
achieve satisfactory adjustment as adults.
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Factor 8.  Stability (S) - Established security and stability i
in the work situation, resulting from the past },
history of good performance, Presently, con-
cerned more with the maintenance of what has
beesn achieved than with plans for improvement
or development,

Standard Scores of seven age groups and the MDT trainees were

compared on the Personal History Index, In "School Achievement, "

the trainees did n~t considerably differ from any of the age-groups.
They stood at the 45 standard score, which was considered average,
In "Higher Educational Achievement, " @he trainees were significantly

lower than any of the age groups. They were considered low in this

factor, In "Drive," the trainees were most like the 25-29 year old
group and were less like the older groups. In this %actor of "Drive, "
they were considered low average. This finding agreed with the low
average rating of the trainces on the occupational aspiration of the

Work Interest Index. In "Leadership, " the trainees rated average

and were not significantly different from any of the age groups. In
"Financial Responsibility, " the trainces were significantly lower than
all age groups except the 20-24 year olds and the 25-29 year olds; in
other words, the younger groups. They were considered low in
"Financial Responsibility"”; in other words, their growth in financial
responsibility was considered retarded. In "Early Family Responsi-

bility, " the trainees were more like the younger groups than the older

groups; they were significantly lower in this factor than are the older
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‘ groups. Responsibility for being the sole financial support and
demonstrated achievement in handling the financial affairs of the
family apparently was also one of the areas of retarded growth of the
trainees, who were considered low average in this factor. In
"Parental Family Adjustment, " the trainees were very much like all
age groups with the exception of the youngest group-~~those from 20-24,
In this factor, the trainees were considered average. In "Stability, "
the train:ees are more like the younger groups and became less and

less like the older groups as the age of the groups increased.

The Cassel Group Level of Aspiration Test, This test is designed

to assess certain gestalt-type aspects of perscnality rather than
isolated or fragmer}ted ones, according to the test manual. The theory
behind the test is that all human behavior is goal-directed, either on

a conscious or on an unconscious level.

More specifically, the test is designed to "assess the discrepancy
between the real world (physical field, or the world as others perceive it) "
and the world as it is perceived by the individual. Five scores are con-
cerned with varying aspects of the personality related to this phenomenon
and provide measures of the irreality dimension rather than the non-
existence of it, but implics a degree of absence of acceptable sensory

phenomena, for the general of self-perceptions in relation to previous

performance,
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The "Level of Aspiration Quotient" is the chief single score of
fhe test, It is the ratio between aspiration and intelligence. "I‘he

measure of intelligence used was the Revised Bata Examination,

An LAQ (Level of Aspiration Quotient) of 100 indicates a balance
between aspiration and intelligence. An LAQ above 100 indicates
greater aspirations than intelligeace, but with low irreality dimension,
LAQs below 100 indicate low aspiratic;ns for the subject's intelligence,
but with'high irreality dimension. Twenty out of 95 trainces tested had
scores above 100,

The MDT trainces compared with the typical norms, with a
standard score of 42, at a "low average' rating, The delinquent and
in-prison norms have the same standard score (42) as the MDT trainces
when compared witil the typical norms.

Construct validity evidence on the LAQ as reported in the test

manual tends to assist in the understanding of what the L.AQ is measur-

ing:




08

TABLE XXI
CORRELATION BETWEEN SELECTED CHARACTERISTICS
AND LEVEL OF ASPIRATION QUOTIENT

Level of
Test Aspiration Quotient
Intelligence -, 482
Chronological Age - .376 A
School Achievement . 360
PRA Test of Insight in
TTuran Relations Cooperation Q7T -
Competition and Aggression . 279
(r's of . 128 + above are significant at . 0l levei. )

Based on typical high school juniors and seniors with 200 males
and 200 females, these data report that the "Level of Aspiration
Ruotient" (LAQ) is negétively correlated with intelligence (-.482),
positively related to chronological age and positively related tg school
achievement. With respect to human relations data, the LLAQ is more

related to the aggressive and competitive spirit than to the cooperative

attitu iz,

1f interpretations are correct, an imbalance could be expected in




this ratio of aspirations to intelligence among the trainees, who

through psychological literature on the culturally disadvantaged have
been described as cooperative rather than competitive in their inter-

personal relations, poor in school achievement, and lower on the

average in intellectual level.

The Tomkins-Horn Picture Arrangement Test, This test was
devised at the Harvard Psychological Clinic in 1942 by Silvan Tomkins,
former professor of psychology, Princeton University, and Daniel Horn

now of the American Cancer Society. It was inspired by the Thematic

Apperception Test authored by Henry Murray of Harvard University.

The particular technic was suggested by the "Picture Arrangement!

sub-test of the Wechsler-Eellevue Intelligence Test.,

The test is so constructed that the unusual response can be
extracted, with logic of test interpretation resting upon the response
that is "rare" or improbable when one compares one person with others,

The test consists of twenty-five plates each containing line draw-
ings of three different but related situations with the same "hero"
depicted in all three situations within each plate and in all twenty-five
plates., The subject was asked to indicate the order of the pictures
which made the most sense to him, He was asked to indicate his order-

ing of the pictures by the use of three symbols ( Ao ) which appeared

at the bottom of each pictul:e. He was also required to write a sentence
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on each of the three bottom lines of each paqu explaining briefiy what
was going on in each situation, The three drawings wére shown at
angles of 120 degrees so that one drawing was always upside down and
it was necessary for the subjects to completely inspegt all arawings
bef-rg arranging the symbols, |

The three general areas which the authors attempted to sample
were: (1) Social orientation such as sociophilia, sociophobia, aggres-
sion, dependence, lability and superego; (2) Optimism - Pessimism,
such as self-confidence (or lack of it), happy or unhappy mood, hypo-l
chondriasis; (3) Level of functioning, such as relative strengti: of
thinking, phantasy, affect and behavior in the econoiny c¢f the individual.

The trainees were described by the Picture Arrangement Test in

terms of their "rare" response as dependent, sociophiliac and labile

in work situations. Their general level ¢f energy for work was low,
passive and inactive., Work for them was not a central process but a
peripheral one. For them to work, they must be constantly instructecf,
praised and encouraged so that they may not become distracted by their
high general fantasy lifé and sociophilia needs. Social facilitation seems
a necessary condition for beginning work., However, work was not very
well sustained., Interruption can be counteracted but passivity cannot.
They seemed to have a preference for mechanisms of escape from work--

injury, daydreaming, idling, leaning against equipment, etc,

The trainees appeared to have expectations of negative or moderate
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outcome regardless of the input of efiort, low general self-confidence,
expectations of sudden change in their social and non«'social environ-
ment with an attitude that very little in their lives can really be
"counted on, " |

The trainees appeared to prefer the company of men to that of
women more than did the women (nurse aides) prefer the company of
women to men., They appeareél from shy, to passionate, to quilty
toward the opposite sex, with expectations of sudden shifts in affective
status and thus they showed a tendency to avoid physical contact with

the opposite sex.

A high general pessimism with unhappy ending and a general social

restleésness also seemed to describe them.

Summacry

Effort will not be made here to bring the foregoing measures of
input characteristics into any kind of pattern. Group description made
poséible by the testing nrogram ic not as significant as individual
profiles which are to bg used in relation to performance in training and
on the job. However, summarizing statements about the trairices as a

group will suggest the ra;nge of expectations.

Cccupational Interest

All of the interests oftrainees as measured by the Work Interest
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Index fell within the average and above average categories, They had

. many professed interésts without focus or concentration. The question
about the value of the test as an indicator may be suggested by the
failure of the trainees as a group to fit the profile of any occupa.tigna,l
group for which reporte:d performance on to the test was available,

On the Mimnesota Vocational Interest Inventory, the trainees

showed lowest interest in mechanical occupations, preferrad indoor to
outdoor occupations, white collar over blue collar occupations, and - ’

"eican hands” to "dirty hands" pursuits.

- -
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Aptitudes

The counseling psycholocﬁsts raises doubt about the trainees’
understanding the concept "stability" that is essential to reliable per-
formance on the test.” The MDT trainees' rating higher on the
Mechanical Movements Test than on the Intuitive Mechanics Test was

of questionable significance,

Intellectual Ability

The Revised Beta Examination that provided the IQ scores‘ of
trainees described none as heing above average, 26 percent as inferior
or defective, and T4 percent to be average or below average.

Since professed school grade completed is a worthless measure

of educational experience, the Gray Oral Reading Test was used to




indicate the educational grade level of trainees-~8 percent were below
the fourth grade; 42 percent between fourth and eighth ’grade; 24 per-
cent between eighth, and twelith grade or above.

Cn a non-verhbal reasoning, and on a verbal rea§oging test, the
trainees' average was in the low range.

On the Word Fluency Test, the MDT trainees ranked "very low"

in the lowest two percent with total norms for the test,

Perceptual Abilities
Three tests which are designed to measure various mental

abilities were used,

The Closure Flexibility Test, for which claims arc made that

it measures mental functioning, temperament, and analytic reasoning,
showed the group of trainces to test lower than all occupational groups

reported on and to be more homogencous than any of the occupational

norm groups.

The Closure Speed Test has been claimed to show relationship to

mechanical aptitude, reasoning, temperament and mental abilities, The
MDTtrainees' scores were heavily concentrated at the lower end of the

distribution.

Perceptual Speed Test. The trainees' average standard score

placed them in the "low" category in terms of the combined norms,
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, Imtia.ls Skills Proficiency
This test showed 68 percent of the trainees to be lacking in
rudimentary knowledge about the skill for which they enrolled to train,

Personality é.nd ;%djustment
_ The Rotter Incomplete Santences Blank showed the trainees to

"adjusted. "

Mooney Problem Check Lists, The category presenting the

largest number of problems for the trainees was "Economic Security, "

with "Self-Improvement" second, and "Personality" problems third.

Tob Interview Anxiety Inventory. The MDT trainees were rated

as having a "low" degree of anxiety on the test.

Emo Questionnaire. While the authors of the duestionnaire

make it clear that personality diagnosis, screening, and placement e

should not be based on the Emo Questionnaire alone, the total score

of the MDT trainees was well above the critical score for unfavorable
characteristics such as lack of self-understanding, excessive caution.

high degree of self-protectiveness, and perception of the questionnaire

as a threat.

Cassel Group Level of Aspiration Test. MDT trainces pre-

dominately had scores indicating low aspiration of the trainees'
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o intelligence with a high irreality dimension.

" ' The Personal History Index was used in sociological identifica-

tion rather than psychological assessment.

Tomkins-Horn Picture Arrangement Test. Work appeared to

be peripheral rather than a central process. The attitude that very
little in their lives can be counted, related positively to their

expectations of negative or moderate outcome regardless of input of

effort.
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CHAPTER III
BASIC EDUCATION

It has been determined that in order for an individual té be
effectively productive, and periorm at a maximal level in all spheres
of the modern American society, he must have a solid foundation in
the communicative and computative skills., This is the premise on
which the previous E and D programs (1964-19265) at Tuskegee
Institute offered instruction in the basic skills, and it is the one on
which these offerings were based in the 1966-1967 project, ‘This
chapter will be concerned with the highlights of the basic education
program as an integral part of the preparation of disadvantaged

individuals for participation in the world of work.

Homogencous Grouping

In order to facilitate their teaching and counseling, the male
trainees were divided into homogeneous ¢groups according to reading
levels at the outset of the program. There were 31 in brickmasonry,
30 in carpentry, and 30 ir} meat processing., These groups ( se:ctions)
were designated by the letter "A" and "AA." The "A" groups were
comprised of the more advanced trainees, i, e., their reading levels

ranged from grade 7 through 12, and the "AA" groups were composed:

of trainees whose reading levels ranged from grade 1 through 6.,
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During the first six m9nths of operation, the nurse aide group, which
was not divided, was coraposed of individuals who read at levels
ranging from grade 6 through 12. The second group, who began train-

ing in December 1966, had reading levels of 5. 6 through 9. 5.

Allocation of Hours to Instruction and Other Activities

With the exception of the nurse aides, all groups received 15

.

hours per week of instruction in their respective technical skills,

The murse aides received 10 hours per week of technical skill instruc-
tion. In all groups, 15 hours per week were devoted to basic educa-
tion (communication skills and arithmetic), five to counseling, and

five to activities related to basic education and cultural enrichment.

Coordination of Instruction

The basic education program was planned so that it was
coordinated directly with instruction in the technical skills area.,
Because of the close co‘ordination, the technical skill development was
reinforced through reading, vocabulary usage, and mathematics, As
the technical skills teachers develop2d a concept and its practical
application, the basic education teachers undergirded this concept with
reading and mathematical applications.

On Friday of each week, each technical skills instructor sub- '

mitted a weckly instructional plan to the technical skills coordinator for
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the ensuing week. Th§se were in tur_n reviewed by the basic edu'cation
‘instructors, who developed their plans around the material to be
covered. Special attention was given to word concepts and mathe-
matical principles to be applied to the technical material.

On Monday of each week, the basic skills teacher submitted
their weelfly plans to the basic skills coordinator, who reviewed them
to see that the coordination desired h.ad heen effected. The success
of this t’echnique was enhanced through informal conferences among
the instructors in the respective areaé,’ and through meetings of
instructional and supervisory personnel., Another means by which
coordination was brought about was through the trainees, whooften

brought problems from the technical areas to the basic education

classes for solution,

Instruction in Communication Skills

Oral and written communication is essential to the effective
performance of people in cvery phase of creé.tive endeavor, The
Tuskegee E and D project put forth considerable effort to augment and
enrich the communicative skills of the trainees enrolled in the pro-
gram. The general objectives of the instruction in communication

were to:

1. Develop the ability to express ideas effectlvely and
correctly in daily communication,
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2o Increase word power through study of homonyms,
synonyms, antonyms, dictionary and crossword
puzzles.

3. Increase vocabulary by learning special words to
use in referring to groups of people, animals and

things. '

4, Develop an understanding of technical skill terms.

Ds Improve veading comprehension, hence enjoyment
of everyday reading materials, and improve ability
to impart items of interest to class, family, and

’ patients (nurse aides).

8. Improve ability to read and follow directions

especially in technical skills areas and in taking
tests,

7, Promote the pride and poise that come with self-
confidence and belief in one's ability to increase
his knowledge and skills.

8. Develop ability to distinguish between fact and opinion,

¥

Because of the fact that the spoken word is used more often
than the written, emphasis was put on correct speech and proper
enunciation as aids to correct spelling, effective writing, and reading
comprehension. In an effort to efiect a change from the poor speech
patterns that some of the trainces used such as "peoples, " "mens, "
"hope me or hep me, " etc., to more acceptable speech, a penalty-
bonus game was used in some classes. One point was taken away from
the grade for the day if the trainee erred. Two pu.nts were given to the

first one who "caught" the error and corrected it, 'The men listened |
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more attentively to one another and good-naturedly "caught” the
errors. Great pride developed in those who spoke without errors.

To prove that all correct English is not stilted, slang and con-
versational expressions which are permissible in an _in:fg:cmal style of
communicating were included. "Out of Control," a television play
(Vanguard), is a good example of this less formal but correct speech.
The fact that one speaks differently in different situations was
established, One would speak formally for an interview or hefore an
audience. Acceptable carelessness may creep in when speaking to tﬁe
spouse, or close friend, but correctness need never he sacrificed.

Each day, a short period of the hour was devoted to either
written or oral exercises on the agreement of subject and verb.
Writing skills in this arca improved greatly; however, there was the
tendency to lapse back into old habits when speaking, This was
partially due to failure to enunciate word endings clearly. As one
trainece wrote, "I am trying to use correct English, but some time
it is kind of hard when ‘you have been talking wrong for so long. "

As an aid f‘or cérrection of speech habits, poems such as
"Casey At the Bat" and "House by the Side of the Road" (Vanguard)
were read using exagyerated enunciation. The tape recorder was used
to record the performances. ‘It was used also to record casual conver-
sation. The replays, which the trainees listened to with pride, showed

a carry-over of enunciating endings.
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News For You, the weekly newspaper for adults who need help

in reading, provided excellent opportunities for practice in oral ex-

pression., Each person volunteered for the article on which he wished

to report. He presented it to the class in his own manner., The topics

were current and provided an opportunity to use maps, encyclopedia,

nev}spapefgs and history books. Some topics discussed were:

10

L4

Reading

President Johnson's Asian Trip - The speaker for
the day (a trainee) used a worl: map to trace the
travel route; time differences, as well as spelling of
places visited were noted,

United Nations Reconvening - The World Book provided
material on background of the United Nations.

Eighty-Ninth Congress Ends Session - The make~-up
of Congress, term of oifice for senators and for
representatives, branches of the Federal Government,

and the current election (November 6, 1866) were
mentioned. '

The Tribal War in Nigeria - The three major tribes

were discussed; the location of Nigeria in relation to
other countries in Africa,

"Spotlight on A Hero" was Zeatured in each issue.

Often a Negro was presented; this helped to strengthen
the trainees' self-image.

Specific weaknesses of individual trainees were diagnosed

through the Jowa Tests of Basic Skills, which were administered at

the beginning of the program. Profile sheets were made on each

individual to _determine his status. Class record sheets were also




a e SETTTTER e e T rneem e v

73

developed and studied to determine the areas in which most weak-
~ heases cxisted,
| Guided by the results of the test, the trainees who had major
deficiencies, were given intensive instruction during an "individu?clized
instruction" period, which was held for one hour, three times a week.
The trainees who were found to have poor reading ability were given

special instruction in beginning reading, and in vocabulary building,

" TABLE XXII

VOCABULARY AS MEASURED BY IOWA TEST OF BASIC SKILLS
FOR GROUP AA TRAINEES AT BEGINNING OF PROGRAM

Vocabulary ' Number of Percent of
Crade Ievel Traineces Trainees

8 6 17.1

5 o 14,3

4 13 37.2

3 8 22, 8

2 2 0. T

1 1 2. 9
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The Farnily Phonics System of Eeadiggl was useful in helping

this special group, This method of individualized inst'ruction helped
to narrow the gap between the slow readers and the others in their
classes. ﬁ

Oral reading helped trainees who had difficulty in "attacking"
new words, and skipped over them if they were reading silently. They
learned to sound out new words phonetically or by syllables. Learning
to extract the new word from context and structure also proved helpful.
Immediate use of the dictionary for meaning gradually became a habit,

For the carpenters, Chapter V in Fundamentals of Cgrpentryz

provided the opportunity to teach compound words such as hardwood

and softwood as well as adjectives and subject-verb agreement.

In meat processing, meat terms and their application to material

in the textbook, The Meat We EatS clarified some technical skill

problems. Vocabulary and word building with emphasis on word roots,
prefixes and suffixes helped trainces become independent in the use of

source material for their technical skills., Examples of prepositions,

IR, Lee Henney, The Family Phonics System (Indianapolis:
Board of Fundarmental Education, 1964).

2Walter E. Durbahn, Fundamentals of Carpentry: Tools,
Materials, Practice (Chicago: American Technical Society, 1964),

3p, Thomas Ziegler, The Meat We Eat (Danville, Illinois:
The Interstate Printers and Publishers, Inc., 1962),
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conjunctions and interjections were found in the textbook and became
. more meaningfu] fo the trainees, Getting the main idea and noting
details were taught through the article, "The First Roast Pig. "
Interest in this story was high, and much progress relative to the
abilities of the trainees to comprehend the material they read was
noted,
The use of worktexts seemed to be effective in developing basic

skills, and in helping individuals with their specific weaknesses. The °

reading worktext for the "A" groups, Activitics For Reading Improve-

_xp_g_p__§4 contained material designed to give practice in four of the
major phases of reading development:

1. Comprehension

2. Skimming and following directions

3. Vocabulary and word-building
4, Reading for enjoyment

A pre-test on "skimming and following directions" showed a

great need for development of this skill. Many of the trainees were

unable to read and follow directions, After completing the unit,

4
Norman Schacter, and John K. Whelan, Activities for Read-
ing Improvement (Austin, Texas: Steck-Vaughn Company, 1963).
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however, much improvement was noted in the post-test, The "AA"

. groups used the worktext How to Read Better, 9 Books T and I, These

books guided the learners toward (a) having pleasurable experiences
in reading; (b) mastery of reading mechanics, and (c) sharing witp
others his reading expériences by describing his reactions, inspirations,

experiences, and ideas.

Stores in How to Read BetterS provided a number of learn-

ing situations. In "The Blind Men and the Elephant, " differences

between opinion and fact were aoted. Selecting rhyming words in the

stanzas provided a discussion of differences between poetry and prose,
rhyming and homonyms.

In the same book, thé arﬁicle, "How They Got Their Names"
was useful in providing some American I-Iistc;ry. Interest in this story

led a trainee to bring in an article from Good Housekeeping, "Which

State Names Are of European Origin?" from which the class began a

study of surnames from World Book Encyclopedia.7

A supplementary worktext, My Country, 8 was beneficial in

5Har1ey A, Smith, and Ida Lee King Wilbert, How to Read
Better (Austin, Texas: Steck-Vaughn Company, 1964).

Spig,

Tirorld Book Encyclopedia (50th Anniversary Edition, Revised
Issue, 1966), '

8Edwin H. Smith, and Florence Rader Lutz, My Country
(Austin, Texas: Steck-Vaughn Company, 1964).
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developing reading ckills, and in imparting meaningiul information

about the United States and its government, This book was highly

interesting to the trainees, although it had a simplified vocahulary.

The material is organized in a manner that each lesson builds upon

the preceding one; it incorporates a systematic developmental program

of &ord—-a;tack skills, which leads to independence in attacking new

words.

]

A typical class period in communications included:

1.
2'

6.

7,

A film on comprehension

Pre-test in comprehension (reading of a short passage
with followup questions, correction of papers and
analysis of mistakes) )

Exercise in the worktext to develop better comprehension

Word development coordinated with a technical skills
area~--spelling, writing, defining words

Writing sentences or paragraph concerning a lecture or
demonstration in a technical skills area

Correction for thought, expression, sentence structure,
and spelling

Rewrite of the corrected form in notebooks

Other activities in the area of communications included dictation

exercises, writing of autobiographies, instruction on how to read a

newspaper, oral discussions to note difficulties with verbs, study of

parts of speech, and improvement in writing,
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. Instructions in Mathematical Skills "

The use of mathematics in all of the occupational areas
offered through the MDT program is essential to the effective per-
formance of ‘duti’.es connected with those occupations. Therefore, as
with the communicative aspects of the project, intensive instruction

in mathematics was carefully dovetailed with the instruction in the

technicel skills areas.

Because of thé fact that many of the trainees were deficient
in mathematics at the outset of the program, it was necessary to
spend considerable time in reviewing the hasic matpematical opera-

tions of addition, subtraction, multiplication, and division. This was

done prior to the correlated instruction with the technical skills. After
the basics werc mastered, however, the desired fusion was effected

in all occupational areas. Some examples of how this was achieved

in the respective gkills follow,

The use of mathematics in brickmasonry, included the estima-

tion of the number of concrete blocks required to construet walls and
buildings; estimation of the number of bricks required for walls and
buildings; estimation of the amount of concrete required to pour foot-

ing for piers and brick walls, and the amount of concrete needed to

pour concrete slabs and driveways. Other exercises included methods
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of {inding perimeters and areas of geometric figures, and principles
'of linear, square, and cubic measurement, FEstimation of the amount
of materials needed in building to specific measurements was also

included as an application of mathematics to the brickmasonry trade,

When the trainees in carpentry were making plans to build a

model house, it was necessary to estimate the amount of lumber
needed for the girders, sills, floor jcists, bridging, rough flooring,
and studding. This estimation involved the use of the board foot

formula:

No. 6f Thickness _ Widthin _ TLength = BD. FT
Picces * inInches * Inches ¥ in Feet = BD: FT.

12

Mathematical exercises in using this formula include addition,
multiplication, division, working with fractions and decimals.

It is apparent that such an experience in making this estimate
was highly enriching, both from the standpoint of the technical skill
and basic education,

In a unit on measurement, the trainees in carpentry were pre-
sented measurement tables, and the importance of familiarizing one-
self with the procedures in measuring was stressed, The relationship
between the different units of measurement was demonstrated on the

chalkboard. The foot ruler was used to demonstrate the relationship

between inches and a foot, and the yard stick ‘vas used to show the
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placed veside the yard stick in an effort to further stress the relation-
ship between the different units of measurement. In addition, a scaled
teacher-made mock-up of an inch on a rule was used in giving instruc-
tion on how to read the rule,

It was necessary for ihe trainees in meat processing not

only to grasp the fundamental mathematical principles in order to

function effectively in the occupation, but also to be proficient enough
in arithmetic to pass the examinations' administered by personnel
managers of retail chain stores to all applicants for such employment
with their firms.

Some of the'activitiesg in meat processing which were coordinated
with mathematics were (1) the study of temperature scales--models
of the centigrade and fahrenheit scales were used to teach the trainees
how to read them, and the differences between the two; (2) problems
involving the procedures used in finding the percentage yicld and the
value of trimmed meat were explored,; (3) th; trainees were acquainted
with the methods, procedures, and formula for finding the amount of
seasoning required for specific quantities of meat.

Interest in the latter activity was high; it was demonstrated
how one. could determine the amount of seasoning for sausage by using

the following formula.: " -
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Amocunt of meat | Amount of seasoning
in 1bs, x 8 = needed in oz.
26 1

Many problems of this type were solved by the trainees during
the course of a week. ‘

Near the end of the project, six of seven trainees in meat
processing who went to Atlanta for job interviews were successiul
in passing the arithmetic part of the examination which was
administered to them. The’ir scores ranged from 89 to 100, The
trainee who failed was successful on a later attempt,

Due to nature of the occupation of nurse aide, and to the shorter

period of time that the traineeé in this area were enrolled, there was

not as much coordination of mathematics with the technical skill as

there wae in the other occupational areas. This does not mean, how-
ever, that the nurse aide trainces did not receive intensive instruction

in the fundamental operations of arithmetic, Considerable attention

was given to addition, substraction, multiplication, and division (of

whole numbers and fractions), decimals, percentage, ratio and proportion,
and graphs, and charts., Where feasible, the application of these

functions to the occupation of nurs~ aide was demonstrated and practiced.

Innovations in Basic Education

Although the majority of the instruction in the basic skills was




82

carried out through traditional methosis, several innovative techﬁiques
iu tzaching language and number skills in the various areas ‘;vere
utilized, Unfortunately, these innovations were not utilized until late
in the program, thereby making it difficult to‘ measure their effect on

learning behavior as compared to traditional methods.

The rew techniques utilized were programmed instruction,

team teaching, and a game called "Password” (an adaptation of the TV

’

version),

The main emphasis involving tilése new techniques was on pro-
grammed instruction for the trainees in brickmasonry. In preparation
for this innovation, Dr, Ralph Martin, Director of the Technical Teach-
ing Center at Knoxyille Collelye, Knoxville, Tennessee,was invited to
examine the E & D program to determine the feasibility of using
programmed materials in basic education. As a result of his finding
that the program was fertile ground not only for the use of programmed
material, but also for the development of materials herctofore unex-
plored, the possibility of initiating this techﬁique was explored, There
; was no programme'd material on the market which could specifically
é fit Tuskegee's program because of the close coordination of technical L

skill teaching with the basic education teaching. f ,

At a week~end conference which included the basic skills

decided that an experimental group using programmed materials would

|
{
| . . N .
] teachers, Dr. Martin and his assistant, Miss Erline Evans, it was :
|
3
3
1
3
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be set-up,
The problems were many; there was a lack of equipment-~the

only materials were two Min/max teaching machines and one tape

recorder with plugs for the eight earphones. The latter, Dr. Martin
brought with him, But with the enthusiasm and ingeniousness of the
teachers involved, enough materials were made and borrowed to get
the program underway.

Another handicap was the lack of prepared material, ‘whe team
from Knoxville supplied the guideline materials, The teachers at
Tuskegee who were involved in the experiment, worked day and night
to prepare tapes, type stencils, coordinate materials, and test for
their effectiveness with the experimental group as well as barry on

their duties with the centrol group not receiving this instruction,

In spite of the problems, however, interesting and purposeful
materials were developed and the trainees were highly motivated by, |
and receptive to the new technique.

The two basic eglucation teachers involved in this experiment

reported as follows:

Communication Skills., This type of learning (programmed

instruction) seems to be successful because of these factors: a new
king of motivation; a chance for the trainees to check their own work;

and the idea that they are engaged in "something special. "

The preparation of taped and mimeographed lesson was exacting
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and time consuming, and for the most part, had to be accomplished

' after the normal working day because there was no quiet place where
one could record uninterruptedly, The continuous moving of "laboratory"
materials between the classroom and the office was a great incom{en-
ience,

Because the head sets were inadequate in number (only eight),
it was necessary to have the entire cléss to listen, respond, read the
answer, and correct the written follow-up lesson,

It was necessary for the teacher to make additional explanations
at times, but she attempted to stay in the background and replay the
tape for clarification of the point of discussion,

The instructor in com.munication skills reported that although
it is unrealistic to draw definite conclusions a;bout the efiectiveness of

,! programmed instruction, it can be said that the percentage of class

| participation was increased, and some noticeable improvement was

made in diction since the men wanted to sound well on tape. Each

trainee had the opportunity to hear himself.

! There were a few who did not like to use the garphones, ciaim-
| ing that they got headaches and electrical shocks , but each person
experienced using them,

Of the trainees who passed the GED, the three in brickmasonry
were taught by programmed instruction, and the three in carpentry were

taught in the traditional manner. Because of the very srall sampie,
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in this instance it is difficult, if not impossible to determine if one

_ method is supezior to the other, '

Ideally, there should have been more equipment, and an instant
"speak and listen" device included to increase the effectiveness of the

machines,

Programmed Instruction in Mathematics

The mathematics instructor reported that the two brickmasonry
groups, "A" and "AA", were taught fractions and decimals by using
programmed materials, The Carpentry "AA" class was taught the
same materials with the traditional method of instruction,

Upon completion of tl:xe unit, the three groups were given a
mastery test to determine the amount of progress. The test revealed
the following: Of 32 problems, the Brickmasonry "AA" class solved
an average of 19. 8 problems, cr 61 percent; Brickmasonry "A"
solved an average of 21 problems, or 65 percent. Carpentry "AAY,
taught by the traditional method, solved an average of 19. 4 problems,
or 60 percent, |

In an effort to determine the progress of the groups, the
instructor compared Brickmasonry "AA" with Carpentry "AA", since
their educational levels were the same. The test revealed a difference

of one point in the two groups. This secems to indicate that the
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eﬁectweness of both methods was about the same.

Tlowever, as a result of observation and stud], the instructor
believes that the programmed method of instruction is better for
adults than the traditional method if used with ample equipment, and
over a longer period of time. The eifectiveness could then be more

reli'ably eyaluated and would probably be outstanding.

TeamTeaching

Another innovation in the teachiﬁg methods and techniques was

the use of team teaching by the technical skills and basic education c ]

teachers of the meat processing trainees.

Bacause the effectiveness of coordinating technical skills with
basic education had proved to be profitable and desirable, a more
closely knit coordination through team teaching was the basis for this
innovation., It is believed that the interest in, and enthusiasm for
training was enhanced through this plan.

The "A" and "AA" groups in meat pr;:cessing were closely allied
in achievement,; therefore, instead of the class meeting separately in
groups of 16, the entire group of 31 met on occasion, for instruction,

The technical skills teacher set the pace for the group. He
gave a lecture at the first morning session to the entire group, including

the basic skills teachers. The lessons in Englisn and mathematics for f

_ e i P i s e e
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that day grew out of, and tied in with, the lecture for the day.

Individuzl and group problems were diagnosed and remedied by
the teachers as z team. Assignments from the technical skills area
gave direction tz the basic skills teachers. For example, the meat
processing trairees were asked to write 250 words on "The Kind of

Meat Cutter I Hape to Be. " The English teacher then helped them to

organize their thoughts by developing an outline from which sentences -
and paragraphs were developed. The spelling, handwriting, punctuation,
and clearness of expression were necessary parts of the whole., The
mathematics teacher helped them to define their computational needs
to be a successizl meat cutte’r--abﬂity to read scales, barometers for
freeze-dry technique, ete. The fact that the .assignment came {from
the technical skills area, in which there is the greatest interest, helped
the trainees sec the importance of basic education skills. When
problems in one area could be carried to another for help, the relation-
ship between areas was more clearly established, and there was a
definition of needs in all areas.

Another written assignment, "My Most Unforgettable Experience
at Tuskegee, " almost invariably pointed to the czperiences in the meat
processing class. Through such assignments, much was revealed to

the teacher about the student, which might otherwise have gone unnoticed.
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Activities involving the team teaching experiment included:

Communication skills. One of the areas in which improvement

was needed was in written expression; thus, a great deal of emphasis
was placed on writing, wiuich provided an opportunity for the students

to apply the skills of sentence structure, punctuation, capitalization,

spelling, and outlining.

A letter of appreciation to a meat cutter who demonstrated the ]
method that a particular chain store uses to cut meat was the intro-

duction to létter-writing. Letter-writing, parts of the two types of

letters (friendly and business), the arrangement of the parts, and the
forms for letter writing, were; discussed. Each trainee wrote a letter
of application for a job.

Several technical skills assignments provided an excellent oppor-
tunity to correlate English with the skill, Two essays, "The Kind of
Meat Cutter I Want to Be" (250 words) and "My Most Unforgettable
Experience at Tuskegee, " provi. ded an ;pporhmity to introduce outlining.
The fact that these assignments originated in the technical skill class
gave greater meaning to the importance of English,

A typical day utilizing the tearm teaching technique, and involving
the three teachers of the meat processing trainees, is as follows:

The technical skills instructor gave a lecture on the freeze-drying

method of preserving meats. On the same day, the anglish instructor
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. devoted a portion of the class period to the phases that related to

English, such as listening comprehension, the meaning of wérds used,
and the spelling of words, The mathematics instructor followed up
with teaching the trainees to read a barometer which is used in freeze-
drying, This rﬁethod was stimulating to both trainees and teachers.
The trainees appreciated the clearer concepts. Learning was easier
for them,

f'%noi.:her innovation developed within the framework of the team
teaching technique was a modified ga.n;é of "Password, " vhich in-
creased the faciﬁty in the use of words related to the vocational skill
ac well as to personal needs and development,

After a lect};tre by the technical skills instructor, each group
or tcam "A" and "AA", had a representative to guess the word presented
by the game leader, who stood behind the two players, One-word clues c
were given by members of his group after they saw the word held up by
the leader. Each word presented, counted 10 points and the points
decreased by one after each failure to correlctly éuess the word., A team
had to score 25 points to win the game. Competition between the groups
was keen and wholesome. Skill in the use of words were greatly im-

proved from one game to the next.

Activities Related to Rasic Education

As a supplement to the basic education and technical skills




20

training, related activity classes weres held for the trainees on a daily
hasis. The material explored in these classes concerncd cultural
enrichment, current events, government, history, general science,

and personal dsvelopment,

The general objectives of these activities were:

1. To correlate the training program with éveryday affairs.

2. To promote understanding of current events, newspaper
and magazine articles, and an awareness that personal
interests are often joined to the welfare of others.

3. To stross the importance of, and the responsibility
for using the franchise wisely - to stress the importance
of considering all evidence hefore making decisions.

4. Reappraise individual worth in light of new facts as to the
role the Negro has played in America's development,

5. To expose traineces to educational movies, and good
speakers; to encourage intelligent questions and the
participation in courteocus debate.

8. To provide activities which will help trainees to par-

ticipate successiully with others in varied types of
activities,

The media through which these activities were presented were
lectures, discussions, question and answer sessions, films, experi-
ments, and ohservations,, During ths poried of instruction, seven
units were conducted successfully:

l. Government

a., Congtitution

b, Preamble, Amendinents, Ete,




c. Local and State Government

d. Newspaper and Magazine References |
Responsible Citizenship

a, Citizenship and You (Film) |

b. The Community (Film)

English Literature _ .
a. Reports on Lives of Famous Americans

b, Life of Mark Twain (Film)

c. Life of Charles Dickens (Film)

d. Poetry of Langston Hughes

e. Poetry, Short Stores, Novels
Consumer Education

a. Free Economy

b. Theory and Practices

c. Life Insurance

d. Mortgages and Loans

e. Planning and Budgeling for Wiser Spending
f, Income Tax

Music and Art Appreciation

a. Life and Music of Marion Anderson
b. Life and Works of Leonardo da Vinci
c. Recorded Selections of Great Artists

d. Discussion of Various Types of Music

01
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8. Science

a. Molecules of Heredity (Film)

b. What Makes Clouds (Film)
¢. -Air Has Weight (Experiment)

d. Air Occupies Space (Experiment)

. € The Air Around Us (Film) '

f.  How Electricity is Produced (Film)

g. Atomic Energy (Film)

7. Ceography
a. Growth of Our Country from 13 Colonies
b. Louisiana Purchase

c. Alaska (Film)

d. Hawaii (Film)

e. Westward Movement (Film)

f.  Industry in Russia (Film)

Materials used for the scientific experiments included: funnels,
milk bottles, balloons, water glasses, 8 x :ng water vessels, yard-
sticks, Rand suction pumps, cardboard, baby hottles, candles, boiled
eggs, glass jars, and matches.

The trainees participated enthusiastically in conducting these
experiments, They also studied the weather, how clouds are formed
and the names of different formations. They used instruments

(thermometer, barometer) to measure temperature and humidity in the
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air.

The trainees who passed the General Educational Development

Test atiributed their success in 1arge measure to these related activity

classes.

General Educational Development Test of High School Equivalency.

[

An important by-product of the 1966-1967 MDT Experimental
and Demonstration Project at Tuskegee Institute was the receipt of
High Schiool Equivalency certificates by 19 of the trainees who passed

the General Educational Development Tesl, As indicated in Table XXIII,

19 of the 45 who took the test passed it,
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TABLE XXIII

SUMMARY OF PERFORMANCE OF MDT TRAINEE'S ON THE
GENERAL EDUCATIONAL DEVELOPMENT TEST
OF HIGH SCHOOL EQUIVALENCY

Training No. No, Passed No, Passed Total No. Percent

Area Tested in Group in Group Passed Awarded
AN HAAY Certificates

Brickmasonry 10 3 0 3 7
Carpentry 5 3 0 3 7
Meat
Processing 13 4 2 6 13
Nurse Aides 16 2 k) i 16

TOTALS 44 12 7 19 43

This seems to be a tribute to all phases of the program--basic
education, counseling, and training in the technical skills, because the

efforts expended were coordinated so that one area of activity undergirded

the other for the ultimate benefit of the trainees.
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CHAPTER IV
TRAINING IN TECHNICAL SKILLS

One of the primary goals of the Experimental and Demonstration
Projeci‘; for Rural Workers at Tuskegee Institute (1866-1967) was to
prepare disadvantaged adults for gainful employment, Therefore, the
technical skill training phase of the project was of utmost importance
to i:he; success of the endeavor,

The outstanding features of each of the areas .of. training--brick-

masonry, carpentry, meat processing and nurse aide will be explored

separately in this section of the report,

Brickmasonry

The general goal of the instruction in brickmasonry was to pro-
vide training to selected individuals from disadvantaged circumstances
so that they could become proficient enough in the skill to enter the job
market at the entry level for the occupation.

The specific objectives of the instruction in brickmasonry were:

1, To determine through experimentation the most advantageous
techniques to.use in training bricklayex(s).

2. To develop on the part of these trainees:

a. Basic skills, knowledge and personality factors
necessary to become a bricklayer at the entry level.
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b. Manipulative skills and the necessary related -
technical information pertaining to the:

(1) use, value, and care of tools and equlpment
used by the bricklayer.

(2) construction of masonry walls, chimneys,
_partitions, piers, arches, fireplaces and-
smokestacks.

C. A new appreciation, understanding and desire to
improve the role he plays in his present com-
munity or his future place of residence.

To familiarize trainees with some of the technidues and
materials that have been recently developed by or for the

“masonry construction industry. Emphasis is given to the

use of the common American bond,

To create on the part of trainees a new insight and a desire
to foster or advocate:

a. On and of:f-the- job personal safety and hygiene
practices,

b. Sound labor - management relationships.

At the baginning of the program, all trainees in brickmasonry

gained basic experiences for the occupation by learning the names of

tools, their value, use, and care, Manipulative and related lessons

in theory were concerned with reading blueprints, making working

drawings, mixing mortar, and laying bricks and concrete blocks to a

straight line, As their skills developed, the more advanced trainees

were sent out on "live" jobs at the discretion of the instructor.

Eventually, all trainees were given the opportunity to gain experience

outside the shop.
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In order to bnild self-confidence in the trainees, small groups

were formed with one of the trainees serving as a leader, Over a

period of time, the position was rotated., This proved to be an

affective method because in some cases, the less advanced trainees

seemed to learn mora rapidly when ke'ng agsisted by a classmate.

Some of the "live" jobs in brickmagonry have included:

1,

Constructing a brick vencer wall along the side of a
tuilding on the campus; this job sifered valuable
training for doing recidential and commercial building.
Fepairing a housa that required building concrate block
steps, concrate block pillars, brick columns with con-
crate caps, closing fire places, and pouring and finish-
ing a concrete porch,

Laying out and building a slructural tile equipment house
on the college farm. ’

Working with Peace Corps trainces who were building
tamporary and permanent steneturas as part of their
training ascignments for serviee in underdevelioped
countries.

Conslrueting cdnerete block walls on the lower floor of .
the collega power plant which was being ranovataed to
housa a radiation laboratory.

Building a manhole with bricks and concrete blocks,
Congtructing a ceven-room concrete block hous ; staking

it off, settingy the batter boards, digying the footing,
pouring the concrate footing, and laying the blocks.
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8. Building two brick columns 32" x 32" x &' with concrete
caps.

9. Building a concrete block morgue for the John A. Andrew
Hospital.

10, Building ornamental panels - basket weave pattern,
diagonal backet weave pattern, diagonal common bond
diamond pattern unit, herringbone pattern, and cutting
miter blocks.

Although the trainees in brickmagonry were exposed to a variety
of experiences throughout the training period, near the completion of
the program, the instructor raturned to the basics of bricklaying.
Emphasis was placed on laying bricks to a line, laying concrete blocks
to a line, and building corners. Past expariences had taught that these

were the types of jobs that the trainees would likely be required to do

when placed in a commercial employment situation,

Carpentry

As in the other technical ckills areas, in the early stages of
the program the activities in carpentry were focused on orienting
the trainees to the various phases of the field, and on developing a
sense of pride in the cs;re and use of tools. During this early, period,
they were also exposed to the basic clements of blueprint reading,
making working drawings, and laying out, |

The specific objectives of the training program in carpentry

were to:
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1, Datermine through experimentation the most advantageous
techniques to use in the training of carpenters.
2. Davelop on the part of these trainees:

a. Basic skills, knowledge and personality factors
necessary to become a carpenter at the entry lgvel.

b. Manipulative gkills and the necessary related
technical information pertaining to the:

(1) use, value, and care of tools and equipment
usad by the carpenter.

(2) methods and types of framing and finishing
employed in house and other frame construc-
tion.

C. A new appreciation, understanding and desire to
improve the rcle he plays in his present community
or his future place of residence.

|
!

3. Familiarize trainees with come of the recent techniques
and materials that have been developzad by or for this
industry, Emphasis was given to low-cost houses and
pre-fabricated wood components.

k 4, Create on the part of trainees a new practical insight
} and a desire to foster or advocate:
r
|
|

a. On and off-the-job personal safety and hygicene
rules and requlations.

b. Sound labor - management relationships.
i' Efforts were made to locate as many "live" jobs as possible to
supplement those through which experiences were gained in the shop.
They were found on the campus and in the nearby community. These
jobs helped the trainees to learn skills in cutting rafters, sills, leaders,

sub-floors, soles, studs, ledgers, bridging, subsills, partition plates,
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and ridges.

Sorme of the projects which provided enriching experiences

were:

1. Building two types of calf feeders from blueprints,
2.  Renovating a farm dwelling in the community.

3. Building forms for the footing, foundation, and slab-
at-grade for a building at the Peace Corps training N
camp. At the same location, a chower had forms
set for its enlargement; it was framed and its roof
was constructed. ’ )

4, Trimming and hanging a door in the Farm Mechanization
Building,

0. Sotting door frames for masonry walls at the campus
cannery and on the Institute's farm.

8. Renovating a section of the campus greenhougze., This
work consisted of framing, hanging sheetrock, setting
& door jamb, trimming, hanging doors, and taping the
sheetrock.

T Constructing a divider for one of the rooms in the Farm
Mechanization Building.

8. Running a planche for a cornice at a trainee's house which
was being renovated as a project. This experience
exposed the trainees to different parts of the cornice, such
as the faseia, frieze, lookout, drip, bed moulding, and
crown moulding.

9. Completing construction of a full-size model house on the
caupus. This involved interior and exterior work with

a variety of building materials. This house was prepared
for brick veneering,
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10.  Working cooperatively with the brickmasons in
constructing a seven-room house oif the campus, This
project was nearly completed at the conclusion of train-
ing.

Throughout most of the project, the emphasis in ckill training
had been on acecuracy. However, many of the trainees lacked the
necessary speed to complete with journeymen carpenters. A shift in
emphasis brought satisfying results, It was demonstrated that the
maj ority of the trainees could work rapidly with accuracy. Further-

more, the confidence that the trainees had in themselves was increased

considerably.

Meat Processing

Early in the program, the meat processors exhibitcdy an eager-
ness to learn the technical ckills necescary to become first-rate meat
cutters. They showed little interest in the basic education classes.
This attitude was soon to change, however, when they discovered that .
without the hasic skills they wonld be geriously handicapped in occupa-
tion for which they were preparing. Whan they encountered the
challenge of reading and following directions for cutting meat, ‘they
realized that the learning ‘of English was pertinent to their training.
The need for mathematics was clear when the trainees attempted to

read scales, thermometers, to keep simple records, and to analyze

those records.
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The initial experiences for the meat processors included
identifying cuts of meat through pictures and handling meat, identifi-
cation of meat cutting tools and equipment, and their care and use.

The objectives of the program were to:.

1, Determine through experimentation the most advantageous
techniques to use in training meat processors.

2. Develop on the part of these trainees:
. a, Basic gkills, knowledge and personality factors
necessary to become a meat cutter at the entry
level,

b. Manipulative skills and the necessary related
technical information pertaining to:

(1)  the claughtering, processing and marketing
of meats (beef, lamb, poultry and seafoods).

(2) the processing of eggs.

(3) the use, vaiue, and care of tools and equip-
ment used by meat cutters.

C. A new appreciation, understanding and desire to
improve the role he plays in his present community
or his future place of rasidence.

3. TFamiliarize trainees with some of the techniques and
materials that have been recently daveloped by or for
this industry. Emphasis given to health requirements
(plant sanitation and personal hygiene).

4, Create on the part of trainees a new insight into, and a
desire to foster or advocate sound and acceptable princi-
ples of:

Qe Plant management procedures.




(1) labor - management relationships,

(2) product flow
(3) cost - price relationship.

Marketing procedures (quality production) - Products
meeting "Selling-Appeal” of the various customers,

Human relations principles.

(1) personal appearance.
(2) everyday manners.
(3) correct language.

The means by which efforts were made to accomplish the above

objectives wers mainly through lectures, demonstrations, audio-
visual media, and practical expariences on the part of the tra‘inees.

In order for them to have a full appreciation of what is involved
in the entire procedure of preparing me it for the consumer, the
trainees were given experience in slaughtering of stock, dehairing,
eviscerating, cutting meat into consumable portions, and wrapping it.-
Where appropriate, instruction on the seasoning and curing of meats
was given.

As a group, the trainees in meat processing were younrjer, and
had attained higher educaitional levels than those in the other three
areas. A higher percentage of them passed the GED test. These
qualities were quite necessary because many retail chain stores would

not employ a parson as a meat cutter unless he had earned a high school
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diploma or its equivalency. Some personnel managers would not con-
_ sider a person with the equivalency certificate for employment,

As a result of the thorough training program in meat processing,

the follow-up study indicated that many of the graduates were raaking
excellent progress on their respective jobs. A full report on graduates

f all areas will be included in Chapter VII.

Nurse Aide

The training in nurse aide was not as extensive as it was in the

other three areas due to the fact that the length of the program was of

only six months duration for cach of the two section-~-"A" and "AA",

It must be pointed out, howe;rer, that this was sufficient training time

for this occupation. Although the two groups had different instructors,
the instructional patterns followed the same general sequence,

After a period of orientation to the occupation of nurse aides, the
trainees were exposed to practical experiences which included the
following:

1. ‘Taking the temperature, pulse and respiration.

s Taking blood pressure.

3. Daily care of the patients.

4, Care of equipment,

De Making of beds.

6. Emergency care of patients.
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The specific objectives of the program were to:

1, Determine, through experimentation, the most advan-
tageons techniques to ugse in training nurse aides.

2, Prepare the candidate to work in hospitals with patients
under supervision.

3.  Assist the trainee in understanding the principles
underlying nursing care so that she may identify those
problems common to patients,

4, Assist the trainee in giving safe patient care through
the application and use of these principles.

D, Help the trainee develop the ability to communicate with
Jpatients and personnel.

Nurse aide training was a new MDT offering for the project at
Tuskegee Institute, Therefore, some problems that were not prevalent
in the other areas were encountered in this one. The outstanding
difficulty was engagement of an instructor. Due to the limited number
of hours allotted for training, an instructor could be eriployed only on
a part-time basis--two hours per day. The first of trainees "A" was
fortunate to have had the same vocational instructor throughout the
six-month training period. " The second group "AA", however, had
three different instructors. Undersiandably, this situation was a'lmost
certain to have some adverse effect on the trainees. Regardless of
this fact, both groups seemed to have gained a degyree of proficiency
that has enabled the majority of them to render a high quality of service

in employment situations in which they werc placed.




CHAPTER V
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COUNSELING

FExperience in the first MDT experimental and demonstra-

i
!
U
i
!
{

tion project at Tuskegee Institute indicated the need for special

emphasis on counseling. In this project, counseling was given emphasis,
and the results as shown in the perfox:mance of the trainees, seem to
prove th.e value of intensive counseling, and suggest that an effective
training program and successiul job a;ij'ustment following training may

be helped by couﬁseling. A special monograph, The Tuskegee Handbhook

for Coungelors of Disadvantaged Adults, has been published, Our con-

clusion is "counseling makes a difference. " The report on counseling
given in the following pages, is crudely descriptive since the mono-
graph is available to persons who may have a special interest in

counseling.

Orientation

The effectiveness of counseling in a program for undercducated
and poverty-stricken adults begins with an intensive orientation of
teachers and other staff members, with particular attention being given
to their strengths and weaknesses. A staff recruited hastily for short-
term employment predictably will vary in temperament, philosophy,
and type or degree of training, Counselors may safely assume that

106
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: qther members of the staff have no professional training in counseling
processeé. This understandable assumption grows fx:om the newness
of the program, the many and varied activities required to implement
it, and the absence of a pool of professional workers to draw upon.
Counselors may make a second assumption, not so safe as the
firs‘; one, that the staff recruited is composed of conscientious persons,
Their aqademic credentials may meet high standards of teacher qualifi-
cation, and yet they may find teaching :a.dult trainees a haffling challenge.
Their humanitarian sympathies may be éntirely sincere, and yet they
may find rapport with the trainees elusive. Counselors must anticipate
problems the staff will encounter and help them in their efforts to cope.
In the orientation of a project staff, the fcllowing concerns must

be given attention:

1, A clear understanding of what the program is designed
to do,

2. What legislative and administrative provisions describe
and specify for its operation.

3. What the particular activity which they will be engaged

in undertakes within the confines prescribed in 1 and
2.

4, Precise spacification of the several job descriptions.

D, Lines of authority and channels of communication in
the project structure.

6. Complementary character of responsibilities and

interpersonal relationships necessary for the success
of the common cause.




7. Culture, psychological, and educational character-
istics of trainees. )

When staff members are recruited, they are interviewed; the

program is briefly described in general terms and any questions
posed by prc;'spe'ctive staff members are answered. Iowever, inter-
views and information do not constitute an orientation. Staff members
receive ideas and construct the program as they interpret and amplify
what has been told them., It is necessary to outline and present
specifications in some detail so that all members of the staff may share
the same concept of the program. However painstaking this may be, it
is worth the efforts to preclude later deviations and distortions,
However clearly purposes and objectives may be presented, it
is desirable to acquaint staff members with the policies established to
further the ends of the program., The agency, publié or private, that
provides funds for a program dozs so within a framework of policy. In
the case of projects financed by a public agency, lecaislative and
administrative guidelines exist which are binding on staff and trainees.
To prepare the members of the faculty and staff for the new
proegram, a two-week orientation program was conducted during the
first two weeks of its operation., In the first week's sessions, per-
sonnel managers, building contractors, trade union officials, and
resource persons irom Tuskegee Inutitute, the Alabama State Depart-

ment of Vocational Education, and the State Employment Service




discussaed their @bsmvations and offered information about their
i'egpective areas. The main purpose ‘was to provide the facuity with
new insights -into the areas of effective teaching methods, counseling
techniques, and basic employment practices, In addition to contri-
butions of resource persons, the total project was outlined to staif
mexnbers in terms of its objectives,. research design, and methods of
implementation. Some of the in:sighté provided by local and out-oi-
town coﬁtractors focused on the general needs in working with traineces,
to develop a sense of recponsibility, iflferests , and seli-confidence,
and to inerease motivation,

In the seeond phase of the faculty pre-planning activities,
lectures by spaeialists from Tuskegee Tnstitute at large and the MDT
ctaff were incgrpox:at@d to disecuss the following:

1. Prineiples of Education, Materials, and Diagnostic
Instruments

a. Prineiples of Teaching Adults
b. The Use and Cparation of Audio-Visual Aids
2.  Quidance and Counseling for the Disadvantaged Adult
3.  The Research Design
In a general meeting, during this second waek of faculty
orientation, the personnel digcussed each of the following:
1, Job Description

2. Schaeduling of Program Activities
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. Aftendance Keeping

. Evaluation Methods and Procedures .

3

4

8,  Outline for Writing Reports |

6.  Teaching Materials and Interrelated Methods
7. Disciplinars} Action (trainees)

8

. General Expactation of the Administrative Staff
(Director, Assistant Director, Director of
Research, Ceneral Education Coordinator, Coun-
selor Director, Technical Skills Coordinator)

A gpecific period durfng this orientation was devotad to a pre-

planning phase involving basic education, vocational education, and

counseling procedures with emphasis on the methods and techniques

to be used in relating the varioﬁs trade areas to basic education.

Specific time was allotted for individual as well as group planning,
The orientation peﬁod provided an opporiunity for the program

personnel to recelve pertinent, factual information and insightful pro- ) ;

vocative experiences which inspired increased enthusiasm and Zeal
for the job ahead.

A week of orientation for the trainees began at the end of the
orientation for staff with a variety of activities to acquaint traineces
with a new and unfamiliar environment,

An educational program for the disadvantaged, or any group for
that matter, requires in principle that the orientation of its staff and .

trainees be expiicit, that no person involved enter the program assuming
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that he "understands what it is about, "' or qlibly statmg that "This
is what I thour~ht, ' Too many well-intended efiorts have foundered
on these two ready and ill-designed assumptions of knowledge and

understanding.

Group Counseling

Basic Considerations. From the intake interview and diag-

nostic tests, it was considered unlikely that a program of individual
counseling could be immediately effective. In the rural and small

town communities from which the trainees came, the neighborhood

was the world, In such a small world pzople "know about" a person
and what they don't know they don't ask. Asking in such a so¢ial situ-
ation constitutes hoth "prying" and a futile exercise. This cultural
characteristic was promptly emphasized by the trainees in expressions
of resentment against tests and questionnazires, and the frustrating
silences and evasive statements left no doubt as to the futility.

There were other deterrents to immediately successiful group
counseling, For examfale, it was soon evident that teachers and
cou 'selors would have to.learn the vernacular of trainees beiore the
trainees would try to communicate with staff. Again, as important

to communication as using a common vernacular was the need to guard

against the appearance of talking down to trainees. Whatever skills “
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: g,nd knowledge the staff might have, trainees were sensitive a.boué any
behavior they interpreted as treating them like children or iolals. They
had an expression for this behavior-~"She don't treat you like you
grown., She talk to you like you hig-size but don't know nothing. *

The first challenge to the counseling staff was to answer the un-
spolf;en questions the trainces were as}«:ing. Their enrollment in the
pm:sgram; suggested basic interests and in the initial stages group coun-
seling was addressed to these. Groupacounseling sessions were planned
for hoth the trainees and the counselor t'o discuss, explore, learn and
exchange ideas pertinent to the trainees' personal, social, and voca-
tional interests, Effort was made to maintain flexibility and to have
thece sessions serve as a sounding board for group concerns and group
problems, Morééver, the sessions were used to answer questions that
the tralnces wanted answered; they were not limited to just what the
counselor wanted them to hear, It was often necessary Lo alter} plans
and listen to current concerns of trainees before ini.oducing new ideas
and concepts to the group., From past expercience , it has been learned
that adults are not as receptive to change and new ideas as a less
oxperienced population. They must first recognize a need for change
and relate their need to their own particular situation.

Considerable effort was extended to create for the small group

session a completely different climate from the structured classroom

environment.

L]
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Group counseling was devoted to helping trainees learn through

interaction with two main general objectives:

1.  Assisting the trainees in developing attitudes, habits,
standards, and values suitable to life's activities
and to occupational success.

2. Aiding trainees in making Elesirable, thorough and
necessary decisions that will facilitate wholesome
adjustment in a social world.

Group sessions were semistructured for informal discussions

to gather educational, occupational, and personal-social information. .

Through participation and interaction in the sessions, frainees were
able to detect some of their problems and .o try to solve them, Group
counseling then, provided an explicit kind of learning during the pro-
gram., |

Vocational discussions were related taqtraining in the voeational
skills, and trainees provided built-in reinforcements by contributing to
the discussions in counseling sessions and in gkills classes,

The phase of job study entailed exploration {rom three faéets,
secking th.e job, getting the job, and holding the job. Each facet was
approached in a manner providing for modification according to the
needs of the trainees.

It was essential for every traince to know how to seek jobs.
Rasically, the beginning was to seck jobs each person knew he could

do, seek jobs that each person really wanted to do, and meet require-

ments for jobs sought.
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Procedures to follow in seeking jobs were emphasized, Classi-
fied ads, Chamber of Commerce listings, the yellow p'ages of the'
telephone directory, placement agencies, friends, and family mem-
bers were the chief sources of information é.bout jobs: During group

practice sessions, the trainees mads wide use of classified ads and

telephone directories,

Applying for a job in writing was studied at length., Two types

of applications were uced, the formal application and the personal
history or resume. Emphasis was placed upon neatness, complete~ ’
ness, and accuracy of the information as the three characteristics of

]

a good application.

Significant topics in the study of jobs were the appointment and
the interview. The group carried out exercises in making appointments
by telephone and requesting interviews, The technique of role playing
enhanced the traineces' conseiousness of good word usage, skille:d and
pleasing intonation, and clarity of enunciation as important factors in '
securing jobs,

Counseling sessions stressed the persgonal interview thrgugh role
playing which brought in all the foregoing skills, Othar factors
highlighted as important in selling the self to prospective employers
were punctuality, going alone for the interview, good manncrs, self-

confidence, and easy but dignified posture. Trainees became aware of
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what employers look for in gpplicants for jobs, what makes a succesgs-
ful employee, and how one's first impression upon an émployer can
attitudinize the job. FEach trainee listened to his tape-recorded practice
interviews to learn how to examine weaknesses for himself.

Holding the job was viviiied with the trainees by étressing
punctuality and respecting rest breaks, coffee breaks, and sick leave.
Other factors in holding a job were reflected by group members; these
included doing the job well, taking pride in the job, .and being courteous

at all times.

It wae ezplained to the trainees that some of the reasons people

1ail to get jobe were negative attitudes, poor appearance, unrealistic
wage demands, lack of training, poor reputations, and lack of sincerity
on the job.

Reagsons for failure to hold jobs were enumerated as poor attitude,
inability to perform job, unwillingness to do the job, inability to take
criticism, being a "know-all, " poor appearance, and inability t'o get
along with fellow employees.

TFurther study and looking to the future while working were con-
sidered worthy of exploration. Ways of doing so were descril:;ed as
working diligently to meet objectives of the employing firm, working
cooperatively, reading books, magazines, trade journals, and observing

a3 much as possible. Enrolling in formal training during non-~working




116

hours was stressed as a highly acceptable idea.

Trainees were briefed on compensat%on laws and labor laws
at the very end of this unit exploration, Mangr group activities of
role playing, application filling, self-recording, and emphasizing
significant occupatio*iai, educational, and personal-social informa-
tion, brought out in each trainee strengths that had been literally un-
known and untapped.

Self and the Social Situation. The second general objective of

group counseling was to aid and guide the trainees in making de-
sirable and necessary decisions that would facilitate a satisfying
adjustment in a social world. .

The”training experienc'e Wés recognized as contributing more
to the lives of the trainees than the mere acciuisition of a new voca-
'tional skill. Several likelihoods accompanied the anticipated new job:
being accepted as a person, playing a new role in relation to fe}low
workers and employers, adapting oneself to new neighbors and a
strange community. Questions the trainees needed to ask and answer
for themselves in this context were: "What behavior, conduct ar'1d
social skills will be necessary equipment for me?" "What kind of
neighbor and citizen must I aspire to be?"

Realizing the necessity for one to be able to get along with

others in the world of work and understanding one's self were most

important.




The study of "Understanding the Self" was carried out during
a period of three and one-half months, beginning in Se.ptember al:ld
ending in December. Each session was one hour per week. The
topic was introduced by the counselor's expianation of its significance.
Other means of exploring the topic were through group éiiscussions )
selected pr‘inted material, film and graphic material. Social topics.
dealt with human relations and relationships on the job.

Self-improvement, or attifudinal change, is a major objective

of group counseling. The trainee was exposed to various learning
situations and with some he could identify in terms of his own problems.
He was encouraged to explore "self" and to learn his likes, dislikes,
strengths, weaknesses, needs, desires, interests, abilities, and
personalities. Further, he was encouraged to analyze his self-image,
feelings toward others, ideals and goals. Much of this was in group
counseling as he participated in the various discussions. Such instru-
ments as tests, sociometric studies, and individual counseling
indentified much of the information concerning the trainees; yet group
counseling provide'd an excellent opportunity to observe a man or

woman in group activity. .

Taechniques and Procedures

The film series, the forum series, small group discussions,

and the trainee association were all subsumed under the heading,
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group counseling. These sessions, although each varied in scope, had

common objectives. Group counseling afforded opportunity for the
trainees to assemble en masse and to participate in activities as
members of the group.

The forum and film series were structured settings in which
topi¢s were introduced for group dis;ussion purposes through resource
speakeré and visual aids. The traineé association, frequently called
the studént government, remained semi-structured, providing the
members with opportunities for group .iriteraction or for the exchange
of ideas, to function holistically for the purpose of organizing and
operating to achieve common goals.

The forum presented specialists to discuss health or personal
hygiene, social skﬁls, clvic competence, economics, family relations
and philosophy. Group intsraction resulted after presentations when
questions of a general or specific nature were posed by various members
of the trainee body.

The film series, a counterpart to the gfoup counseling sessions,
served as an effective means of introducing personal-social problems
for discussion. This session provided an opportunity for the trainees,

through the use of film, to explore various topics--family relations,

~character development, financial management, community responsi-

bilities, employment practices, responsibilities of parenthood, human ’
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relations and future planning. ’

To determine the specific information trainees wanted to have,
inquiries were made of them and they were invited to ask questions
on forms provided, Self-identification by qﬁestioners, was opti;anal in
all cases. It was found that there was much greater interest in the
forum Ziscussions when the forum speakers addressed themselves to
questions the trainees had asked them to talk about.

The Film Series*, Before each film, in order to stimulate

group thinking, as well as for purposes of clarification and compre-

hension, a brief preview of the {ilm topic was presented by a.counselor.

After the showing, general discussion took place among the group with
a counselor as leader. Some were in agreement with the film situation
and others in complete disagreement, Usually the same individuals
responded to the various films chown., Occasionally, the poorly
motivated trainees were sufficiently stimulated to the point of reacting
to a specific film situation., The films that were apparently more '
meaningful and provocative were those that focused on the job or on the
family, It was observed that the trainces were able to more readily

relate these to their own situations or experiences.

*See Appendix for list of films.
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Group coungeling may have two major purposes: (1) the dis-
pensation of information and (2) the axchange of ideas i;hrolzgh dis:-
cuseion of problems. From these dizcussion sessions, individuals
may have found identification with specific concerns and obtained
the full realization that theirs was a mutual problem and not a unique
one. To hear discussions by their peers had great impact upon them,
for they realized that they were not ag different from others as they
had thought.

In many instances, unless dispensing information, the counselor
assumed a minor role. Occasionally, it was necessary to clarify
misconceptions or to assist various group members to hecome aware
of the priority of concern so that they could return to the topic. At
the cloge of the discussion cessions, the counselor summarized all that
transpired.

The counselor must be cautious never to place reticient ir%divid-
uals in the spotlight. Instead, he must attempt to create an atmosphel:e
of warmth, friendliness, and acceptance g9 that all trainees will feel
free to verbalize their féclings. Eventually, many of the earli‘er
reluctant parsons will develop sufficient confidance to aclively participate,
although on a lesser scale than their more aggressive peers. The more

verbal trainees talked freely, exchanging ideas, recalling experiences.

The less aggressive but responsive parsons usually nodded their heads
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in congent or agreement as they displayed a supportive role.

On cccasions, some sessions were deliberately left unstruc-
tured for the encouragement of free expression of concerns, Dis-
cussions might range from dissatisfaction with specific program
policies to varied class;:'oom displeasures, These discussions pro-
sided an excellent opportunity to release pent-up hostilities., During
the sessions, the counselor assisted in clarifying rmisunderstanding

or misinterpretations, At other periods, various members of the

group helped in clarifying situations, offering their points of view.
Those trainces possessing more positive and mature attitudes con-
tributed greatly during these sessions, Negative attitudes were fre-
quently rejected by the group'f This was observed more near the close

of the program than in the beginning sessions.

Individual Counseling

Individual counseling stemmed from group counseling with the
participants in the project. Each trainee who sought assistance wanted
it then, not later. Trainees did not demand formalized settings ::Eor
individual counseling. They were not particularly acclimated to formal
office settings; therefore, a place that was private and convenient served
as a conference area. Sometimes an out-of-doors setting, a classroom,
and even the counselor's car might serve for a conference. Privacy '

and the time the trainee nceded a counseling session were the elements

L




masas iz
seraiag AR AP s I e E AR R 2 W '

122

. of primary importance which induced trainees to share confidences and

ceck assistance in the solution of problems.

Trainees sought social, occupational, and educational informa-
tioﬁ. The more personal concerns were physical ailments, marital
difficulties, parent-child relationships, and financial complexities.

U Those who sought the counselor’.ts assistance voluntarily were
expressiye and concerned about their adjustment and the effect their
adjustment had upon their work in scho:'::l. Monumental problems
dwindled when tt}e trainee discovered so}neone with a listening ear who
would guide his thinking-out the solution of problems.

Establishing a one-to-one relationship with the adult trainee is
not a spontaneous reaction. A meaningful counselor~trainee relation-
ship usually develbps slowly. In some cases, the relationship may
require several wecks to develop and in other cases several mo. s.

The adult trainee frequently appears to have an innate suspicion
of the counselor or what the counselor represents. This attitude may
serve as a temporary deterrent to establishing a rzlationship based
on mutual trust and respect. Therefore, the relaticnship should not
be coerced by the counselor because the trainee may interpret the
interest shown as too patronizing or condescending.

The initial contact with the trainee is often the most important

one because it helps sek the tone for the type of relationship to exist

between counselor and trainee. Tor this initial ceontact, the counselor
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must be adept in expressing a sirple, clear, easily understood mean-
ing to the trainee and yet he must be careful not to crea:te a pater,ﬁal-
istic relationship which may be resented by the adult trainee.

Four methods ur techniques used in co:unseling with the trainees
appeared to help establish rapport: (1) allowing the relaﬁonship to
develop naturally, (2) a;:ceptance y (3) using the group approach to
identify individual problems and (4) ﬂexi‘bility in the counseling service,

During the period between the two required conferences, the
trainees were encouraged to take advantage of the individual counselixfg
services, However, it became apparent that some of the trainees had
more need for thace services than others. Many of the trainees were
able to adjust successfully to the training and appeared to be capable of
handling their individual problems satisfactorily. Consequently, the %
counseling staff was c~reful not to force this service on any trainee that 4
had made an adequate adjustment to the program. Usually, thisi
particular group would refer themselves for counseling if there was a .
need. In other cases, it was necessary to request a conference with
trainees when they needed special help in areas such as persoqal
hygiene, attendance, attitude, and taking care of their financial
obligations, It was the counselor's responsibility to be able to dis-
tinquish between the types of neads of trainees, and to give priority to

those who apparently had more serious needs than others.

The small group counseling sessions also provided another
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opportunity for establishing rapport with the trainees, The use of
group approach to identify individual problems appcared to motivate
the trainees inte a new awareness of themselves, They hecame

mor: respor~it 3 and appeared to release some .. their inhibitions
concerning the - relatiéns with the counselor. Frequently, after a
group sessior was terminated, a ‘rainee would ask the counselor to
remain to talk with him about a persbnal problem. The celf-referrals
of this nature hecame more numcrous as the program progressed,

In addition,. this type of counselor-traince interactionprovided an
opportunity for the counselor to suggest the advisahility of a follow-up
conference. Most of the trainees were receptive to the suggestion of
a follow-up conference and v}ere conscientious about keeping their
appointments.

Individual confere{lces with some of the mature trainees proved
often to be a valuable exparience for the counselor., It is very easy
for the counselor to interpret limited colf-expressions for lack of
understanding., In many cases, the experiences that the trainees had
prior to entering the program had enriched their understanding c;f life,
even though they could not always comiunicate this impression, The
counselor had to be constantly alert for key words and colloquial

expressions in the trainces' conversations that would help to encourage

-

self-expression. Repeating the key word or colloguialism that the




trainee had used often encouraged him to claborate on the subject
. and accept the counselor ag someore who understood what he was
talking about., Needless to say, | slaboration of the subject helped
the counselor to gain insight into what the trainee was trying to
communicate. Wheﬁe\{;er it was possible to establish a working
dialogue hetween counselor and trainee, the trainee was ready to begin
thinking through his problems and with some guidance from the coun-
selor, work out possible solutions.

Less articulate trainees requested individual se .sions. Asking
for a conference indicated that each one felt he could not cope with
his problems alone. Altheugh the individual knew he had a problem
and wanted help, stating his ’r::oblem becameﬁ a matter of grave con-
cern. Therefore, each question from the counselor was structured
so that the trainee had to talk to express his views. As a result, after
one or two questions, the trainec would relax and continue to talk about
nis area of concern. Termination of an individual counseli: J session

was usually made by the traince who requested it.

Facing the Problems of Individuals

From time to time, counselors found it necessary to discués

with both the technical skills instructors and basic skills instructors

“information about trainees and difficulties, or problems, they were “




126

encountering, In fact, on occasions, it was cven nec&.s.aary to discu"s
with the project director specific problems concerning trainee adjust-
ment, progress, morale or sther problems that warranted his attention.
It was important that program policies or specific regulations be
clarified. When on a few occasions, there was general dissension or
minor discord dus to lack of comprehension or clarification, this was
comzﬁuﬁicated'to the program director who in turn was in position to
provide clarification, His ramarks {0 the trainee hcdy helped to
answer basic questions and raise group morale. Once any disturbanc.es

were observed, action was immediately taken, It was necessary that

the counselor function in other areas outside of counseling on a few

oceasions due to the fact that the morale cf the men and womeh with

whom one works is of supreme importance--lowered morale may affect
| 8

L)

their total performance in any or all cegments of their training. Work-

ing with the trainees and leaders in their group activities, the coun-
selors were in a key position to observe and to learn about discontent,
faulty interpretations, and misconceptions that frecuently prevail with

persons of limited educational hackground,

For example, when-the trainees' transportation allowance had
been reduced, there was considerable discontent among those affected.
A request was made to the program director for special assistance

in clearing up this situation, and he dealt with the problem to the
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. trainees' satisfaction. . Trainses were permitted to submit their

grievances to the program officials who investigated and settled

them through correspondence.

The counselors and members of the staff exchanged insights

on such trainee problems as chronic absenteeism, maladjustment,

excéssive talking, negative attitude toward instructors or skiils )

excessive teasing of fellow trainees, leaving class unofficially,

refusal to perform class assignment, financial difficulties. Through
these informal communicaiive periods, counselors became aware

of various problem areas that were general in nature or peculiar to

specific trainees. These gencral problems wer? brought to the group
counseling discussions and were discussed from various points of
view or frames cf reference. Specific problems were reviewed in
individual counseling sessions with those persons concerned.

Whenever referrals were made to counselors, they responded
by making a counseling appointment with then trainee in question;

difficulties were then discussed and alternatives explored. At other

periods, informal conferznces were held for purposes of discussing
trainee difficulties and progress. Instructors' observations, to-

gether with counselors' insights, helped in clarifying some p.oblem

situations.

Frequently, counselors were in a position to explain specific
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reasons for basic attitudes or behavior exhibited by trainees.
Fackground data and verbalized feelings made this pc;ssible.

A trainee who had been absent quite frequently because of
illﬁess became apprehensive and worried about his being away from
the program and the effect of his absence npon his classes, Aiter
conferring with staff members, the cc?unselor was able to allay his
fears. ’

Another trainee had difficulty in'arriving to class on time, It ‘|
wags revealed through a counseling session that he had-tremendous
responeibilities é.t home because of the absence of his wife, There
were small children to be cared for. This information shed more
light on the cause of his excessive tardiness.

On another foccasion, a traines in one of the building trade
areas saw little practical value in a class assignment and refused to
do the work. He was referred for counseling, This very subject
was brought into one of the group counseling sessions. The trainees
were discussing various aspects of their training and how each would
contribute to effective performance on the job. A trainee discussed
the merits of knowing how to read blueprints. The trainee who re-
fused to do this very assignment (dréwing blueprints) aired his

grievances., His fellow trainees had answers for him from all sides.

He alone had the opposing viewpoint. Other trainees indicated they




had gained considerable knowledge from having had to draw blue-
prints even though it was a long and tedious task. The counselors ,
in introducing this spacific topic for discussion, hoped that the dis-
cussion would follow the course that it took,

In a subsequent interview, it was found that the discussion by
his peers considerably altered the trainee's attitude toward the

assignment, He obtained a special pa.d on which he completed his

assignment,

Referrals were made by teachers in a few cases.-when trainees

had been late for class, In these cases , relationships of class tardi-

ness and work tardiness were pointed up and were readily under-
stood by the trainees. After a conference concerning tardiness,
trainees had no difficulty in being punctual fm:: other engagements for
which they were responsible.

Trainees, in some cases, were referred to agencies in thg area.
Where a trainee needed medical assistance for himself beyond that -
provided by the Student Health Service at John A. Andrew Hospital on
Tuskegee Institute's campus, or for some member of his family, |
referral was made to the Vocational Rehabilitation representative by
the director of social services. Referrals were made to the same
agency for the trainees found to have vision difficulties. Those who

lacked the necessary funds were assisted by this agency in securing

necessary vision corrections.
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Cuidance

Tn the last three months of the project, the counselors found
themselves more effective in dealing with individual concerns.
Several things had happer;ed in the previous nine months; con-
fidence and rapport had been established; test results were available;
teachers and counselors had come to know the trainees as persons;
the trainees themselves had become a group rather than an assera-
blage of anonymous individu.als; and trainees, teachers, and coun-
selors "undérstood" each and all, Changes in behaviox" were noted;
for example, a trainee who rated low on the literacy test and was

apathetic at the onset of training, passed the High School Equivalency

‘Test; a "had actor" at the beginning of training, he had bacome
cooperative, and vocally expressed ambition for himself and his
children,

The counseling staff undertook a sociometric description of
trainaes in the tenth month of training., As designed, the trainces made
appraisals of each other in terms of vocational competence, personal
appreciation, and social acceptance. The ratings were made on a four
point scale - stars, highly acceptable, acceptable, and izolates. This
peer group appraisal gave counselors information to use in sending
trainees out to jobs. Peer group ratings are important in that they

show how a trainee stands in various categories in the estimation of
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other trainses. These ratings may predict to even a greater degree
. than teacher evaluations how successiul the trainee will be in the job
situation.

The next chapter is concerned with a leadership development
experiment, which invoived the families of srlected traineces; and some

of the business and civic leaders in their communities,




CHAPIER VI
COMMUNITY INVOLVEMENT EXPERIMENT
The objectives of the community experimental program were:

(1) to determine what characteristics cf the trainees were associated

vith success in training; (2) to determine if the community involvement

of the trainees showed a reflection on their interest, performance, and
attendance in training; (3) f:O compare the trainecs to the experimental |
group with thoze of the control group; and (4) to deterfnine what other
variables relevant to community involvement are related to success in
training. |
From these objectives, the following hypotheses were set forth:
1. Community support is related to success in training.

2. The motivation of the trainees by their wives or familics
is related to success in training.

3. Giving the trainecs leadership roles in their communities
where they can he observed by their families and the com-~
munity as a whole will serve as a molivalion to the subjects
in training.

At the outset, a questicinaire (see Appendiz) was designed for the

purpose of obtaining information relevant to the community involvement

of the trainees. The information secured from this questionnaire along

with that obtained from records on file served as the instrument by which




to determine whether or not the trainces met the selection criteria.

‘ After the trainees were screcned for use as the experimental group, an
interview schedule (seec Appendiz) was designed so that information could
be secured from their wives pertaining to the community involverpent of
the family and their attitudes toward their spouses' training,

The total number of trainees enrolled in the Experimental and
Demonstration program represented 20 Alabama counties; however,
only those trainees from Bullock and Elmore Counties were used as the
population from which the participants of the community experimental
program were selected. This action was taken because a larger number
of trainees were concentrated in these counties than in any other one or
two counties, and because more homogeneity existed among these pecple
in terms of their community life and :fémily ciharacteristics.

Trainees included in the communily involvement experiment
werc married males with children attending either church or school in
the towns of Union Springs and Wetumpka. Married men were studied
rather than single men because such men are usuclly considered to be
more stable members of the community. Those with children a‘téending
local churches and/or schools are rnore likely to be involved in com-

munity activities and are therefore capable of becoming community

leaders.

Of the 42 male trainees from Bullock and Elmore Counties, 26’,
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or 62 percent, raet the criteria for celection. These 20 trainees rep-
resented 29 percent of the total male participants in the project. Of
the 20 male trainecs from Rullock County, 17 or 57 percent met the
sclection eriteria and of the 12 male trainees from Elmore Comlty , hine
or 75 percent, met the sclection criteria. Twenty-one of 26 wives of
the trainees were personally interviewed at their respective homes.
These interviews were aimed at sccuring information relevant to the
community involvement of the family, determining whether the wives -
motivated or discouraged their hushands' training, and determining
how participation in the project by the houschold head affected the
family. Generally, the wives were very enthusiastic over their hus-
bands' training. Iourteen o% 21 of the wives (67 percent) reported that
they encouraged their husbands to enroll in tile project.

Refore the actual screening began, the entire trainee population,
hoth males and females, was given an orientation as to the general
design of the program, the selection criteria, and the things that would
be required of the participants. A chaii‘man for each of the two counties
involved was selected by the trainees of each of the two groups. 'Tl.me
roaction of the trainees to the idea of the experimental grogram was quite
favorable; however, in the time that followed, many of the trainees asked

questions concerning why there would be all male participants in the ex-

periment and why were trainees from counties other than Bullock and
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Elmore not chozen to Qa.rticipate. Although these questions weré answey-
23(1 during the orientation pericd, many trainees sought a moxie detailed
ezplanation later. TFurther information about the experiment was provid~
ed in follow-up meetings. Individual explanations were given to some
trainees who ceemed concerned about non-participation.

In 9rder to determine how representative the sample was of the
population, the mean, standard devia.t.ion, and range of the score of three
tests :Eoz.: both the sample and the population were computed. These tets

were the Jowa Tests of Basic Skills, the Revised Beta Examination, and

the Gray Oral Reading Test. Table XXIV shows the mean, standard devia-

tion, and range of each of the three sets of test scores for the sample

and the population. The mean score on the Jowa Tests of Rasic Skills
was 5.2 for the sé.mple and 5. 8 for the population. This was not a great
amount of difference; however, when applying the standard deviation of
both sets of scores on a frequency distribution curve, the scores for the
sample varied little from the mean while those for the population varied
widely. The scores for the sample ranged f:;'om approzximately two
standard deviations below the mean to two above the mean. The scores
for the population ranged beyond five standard deviations from the mean
in both directions. It was, therefore, concluded that much more varia-
tion existed among the scores of the population thandid among the scon::es
of the sample; however, there was little difference between the means of

the two groups.




TABLE XXIV

MEAN, STANDARD DEVIATION, AND RANGE OF THE SCORES
OF THREE TESTS FROM f}AMPLE AND POPULATION

Towa ’I‘est of Basic Revised Beta Gray Oral
Pkills Fxamination Reading Test

Sample Population Sample Population Sample Population

Mean 5.2 5.8 84.95 85.9 6.6 7.7 -

Standard . 1.2 .37 8.2 9.3 3.1 3.0
Deviation

Range 3.1-7.5 1.4-8.9 52-105 56-109 1.9~12.01,0-12.0

The mean score on the Reviscd Beta Examination for the sampie

and the population varied little, 84.5 and 85.9 respectively. This yield~
ed a difference between the means of the two groups of 1.43. The scores
ranged approximately tliree standard deviations from the mean in both
directions, below and above. This revealed that there was very little
difference in the performance on the test by the sample when compared
with the population.

The scores of the Gray Oral Reading Test for the sample and

-
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the population produced similar results. The difierence between the
_ means of the sample and population was 1.1, the mean score for the
sample being 6.6 and for the population 7.7. The scores for the sam-
ple ranged from 1.5 standard deviation below the mean to almost three
above the mean. The s&:ores for the population ranged from approxi-
mately 2.5 standard deviations helow the mean to almost two above the
mean.

The information from these three sets of test scores statistically
revealed that the sample was, generally, very representative of the pop-

ulation. It might be inferred here that the interest and performance and

attendance of the members of the sample or experimental group would
closely approximate that of tﬁe population. It might be added that even
though the sample was representative of the population as a whole, there

were individuals with outstanding records in both groups.

Planning of Activities

Basgically, the experimental design was centered around the com-~
munity involvement of the trainees in relation to their performanee in
training and their potential roles as community leaders. IFor these
reagons, a total of six cultural activities were planned for presentation
in the communities where the trainees lived. An additional six campus

activities wore planned by the use of Tuskegee Institute's Calendar of
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Events for the year. 'The trainces were given certain }eadership roles
of recponsibilities in presenting the community activities such as plan-
ning, publicizing the activities, and introducing them to the people of

the community. Although they had been given this regponsibility, the
trainees had little to do with the planning of the activitics cxcept those
that were presented at the Institute, and those that were voluntarily pre-
sented by different groups.

Transportation for the trainees and their families was provided
to and from the campus activities by the Central Transportation Depa;'t-
ment of Tuskegee Institute. All transportation costs were financed by
the project. The trainees used their own private transportation to travel
to and from the community activities which were held in the school audi-
toriums ol Carver High School in Union Springs, Bullock County, and Doby
High School in Wetumpka, Elmore County.

The school was chosen as a center for the community activities
because of its desirable location and its ties with the people, especially
those with school age children. The use of the school auditorium was
cleared through thé pz:ixicipals of the two schools involved. DPersonal
visits were made to each school by the research staff and follow~up let~
ters were mailed later. Some of the traineces also contacted the princi:-
pals of the schools to inquire about the use of the school as a center for

the community activity.

The same community activity was presented in each of the two
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communities. This called for two periormances of the same acliivity

. on different dates. The trainces from Bullock Counly took the respon-
sibilities of publicizing and intréducing the community activities to the
people, and the traineeg from Elmore County did likewise in presenting

theirs.

Activity Schedule

Talent Show. The G.Xperimental participants from Elmore County
presented their first community activity on November‘ll , 1966, in fhe
Doby High échool Avditorium, Wetwnpka, Alabama. Those from Bullock
County presented theirs on Noyember 17, 1966, in the Carver High School.
Auditorium, Union Springs, Alabama. It was the consensus of both groups

of experimental participants to present a talent show as their initial com-

munity activity.

The plannirg and arrangements for the presentation of the activity
in both counties were partially undertaken and implemented by t:he trainees;
however, due to a time factor, a considerable amount of the planning was
assumed by the advisors of the ezperiment. The chairman of cach group
took the responsibility of preparing and delivering a short speech explain-
ing the purpose of the Experimental and Demonstration project and the
Community Experimental program. This was undertaken with a great’

amount of enthusiasm and seriousness by both chairmen; however, the

chairman of the Blmore County group necded less help in preparing his
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speech than the chairman of the Bullock County group.

Handbills, posters, and verbal invitations were uscd to advertise
the program. "The handbills were divided among the trainees for distri-
bution in their various communities.

The audience at the talent show was composed mostly of school
age children and rural adults. Five of the nine trainces of the Elmore
County group were present. Two chiidren and two wives of the trainees
were also present. The audience, as a whole, was very responsive to -
the program. Approximately 150 people attended the activity.

The trainees seemed very interested, and their participation was
good. They did everything they could to sece that the program was carried -
out properly. Iactors that l{egatively influenced attendance were:

1. The weather was inclement |

2. Many people had not concluded their work day

3. Many people had transportation ¢ifficultics

The talent show was presented again in Bullock County by the
experimental participants for that area. 'The audience was composed of
parents, children, and babies. Nine, or 53 percent, of the 17 tr.;n,inees of
the Bullock County group were present. Fifteen children and seven wives
of the trainees were present. The audience responded to the performance
with enthusiastic applause and was som~times digorderly and unrestrai;ned.

The Bullock County group was very poorly coordinated by its o

chairman, who showed little initiative. The program, however, scemed
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to have been well-advertised by the group. The interest of the group
was very high during the planning of the program, but when the time

carme for action or cooperation, there was little. At a follow~up meet-

ing, most of the trainees reported that they enjoyed the program very

much,

Campus Tour. The 1irst campus activity for the Bullock and

Elmore Counties experimental group was held on November 20, 19686.

. This was a tour of the Tuskegee Institute campus that terminated with

dinner in the cafeteria. The highlights of the tour were:

1. Booker T. Washington Monument

Do

. John A, Andrew Memorial Hospital
School of Veterinary Medicine

Russell Nursery School

The Oaks -~ formerly the home of Dr. Washington -

Carver Research Foundation

S L

. Tompkins Hall -~ Cafeteria

Several days prior to the tour a meeting was held to discuss the
plans for the tou:r.‘ Eaéh trainee who planned to participate signed his
name and indicated the number of persons from his family that would
attend. This was done to obtain an estimate of the amount of tran.apor-:
tation that would be needed. In addition, information was released as to

the time and place the transportation would be available to pick them ﬁp.

‘The necessary arrangements were made with Central Transportation and
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the Institute's cafeteria, Mimeographed copies of touring sites were
_ secured from the Institutional Development Office of Tuskegee Institute ’
to distribute to the trainees and their families.
Eleven of the 26 trainees were present along with nine wives and
16 children. Of the 17 trainees from Elmore County, six were present,
and of the nine trainees from Bullock County, five were present.
There was little interest and pé,rticipation by the group. The
trainees that were present at the tour reported in a follow-up meeting
that they enjoyed the tour.

Concert: Institute Choir. The second activity was held on

December 18, 1968. This was.a concert by the Institute choir. Prior

to the concért , & meeting was; hela with the participants of thé experi-
ment to discuss the time and place they were ’;o be picked up and to secure
the number of persons from each family that would attend. Some of the
trainees stated that they could not attend because of weekend commitments.
Transportation was arranged by the research advisors.

Thé trainees showed a high degree of interest, and their partici-
pation as a group was good. Eighteen, or 69 percent, of the 26 tr:ainees
attended the activity., Twenty-six children and 15 wives of the trainees
also attended the activity. Some of the traineesareported at a follow-up

meeting that they did not like the activity because they did not understand

all that went on.

A community activity was not held during the month of Decémber
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because of the small number of working days in that month and because
of the difficulty in finding sponsors to present a program.
Little Theatre Presentation. The presentation of the play

entitled "The Bald Soprano" by the Little Theatre group of Tuskegee

Tnstitutc was used as the community activity for the month of January
1987. The first presentation of the play was made on January 20 in
Elmore County and on January 21 in Bullock County. Mimeographed
leaflets were used to advertise the play in the varioiis communities.

In Elmore County, seven of the nine trainees attended the
activity. Three children and three wives of the trainees were also pres-
ent. The audience was composed mostly of school children and a few
adults. The audience was disorderly at times. Approximately 80 people
attended the activity.

At a follow-up meeting, most of the trainees reported that they
enjoyed the play, but did not understand it. All they knew was that it
was a very humorous play. ‘

In Bullock County, ten of the 17 trainees attended the activity.
Eighteen children and s.even wives of the trainees were also present.
The audience was composed mostly of adults from the rural areas and
a few children. Few, if any, of the people from the town or urban area

attended.

The performance received a warm and enthusiastic applause.

The trainees reported that they enjoyed the activity very much.
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Soldier Varicty Show. A Soldier Variety Show was pre»ented |
as the third campus activity on January 28, 1967. Sixteen, or 62 per- .
cent, of the 26 trainees were present. Twenty~-seven children and 13 |
wives of the trainees were @lso present. The trainees reported that
they and their families liked the activity very much.

" St. Louis Symphony Orchestr : The campus activity for the

month of February 1967, was the periormance by the St. Louis Symphony
Orchestra. This was the fourth campus activity of a series of siz.
Only cight of the 26 trainees were presént along with 11 children and
seven wives. Thé trainces seemed to have been interested in the idea
of attending o symphony; however, many were diseppointed after the
performance. They reported in a follow-up meeting that they did not
like the music and that it was boring.

Factors that influenced the attendance of the trainces ware:

1. Rainy weather

2. Late arrival of transportation

Afler the activity eaded, the *l:raineesc had to wait for approximately
two hours for the transportation to arrive. There were many expressions
of discouragement and anxiety by the trainces. They also made complaints
of the driving of the buses that carried them to and from the activities.
Questions were asked later about what would happen in the case of an acci-

dent and people were injured. As a result of this, the drivers of the buses

were cautioned about their driving.
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Dance Exhibition. A dance exhibition was presented as the com-~
munity activity for the menth of February 1967. It was held in Elmore
County on February 19, and in Bullock County on February 20. Handbills
an;i posters were used by the trainees to advertise the activity in both
counties. The exhibition was centered around the roots of jazz and modern
dance. . '

J.f'ive of the nine trainees of the Elmore County group were present
along with 11 children and five wives. ‘ There were approximately 40 peo-
ple in the audience which consisted mos'tly of the {rainees and their fam-
ilies. The audience was not very responsive to the performance.

Fifteen of the 17 trainees of the Bullock County group attended the
activity, This was a big 1mpi'ovement in over all attendance for the group.
The trainees were very cooperative in helping to clean and prepare the
auditorium for the performance.

The audience was composed mostly of rural adults and children.
They responded with warm applause at the er'ld of each act. From general
observations, this was an activity that they enjoyed very much. There
were approximately 85 people present.

Band Concert. A band concert was presented on March 12, 1987,

as the campus activity for that month. Only five of the 26 trainees were
present. Five children and four wives of the trainees were also present.
The weather was bad and there were transportation difficulties.

The trainees reported at a group meeting that they did not like the
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kind of music that was played at the concert. They were concerned

. over the transportation difficulties. Trancportation wae provided as

usual by the Central Transportaﬁon Department of Tuskegee Institute.
Calisthenics Exhibition. The Physical Education Department

of Tuskegee Institute pi*esented a calisthenics evhibition which was used
as the community activity for the month of March 1967, in Elmore and
RBullock Counties, ‘[he exhibition was advertized hy the trainces through
handbills and verbal and written invitations. A van was rented by the
project to transport the gyrmnastic equipment to and from places of
presentation. ’

Fight of the nine trainces of the Elmore County experimental
group attended the activity. :I'wenty children and five wives of the
trainees also attended. The remainder of thc; audience consisted of
pural adults and children. From their expressions, they scemed to
have enjoyed tlLe activity. '

The exhibition was held in Bullock County on the following nighl:.’
Twelve of the 17 experimental participonts from that area attended the
activity. The families of the trainces that were present included' 22
children and nine wives. The remainder of the audience was composed
of rural adults and school children.

At both presentations, the trainces weve very cooperative in
helping to arrange for the activity. In the follow-up meeting, they re-

ported that they enjoyed the exhibition.
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Day Activities. The last campus activity was held on
‘ April 15, 1967, This was the annual Military Day activities. Only six
of the 26 trainees were present. Ten children and two wives of the

trainees attended. It was assumed that the reasons for the poor a!:ten-

dance were:

1. The activity was held on the weekend and at a time when
most people were planting and cultivating crops.

2. Transportation difficullies.

3. Very litile interest by the trainees to attend such an
activity. :

Summary

Although the trainees ,dc;rived some benefits from the community
involvement experiment, the objectives of this aspect of the project were
not realized for various reasons. One major deficiency was that the
trainee population was more widely dispersed in the communities than
had been anticipated; therefore, it was difficult to work with them as a
homogeneous unit. Another was that the available activities for partici-
pation were limited., Many of those provided were of such a nature that
they held little or no interest for the trainees. A logical conclusion
would seem thai certain cu.tural "middle cless" activities may not be
"good" for disadvantaged adults who have had restricted or no exposure
to them during their formative years. Further, it would seem that the
children of these adults need to develop artistic tastes through enyiching

experiences prior to, and during their early years in school.
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CHAPTER VII
EVALUATION OF PERFORMANCE IN TRAINING

Groupings of Trainces and Gross Differences Between Groups

Male trainees were divided equally* into three technical
training groups: carpentry, brickmasonry, and meat processing;
and into two literacy categories: "A" - those with higher than

eighth grade equivalency, and "AA" those with less than eighth grade

equivalency according to Gray Oral Rea:ding Test. A logical pre-

liminary consideratiun is the differences between the groups in
characteristics that might have relevance to success in the training

experience.

Technical Training Groups

Some age selection appears to have taken place in grouping for

technical training. There are significant differences in age composi-

tion of the three groups.

*Since the numbers in the categories are constant,tables in the
text will use percentages rather than repeat the numbers,
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TABLE XXV
AGE DISTRIRUTION IN TECHNICAL TRAINING GROUPS

Training Group

Carpentry Brickmasonry " Meat Processing

Age Group Percentage
Under 30 . 23 39 50
30 - 39 35 9 27
40 and over 42 19 ‘ 23 )
Mean Age 37.0 31.7 33. 7
Standard Deviation 6.8 7.6 Y

Contrasts batween the groups were readily apparent. Eraphasis
on age differences hatween the groups may be shown by indicating that
two-thirds of all trainees below age 30 were enrolled in meat process-
ing, one-half of those over 40 were enrolled in carpentry, and iin the
middle age range, 30 - 39 years, the percentages of enrollment were:

carpentry 34, brickmasonry 41, meut processing 25.

If the Revised Beta FExamination is accepted as a crude measure
of intellectual ability, differences batween these groups may be
described. None of the trainecs received a score of more than 109,

the upper limit of the "average" score range on this test, ‘The follow-

ing was the distribution of test scores:
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TABLE XXVI

DISTRIBUTION OF SCORES ON REVISED BETA EXAMINATION IN
TECHNICAL TRAINING GROUPS

Training Group.

Carpentry Brickmasonry Meat Processing

‘ . IQ Scores - Percentage
| Average 42 35 43
| Below Average 29 29 43
t Inferior or Defective 29 36 14
Mean Score 87.0 84.3 | 87.3
r’ Standard Deviation 12. 4 11.9 .. 9.8

Of the trainees whose scores were in the inferior and defective
category, the parcentages in each training group were brickmasonry
! . 48, carpentry 37, and meat processing 17. Differences in the M
category scores were not so great; the percentage being: carpentry and

meat processing 35, and brickmasonry 30,

1 Effective literacy was determined by use of the Gray Oral Read-

irg Test, by which trainees were given a school grade level on the

|
" basis of the test score.
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TABLE XXVII

DISTRIBUTION OF ENTRANCE READING TEST SCORES IN
TECHNICAL TRAINING GROUPS

Training Group

Reagirgg@m " Carpentry  Brickmasonry Meat Processing
(Grade Level) (Percentage)

Below 4 13 18 0

4. 7 " 58 51 37

8-11 - 19 10 40

12 and more 10 23 - 23
Mean Score 6.8 7.4 : 8.4
Standard Deviation 2.8 3.5 3.0

Of those trainees scoring o the reading test below the eighth
grade level, lhe percentages were: carpentry 41, brickmasonry 39,
meat processing 20. Of thos: scoring above the eighth grads level, the
perecntages were: carpentry 24, brickmasonry 26, meat procesgsing 50,

In terms of the clearly obvious characteristics -

The meat processing trainees as a group were younger, had

higher 1.Q. scores, and had a higher literacy level than the
other two groups.

The carpentry trainces as a group were older with 40 percent
of their number over age 40, double the meat processing
percentages, having inferior or defective 1.Q. Scores, and the
highest percentage of trainees who iasted helow the eighth
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grade reading level.

The brickmasonry trainees as a group had the smallest
percentage of trainees over age 40, less than half that
of carpentry, the highest percentage of trainees with
inferior or defective I. Q. scores and only a slightly

smaller percentage reading below the eighth grade level
than the carpenters.

Literacy Level Groups

Literacy level was used as the criterion for differentiating
between trainees with those who read below the eiqhth grade level
being put in Group "AA" and those who ‘read above the eighth grade

level in Croup "A". The actual reading level division was:

TABLE XXVIIL
READING LEVEL AT ENTRY TO TRAINING

GROUP "A" GROUP "AAY

(Percentage)
Below Eighth Grade a1 06
HKighth Gralz and Above 79 4
Mean 9.6 4,9

Standard Daviation 2e 3 1.5
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The age range set for enrollment in the training program did

the "A" and "AA" groups were;

TABLE XXIX

AGE DISTRIBUT(ON I LITERACY GROUPS

not permit education being a function of age. Age differences hetween

AGE GROUP GROUP "A" GROUP "AA"
(Percentage)
Under 30 36 38
30 - 39 ” 38 31
40 and over .. 26 '31
Mean 32. 7 34, 1
Gtandard Deviation 7.7 8.1

When 1. Q. scores were congidered, the following is the dis-

tribution: .
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TABLE XXX
REVISED BETA IQ SCORES OF LITERACY GROUPS

IQ SCORES GROUP "A" GROUP "AA"
(Percentag.;e)ﬁ

Average 61 31
Below Averagé | 34 29
Inferior or

Defective 15 40

Mean 89. 6 82: 4

Standard Deviation 11.1 10. 6

It is interesting to note that in Group "AA" where 96 percent of
the trainees read belov 1e eighth grade level, 40 percent had 1. Q.
scores classified as inferior or defective while in Group "A" where
79 percent of the trainees read at the eighth grade and above level,
only 15 percent had 1. Q. scores classified as inferior or defective.

However, when the cortelation coefficient between entrance reading

level and the Revised Beta 1. Q. score is obtained it is not significant.
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TABLE XXXI

CORRELATION EETWEEN ENTRANCE READING - ;;
LEVEL AND IQ SCORES |

Entrance Reading Level
GROUF "AM GROUP "AA"

Revised Beta IQ .
Score r=,13 r=,34

The level of emotional health as deceribed by the Emo Question-

naire was ag follows:

TABLE XXXII
| INTERNAL ADJUSTMENT SCORE

GROUP "A" GROUP "AA"
(Percontage) '
Above average 47 49
Average 28 42
Below Average a1 4 |
Mot Reported 4 4
Mean 55. 3 69.3 |
Standard Daviation 16,0 11.6
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TABLE ZXXIII
ENVIRONMENTAL ADJUSTMENT
| GROUP "A" GROUP "AA"
(Percentage)

Ahove average 19 9
Average 43 49
Below average ' 34 - 38
Not Reported 4 4

Mean 46. 9 44,0

Standard Deviation ) ' 14,6 12. 4

TABLE XXXIV
£ OVERALL ADJUSTMENT
GROUP "A" GROUP "AA"
(Percentage)

Above Average 36 38 ;
Average 36 44
Below Average 23 13
Not Reported 4 4

Mean 52,7 65, 1

Standard Deviation 15. 6 13.8
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Except for the differential in literacy there were no marked

and level of emotional health. An exception is that the higher
literacy level group had a percentage below average on the internal

adjustment scale five times that of the lower literacy level group.

Performance of Trainees in Each Technical Training Area

A-few simple measures (see Appendix) were decided upon to
give some idea of the periormance of trainees in the psriod of their
instruction. Iirst, there was the attempt to determine entry level of
performance in the technical gkills for which they were to take train-
ing, and the entry level of performance in basic education skills,
Second, there were periodic evaluations of the trainees by teachers on
two scales: (a) Course Periormance Rating, and (b)' Personal Character-
istics Rating. These ratings instruments were designed to deterimine
the ability of instructors to evaluate the performance of those thoy

taught, as well as to indicate any change in the performance of the

trainees,

Iintry and Exit Loevels of Performance

‘The Towa Tests of Rasic Skills was administered three times,

June 1966, Dacember 1966, and June 1967. This battery undertook

measurement of performance on vocabulary, reading, language and '
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arithmetic in terms of schuol grade level. Following are resulis of
the tests reported for each technical training area and Sub-grouﬁs

A" and "AA" within each training area.

TABLE XXXV "o

VOCABULAKY

Maat Processing Carpentry  Brickmasonry

. HAH "AA!! HAH HA’AH ﬂAu HAAH
Tune 1966 5. 6 50 7.2 4.2 7.0 4,4
December 1966 7,0 55 7.5 4,6 7.8 4,5
June 1967 7.8 5.8 7.4 5.3 1.8 4,7
Gain between

June 1266 and |
June 1967 2.0 0. 8 0.2 1.1 0.8 0.3
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TABLE XXXVI
READING

Meat Processing 'Carpentry Brickmasonry

ﬂAﬂ MAAI! "All UAA" ) !!Aﬂ !IAA"
June 1966 6. 6 5.0 6. 4 3. 4 6.3 3.9
, December 1968 8, 6 48 63 41 6.6 4,0
June 1967 7.3 . 8 7.4 6.0 7.3 4,4
Gain hetween
June 1966 and
June 1967 . 0.7 0.8 1.0 2.6 1.0- 0.5
TABLE XXXVIL
LANGUAGE
Meat Processing Carpentry DBrickmasonry
l; HA" HAA" "All "AA" "All IIAA"
Sune 1968 5, 4 50 6.2 3.0 64 8.7
{ Dacember 1966 6.8 4,9 6.7 43 67 41
i
June 1967 5.9 6.0 68 51 7.2 4,7

Gain between
Jurie 1966 and ~
June 1967 1. 4 1.0 0.5 1.2 0,8 1.0
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ARITHMETIC
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Meat Processing Carpentry Brickmasonry
ﬂAH HAAH HA" "AAH ﬂAH !;AA"
June 1966 7.1 5.7 6. 3 4,5 6. 6 4,1
Decernber 1986 7.8 6.3 7.3 48 1.1 5.0
June 1967 7.8 . 8. 8 7.4 6.8 8.6 6.1 -
Gain between
June 1966 and
June 1967 0.7 1.1 1.1 1.3 2.0 2.0
TABLE XXXIX
GROUP "A" GAINS
Meat Processing Carpantry Brickmasonry
Vocabulary 2,0 0.2 0.8
Reading 0.7 1.0 1.0
Language 1.4 0.5 0.8 |
Arithmetic 0. 7 1.1 2.0
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TABLE XI,
GROUP "AA" GAINS .

Meat Processing Carpentry Brickmasonry

Vocabulary 0.8 1.1 0.3
Reading 0.8 2.6 0.5 .
Language 1.0 1.2 1.0
Arithmetic 1.1 1.3 5.0 '

From the foregoing figures there are three dramatic changes.
In the meat processing (Group O"A") there was an advance of two grade
levels in vocrbulary, in both the brickmasonry groups there was an

advance of two grade levels in arithmetie, and in carpentry (Group

"AA") there was almost a three-grade level gain in reading.

When we compare the gains in the "A"~-Groups and the "AA"-
Groups, we find confusion, There are intervening variables that
require attention. These intervening varviables are the characteristics
of the groups being compared, and the inctructors, since instructors |
of language and matheratics were assigned to one technical area.
There was a mathematics instructor for brickmasonry, another
\

ingtructor for carpentry, and still ancther for meat processing. The

same was true for communications. These intervening variables may
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~ have influenced the edqcation of the trainees, but for our apprais'al
%he result is simply what it turred out to be.
Consideration of the effectiveness of technical training should
_inélude estimation of the knowledge about, ahd know-how of the
vocation‘a. person has prior to entry into training and what he knows
at the conclusion of training, No accepted instrument is available to
mske the assessment we want, so one: was devised and used, It isthe

.

previously describzd Nichols Proficiency Test, This test was

administered prior to training, and at the conclusion of training with

the following resﬁlts:

TABLE XLI.
Entry Score — Exit Score
Number Percent Number Percent
Not Reported 8 8, 7 9 9.8
Below Average 72 78.3 32 " 34,8
Average 8 8.7 25 27.2
Above Average 4 4,3 26 28,2

What this test shows is simply that about 13 percent of the trainees
knew something about the vocation for which they were being trained when
they entered training, The repatition of the test after training indica'ged

what they learned in the process. There should be no implications about
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bread.th of knowledge and proficiency on the basis of this test, Tt very
éimply says persons kleew more aboui; the job afier training, '

We proposed &t the outset to get appraisal of the training experi-
ence from both teachers and trainees. Instruments (see Appendix)
were de*\}eloped to secure these appraisals. 'Trainee evaluation of
ins*.:ructoris failed completely. All instructors were rated perfect.
Trainees apparently were not reassﬁréd by our admonitions that
anonymi:cy would be carefully observed. We still need some measure
of instruction by those being taught.

Details of instructor evaluations of trainees are in the Appendix.
Below are summaries of these ex;aluations. The information given
here is from instructor evaluations after three months ( 1)*instruction
and aftor twelve fonths (2) “Finstruction,

For the two reporting periods, the instructors gave the follow-

ing appraisal of their trainees:

#(1) Indicates end of three months in Table on following page.

#%(2) Tndicates end of twelve months in Table on following page.

L o T RS
RN ity
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e S ingrocco s o v b A

~ TABLE XLII
INSTRUCTORS' TOTAL APPRAISAL SCORE

e, 27

Rating . . Carpentry Brickniaso‘nry Meat Processing
| DTN N 6 D I ¢ B 6§ 2)
(Percentage)
" Below Average 16 10 19 10 0 8
Average: 29 38 30 39 37 27
Above Average 48 45 - 39 45 53 57
Not Reported 7 7 7 7 10 10

No elaborate claims are suggested or to be inferred from the
above appraisal. C It 'simply reports what instructors thought about
those whom they taught., According to the instruclors' evaluations,
six percent in one area and ten percent in two areas were not well

‘ trained. According to the instructors' standards, the other trainees
had a chance of successful pursuit of the voc;ation for which they were
trained. Nearly half in carpentry and brickmasonry and more than half
in meat processing had more than an even chance to follow the vocation

successiully.

We planned a system of evaluation by instructors that might be i

useful in prediction of employment success of trainees, The research
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staff had no involvernent in the instruction area. The ins';tructors
agreed to make their evaluation on a scale prepared by the research
staff. We can present here‘ the results of teacher evaluations which
are subjective,

Tf the testing of trainees had any value, we wanf to know hox;v
the psychologist's appraisal of input characteristics meets the
instructors' appraisal of performance, What kind of people did the

instructors have to deal Wijch? The Emo Adjustment Scale can be

related to instructors' evaluation. Less than 20 percent of the

trainees were internally maladjusted on the Fmo Scale, In their

#

evaluation, instructors reported less than 10 percent of the trainees
were below the average in their classes.

When the instructors evaluated their trainces, those they
described as being below average in their classes were 60 percent

below average on the Emo Environmental Adjustment Scale. It hecomes

important to remember that the trainees rated below average by

instructors were also rated below average on the mo Scale.

The Cassel Level of Aspiration scale was used to determine the

goal aspiration of trainees when they enterad training. Instructors

cvaluated trainees when they left the program. The results were:
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TAELE ZLIII
RISTRUCTORS' EVALUATION

Anpiration Test

" Seore High Tow N Total

High 9 9 18 e
| Liow 36 33 69

Total

45 42 87

it is apparent from this eontingency table that there is no relation-

chip between the re

culte of the Cesaoel Tievel of Aspiration Test and

instruetors' evaluation of performance in trajning.

The extont of correspendence between instructor's evaluation

and peer aevalnation of proficieney in training is given in the iollowing

. contingency table:

TARLE XKLIV
ISLTRUCTORS' EVALUA'TION

Peer Evaluation

High
Low

. Total

High Low Total
Mumbar Percent Mumber Dercent Number Percent
(29) 69 (13) 31 42 100
(15) <6 (27) 64 42 100

14 40 84
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In approzimatsly twe-thicds of the cases, peer and instructor

A L

avaluations concur,

Thare is come corraspondence hetween trainens' aboentee
racord and instructor evaluation. The highest rated trainees had the
fewest absences from classes and the trainees rated I;Gdi'est had the
most absences,

L)

TABLE XLV
ABRSENTEE RECORD AND INSTRUCTORS' EVALUATION

Absentee Record Below Above ] |
Average Average Average Superior Total

Not given 0 4 3 0 7
I.,285 then 10 days 0 15 19 4 38
10 to 19 days 0 7 14 0 21
20 or more days 7 11 6 0 24
Total 7 317 42 4 90 -

Savaral vignettas.of trainees given highest ratings by their poers

and dosignated "Stars' and thoge given lowest ratings and designated

*

"Isolatos" may give some view of Lrainees ag soen in training by peers,

coungalors, and inslruciors.




169

otars
1.  Meat Processing "A"
Age - 26 1Q - 94

Bducational Laovel - 10th Grads - Pasced the GED Test during
training. ‘

Married - Two dzpendents

Occupational and Academic Secale - Above average (4. 1)
Porsonal Characteristics Seale - Above average (4. o)
Coungalor's Hvaluation - Mature, personal aﬁp@arance is very.

good, It respectaed and liked by {s1low trainecs. Job potential
should be goad.

NOLE: Returned to same groeery chain in home town whers
ha had previously worked.

2.  Meat Precessing "A" o
Age - 29 1 - 80

Fducational Tavel - 10th Grade - Passed the GED Test during ‘
’ training,

Married - Four dapendants, ‘
Oeccupational and Acadamic Scale - Above average (4.3)

Perzonal Characteristics Seale - Above average {4, 8)

Counaelor's Bvaluation - Daotermined, cooperative and responsible,
Tias loadersnip abity.  DPersonal appearance is good, 1Is

raspacted and liked by follow trainces. J oh potential should he
good,

NOTE: Roturned to job ag chaf at hospital in home town,
! Employer's evaluation indicates superior job parformance and
personal charvactoristics,
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2.  Meat Progessing "AY
Age - 21 1Q -~ 85
Educational Level - 12th Grade
Married - Two deppndehts
Occupational and Academic Scale - Above average (4. 0)
Personal Characteristics Scale ~ Above average (4, 5)
Coungelor's Hyvaluation - Cooperative and responsible, Has

lcadorship ability, DPerconal appsarance neat, Is respected
and liked by fellow trainees. Job potential should be good,

NOTE: Employed as apprentice meat cutter in {ood chain,
Employer's evaluation indicated suparior to above average
rating in job periormance and personal characteristies,
4,  Meat Processing "AAY
Age - 23 1IQ - 83
Educaiional Level -~ Gth Grade
bingle - Three depondents
Ocenpational and Acadeinie Seale - Above average (4, 1)
Parconal Characteristies Seale - Above average (4, 9) "
Counselor's Fvaluation - Pleasant, cooparative manner, Is

well Tiked and raspected by fellow trainces., Personal
appearance is neat, Job potential should Le good,

NOTE: Employer's evaluation indicated superior to ahove
average in job performance and pergonal characteristics,

. Meat Processing "AAY
Age - 35 IQ - 85

Fducational Level - 12th Grade
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Married - Wine dependents .

. Occupational and Academic Scale ~ Above averajge (4. 2)
Personal Characteristics Scale - Above average (4. 7)
Counselor's Evaluation - Well mannered and cooperative,

Ts 1iked and respacted by other trainees. Personal appesarance
is neat, Job potential should be good.

NOTE: Employer's evaluation indicated superior to above

. " average performance in job and personal characteristics, How-
ever, in responsibility received ungatisfactory rating. Trainee
1eft job without notifying employer. Moved to Chicago. Em-

. ployment status unknown.

6. Meat Processing "AA"
Agje - 23 1Q- 98

Fduecational IT.evel - 12th Grade

Single
Occupational and Academic Scale - Average (3. 8)

. Personal Characteristics Seale - Above Average (4. 4)
Coungelor's REvaluation - Cooperative, respacted and liked by

. fellow trainees. FPergsonal appearance neat, Job potential
should be good.

NOTE: Trainee rclocated in New York City. Has had difficulty
adjusting to working conditions. Is no longer employed at
initial placement. Prosent employment status unknown.

7. Brickmasonry "A"

Age - 42 1IQ - 92

Educational Ievel - 8th Grade

Married - One dependent
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Occupational and Acadamic feale - Avarage (3.0)
Personal Characteristics Seals - Above average (4, 0)
Coungelor's Evaluation - Trainee is alert and rmature acting,

He is cooperative, well liked, and pleasant. 1o is always
neat and clean in appzarance.

8. Brickmagsonry "AA"
Age - 21 1IQ -~ 80
Educational Level - 8th Grade

Occupational and Academic Scale - Above average (4. 0)
Personal Characteristics Scale - Superior (9. 0)
Counsalor's Evaluation - Trainea is anzious to perform lasks

well. Iz is pleacant, cooparativa, and relates well with
others,

9. Brickmasonry "AA"

Age - 24 1Q - 85

Iducational Level - 11th Grade

Single - No dependents

Occupational and Academic Seale - Above average (4. 0)
Personal Charaeteristics Seale - Superior (5, 0)

Counselor's Fvaluation - I'vainee is pleasant, diligent, courteous,
and very naat in attire, Ie worlks oxtremely well with obhers.

1.0, Brickmasonry "AA"'
Age - 40 IQ ~ 90
Fdueational Level - Oth Grade

Married - Saven dopendents
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Cccupational and Academic Scale ~ above average (4, 0)
Parsonal Characteristics Scale ~ Superior (5. 0)

Counzelor's Evaluation - Trainee is conscientious, and
pleasant, He ic recponsible, industrious, and self-confident.

Isolates

Meat Processing "A"

Age- 46 1Q- 95

Educational Level - Oth Grade
Married - Seven depandents
Occupational and Academic Scale - Average (2. 9)

Personal Characteristics Seale - Above average (4. 3)

Counselor's Evaluation - Quiet and cooperative, Neatly
dressed. Appoars interested. Job potential average.

NOTE: Ermployment history sporadic, Ilas changed jobs
geveral times since termination of training.

Meat Processing "A"

Age - 26 1IQ - 56

Fducational Level - 12th Grade

Single

Occupational and Acadzmic Scale - Average (2. 7)
Personal Charactex:istics Scale - Above average (3.9)

Counselor's Evaluation - Farsonal appearance ncat, Pleasant

manner but has difficulty in relating to other trainees, Job
potantial should be average.
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D,

MOTE: Dismiseal fror job hecause of illness, Alleged to
e involved in narcotics,

Meat Processing "A"

Age - 42 1Q -~ 87

Fduecational Level - 10th Grade

Divorced - Five dependents

Cecupational and Academic Scale - Averags (3.3)
Personal Characteristics Scale - Above average (4. 5)
Coungelor's Evaluati'::n - Mature and cooperative. Is respected ‘

hy but not aceeptad in "inner group® of fellow trainees.
Personal appearance is very good. Job potential is average.

Moat Processing "A"

Age - 40 1IQ - 83

FEducational Ievel - 10th Grade

Married - Iive dependents

Occupational and Acadermic Scale - Average (3.0)

Porsonal Characteristics Seale - Above average (4. 0)
Councelor's Tvalustion - TTas made considerable proyrass since

smtoring prograre, Cooperative and retiring, Personal
appearance below average.  Job polential average,

MOTE: Was convieted for armaecd robhery, scveral years prior
to entering projoct. Iias changed jobs soveral times since
completing training.

Meat Processing "AA"

Age - 42 TQ - T4

ldueational Leovel - 9th Grade
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Married - 3even dependents

Occupational and Academic Scale - Pelow average (2. 8)
Porsonal Characteristics Scale - Above average (4. 4)
Com elor's Evaination - Quiet manner, peroongl appearance

neat, Job potential al balow average in training area but if -

given opportunity to prove self may have average potential
in unrelated arca.

NOTHE: Did not soek c:mployment in training area. Work as j
nursing assistant has been above average to superior, At ‘:
outset of training did not want to study meat processing, Was

. placed in area hecause ‘thare was space.
B,  Meat Procassing "AA" a

Age - 44 1Q - 98
FEducational Level - Gth Grade : 3
Married - Ton dopondents

Occupational and Academic Seale - Average (3, 0)

ERE

Parsonal Charactoristies Scale - Above average (4, 1)

Coungelor's Ivaluation - Mature and cooperative., Appearance
neat. Job potential average.

NOTE: Ias four churches. Did not aceapt cinployinent hacaase
of respongibilitics as minicter., Limited communication with
project since completing training.

7. Meat Procossing "AAY
Age - 25 IQ -

Educational Level - Tth Grade

3ingle &

Occupational and Acadamic Scale - Average (3. 3) . \
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Pargonal Characteristics Scale - Above average (4. 2)
Coungelor's Fvaluation - Retiving manner, Has made .
prograss since entermg program, Personal appearance
qood, Job potential is average if given opportunity to prove
self, ,
8. Meat Preeaasing "AAY
' Age - 24 Q- 91
% Futalional TLevel - 10th Grade- -
{ NMarried - Two dependents i
Ocecupational and Academic Scale - Average (2,9) /
, Pergonal Charactovistics Scale - Average (3. 0)
. Coungeloi's Fvaluation - Quiet and cooperative, las made
] progress since gnt@mng program, Appearance is asat, Job
. potential good if given opportunily to prove self, ’
N NOTE: Altendance spor adic while in trairing - plagued with
' Tamily pr@blf*m,, (doaath of chiild) and brushas with the law.
Relocated in Mew York City., Worked at a series of jobs of |
short duration, o
! 3
9. Brickmasonry "A"
§ | o
Age - 21 1IQ -~ 82 5
Educational Ievol - 12th Grade 3
Single - Cne dependent '
Occupational and Academic Seale - Average (3, 0) ;
A Porconal Charactaristics Scale - Above average (4. 0)
Counselor's Kvuluation - ‘I'raince works enthusiastically at

tasks, Lk is alert, well manneved and relales vvell with clasg-
maces. IS ovml:LL v soretimes interfers with serious circum-
stances.

i »
oo rena g S e

€l
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10,  Brickmasonry "A"
, Age - 37 1@ - 81
. Educational Leval - 8th Grade ,
Married - Eleven dependents .

Ceeupational and Academic Scale - Above average (4, 0)

g ' Personal Characteristics Scale - Above average (4.0)

Counselor's Evaluation ~ Traince seeks understanding in the
activity at nand. He gets along well with group members, "'
N - He iz ncat in appearance, cooperative, and well mannered,

1L, Brickmasonry "AA"
. Age - 21 1IQ - T8
Educational Level - 7th Grade
Married - Two dependents
Occupational and Academic Scale - Relow average (2. 0)
Personal Characteristics Scale - Average (3. 0)

Counseler's Evaluation - Traince is cooperative and mild
mannered. Interest is divided. Attention to trivia is high.

) 12.  Brickmasonry "AA"

Age - 26 1IQ -~ T4
FEducational Level ~ Sth Crade
Married - Three de;pendents
Occupaticnal and Academic Scale - Below average A

Personal Characteristics Scale - Average (3. 0)

.
1) .
-
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13,

14.

Counselor's Fvaluation -~ Trainee is courtecus and well groomed,
Full interest in task at hand is usually absent, - .

Brickmasonry "AA"
Age - 31 IQ - 97
Educational Ievel - Tth Grade

Married - Five dependents .

Occupational and Academic Scale ~ Below average (2, 0)

Parsonal Characteristics Scale - Average (3. 0)

Counselor's Fvaluation - Trainee is pleasant and polite, .
Exhilaration in work is exhibited in work if self-selected.
Defeat in a task comes quickly.

Brickmasonry "AA"

Age - 44 1IQ -~ T3

Educational Level - 6th Grade

Separated - One dependent

Qccupational and Acadermic Scale - Below average (2. 0)
Personal Characteristics Scale - Average (3. 0)

Coungelor's Evaluation - Trainee is quiet and well groomed.
Fagerness to perform a task is not cvident, Excuses are fore-

fronted., "Clock watcher! describes behavior in order to pass
time.

These vignettes further support a high correlation between the

cvaluations of peers and instructors., Out of twenty instructors'

ratings of ten trainees i<2ntifiad as "Stars" by their peers, only

two ratings were average. Of fourteen identified as "Isolates" by




_peers, only one was rated above average on the occupational and
academic gcale by instructors although ning were rated above average

on the personal characteristics scale.




CHAPTER VIII

.

JOB DEVELOPMELT, PLACEMENT, AND FOLLCOWUPR

Activities involving job devalopiment began in Cctober 1866, At
that time the job development staff congictaq of one menﬁbar, a job
developer. Iowever, a post tralning counsclor and another job
davelopar jolned the staff in August 1967.

The experionces from the previous E & D program proved help-
ful at all stages of the process of developing jobs, placement, and
making followups. .

The first steps in placement were to obtain information from
the trainces concerning Lheir plans with reference to employment. This
information ineludzd names and addresses of employers whom they
knew, and wanted the ctaff to contact, Generally, the other activities
in job davelopment included the following:

(1)  Sseuring names and addrasaes of other employers.

(2) Contacting employers by personal visits and telephone.

(8)  Visiting and conferving with other connected agencies,

(4) DPlenning for peloeation,

Latters were sent to nursing homes, hogpitals, public health
agencies, construction firms, masonry firms, labor unions, rotail

storas, meat packing companiag, and all businesses employing

180
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individuals in the areas of training provided by the project. These
lettors served as an introdurtion to tﬁe program and informed the
employer that personnel from the project would contact him later.
The letter iri_,gluszd a copy of the training outline,

Even though employers were asked to respond to the letter,
only a few did z0. When visiting those businesses the employers
referred tec ths letters and seemed to have had considerable knowledge
of tha pé@gmm and the training.

While contacting employers, tha job developar held regular
group mectings with the trainees., Most of these groups met aceord-
ing to occupational area; otlizr mactinge were bald with the entire
agroup. General information eoncerning employment was imparted,
and Aduestions 1*ai:§éd by the group ware answered, Spcciflcally, topics
diseuszad ineludad proceduras for completing applications, the inter-
view, working eonditions, wages, rolocation, attitudes, expectations
of employers, and other topies which provided a general orientation to
the world of work., These group incetings proved to be interesting,
informative, and motivating,

Mot of the trainees had little eonfidonce that they would be hired
aftar training was completed.

The Tuskagea Tnetitute Laiar Mobility Project had funds to re-

locate trainoes interested in moving to osther locations to work,
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Tils project parisrmed an lmpartans role in the placerent process,
;%Nithﬁut its finaneial ascistancs it would have Loen alrmost im'p@:s:sible
to place some of the trainces.

Saveral State Employment Seeurity Agencies were congulted
for suggestions and assistance in placement. Labor Union officlals
werae contacted eoncerning possibilitize of admitting cligible trainees
to the recpzetive unions, The staff was uncuccessiul in this effort,
All th? t:ram@@s in mnat procecsing were admitted into the meat
cutters union; however, this transaction did not directly involve project
parsonnal, The otaff was cueeessiul in placing caveral trainees in
New York -with the assiastance of th? Amalgamated Noeat Cutters Union.

In an atterapt to develop jobs in locations sclected by the trainges,
data wera colleeted; a dquestionnaire was uned for this purpose (cee
Appendix). According to this data, a large numbor of the trainees who
had earliar axpraseed intarast in relscating in the large cilies, no
longor chose to do so, This indiecated a conciderable change in t' 2ir
attitudes, Efforte wore mada to laeate jobs according to the choiees of
the traineces; however, they were encouraged to consider job sppor-
tunities within their rosidontial areas before altt~rpting to relsecate
soma distance,

The job development officers found the most effective method of

developing jobs to be a desr to door eampaign of all business employing
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individuals in the cecupations in which training was provided, Many
times the larger companics reierred stalf members to their sub-
contractors. All rvefercals were followed up. The local businesses
were contacted first, and then the more distant ones as selected by
the trainces. Whaon an employer wags contacted, a r,ecor(d of the inter-
view was recorded on an crployer contact form. A copy of this

form is in the Appendix.

A personal data form which included ratings for academic and
poeroonal characteristics was completed and made available to the
employer (sce Appendix). This data was particularly us-{ul to the
employers hiring meat processors and nurse aide trainces. In
most cases, they were the only trainces who were interviewed. When
interviews were necensary, the job developer was recponsible for the
trainces being present. When a traince was hired, the ermployer was
ocked to sign a form certifying employment (see Appendix). This
form was used for referral purposes in addition to serving as a
record of employment.

On the last day of training, most of the trainces who did not have
prospective jobs wetre given names and addresses of employers to contact.
When training was completed, contact with come of the trainees was
lost, and it beeains diffieult to locate them in their various rural com-

munities, Moest of the trainees had maral addresses, and no telerhones.
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A zeadnle was aveanged oo that those returning to the peojset offics
conld contact the job devaloper at ceriain times, Whea placement
was comploted, the ctaff had visited the homas of nearly all of the

trainees at least once.

Duzring the first two or three weeks after training was completed,

many of the trainees exhibited a negative attitude concerning employ-

mont, They were not as cager to work as thay were earlier. Some
of the hesitance may ha attributed to the fact that many had fallen

behind on various chores at home, Some of them noeded vacations,

others were a liktle reluctant to try their newly acquired :kills,
Howaver, as time pacised trainces bacame interested in arploy-
ment, but thzre wore a few who were not intarestnd in working at all,
some of those in this group were farmers , and returned to their pre-
’ vious cccuption-~farming, In lhese eagoes » the staff had to constantly
enecurage them Lo aecopt the joba available in thoip area of training,
Parhnaps the ronsons for this typa of attitude was canged by fear and a'
lack of confidonce,
In the following :3é@tifm, the job development and plac@rqent
aspacls of anch group will b2 doalt with according to the reapactive

oceupational areas.

Nurse Aides

‘The rursa aides worse tha frst roup of trainoes to aradunte;
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therefore, they were the flrat to be involvad in the atove activities.
There were two claszaes of nurce alde trainees  with :;;izt@en in e.ach,
but thoy were not conducled concurrantly, Many of the individual
trainees were in siwiley cituations, These {actors ix}creased the
difficulty involvnd in placement,

When consulting the various agancies employing nurse aides,
it was discoverad that jobs were difficult to find, especially in the
local areas, The ermnloyment turnover rate was low in hospitals
and nursing horaos, Ilaw ragulations on standard wages were causincj
einployers to releace nurce aides in order to comply with these
regulations, In goneral, the outlogk for nurge aides in the local areas
wag not favorable. Concetuently, th? nurse aides in these areas had
to acecept non-training related jobs, commute to other towns, or
reloeate in order to beeome employad, Tlowever, the larger portion
of the trainees accepted jobs in their area of training as represented
in Table XLVI, Cthars whe had no means of transportation waited fo;r
a job to davelop clezer to their residence,

There ware jobs available for the mirse aidegs who could relocate.
These jebs  wore cecured by telaphone and sther eorrespondence. On
a fow oceacions; it was nececuoary for the job davelepar to travel out
of the state to plaea traineces. .

Mwrse aides in the socond clags found er.ployment opportunities’
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less numerous than those in the first group. Ilowever, initial con-
tact with cmployers was established, and when jobs bécame avaii-
able, the trainces were placed immediately., Occasionally, erﬁployers
called the project seeking nurse alde traineés.

Eventually, all nurse alde trainees were employec{ with the
exception of two., Jobs were developed for these two, but due to various
problems at that time, they cquld not accept. The following table re-

flects the employment status of the two classes of nurse aides:

PABLE XLVI

EMPLOYMENT STATUS - NURSE AIDE TRAINEES

Initially Currently
Description N=32 N=28
Number Employed 30 21
Training Related 25 17
Non-Training Related 5) 4
In the State 24 ' 27
Out of the State 6 1

Self-Employed

0 0
Training Related 0 0
Non-Training Related 0 0
2 7
0 4

Unemployed

Unable to Locate
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Carpentry

The same methods ﬁtilized in developing jobs for nurse aides
were followed in placing the other trainees. The staff learned that
the hiring of mechanics was done at the job site and not in the con-
struction company's offices. Neither are they hired by writing
letters to these companies. Many companies do not hire men as
carpenter helpers or apprentice carpénters. They work as cither
ay journeyman or as a laborer. The staff was also informed by
these companies that they had no training programs and could not
use inexperienced mechanics. They stated that it was cheaper to
hire an experienced man even though they had to pay him more.

Sorﬁe of the carpentry .trainees engaged in contracting small
jobs themselves. One trainee in this area hi:red several of his class-
mates.

As illustrated in Table XLVII, the carpenters maintained a

consistent pattern of employment six months after completing the

training program.,
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f TABLE XLVII
EMPLOYMENT STATUS - CARPENTRY TRAINEES
Initially Currently
Description i N=29 N=27 .
Number Employed 27 24
Training Related 16 16
Non-Training Related 7 3
In the State 23 21
Out of the State . 4 3
Self-Employed . 4 3
Training Related / 3 3
Non-Training Related 1 0
Unemployed 1 3
Unable to Locate , 0 - 2
Brickmagonry

The trainees in brickmésonry were confronted with problems

somewhat different from those found in other areas. One factor was

|

that brickmasonry is an occupation which requires a considerable

amount of mobi].ity and changing of jobs; another is that mistakes in

craftsmanship are more costly than in other occupations. Therefore ,
1t ig a difficult occupation for inexperienced mechanics to enter. Em-

ployers were primarily interested in hiring experienced craftsmen. Very

few, if any, exceptions were made for the trainees once they were hired.
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They were expacted to work as rapidly and with as rmuch perfection
_ ag the journeymen, but were paid considerably less. Many of the
trainces accapted jobs for less than the going rates in order to gain
ezparience on a commercial job.

During the sarly —stages of job placement, the masonry traineces
as a group were reluctant to accept jobs. They ceemed to have been
waiting to see how successiul some of the others were going to he.
There was a considerable amount of fear involved in accepling the first
job. When they were hired, their employers were not concerned with
the trainess' problems or handicaps; they either performed satis-
factorily, or they were dismissed irﬁmediately. Wevertheless, brick-
masonry Was the second stréng@st area of cmployment, All brick-
masonry trainees were hired on at least one job. Several were placed
as many as four times. The fast turnover rate may be attributed to the

lack of experience on the part of the trainees and to the particu}ar
characteristics of the occupation, Several trainces were fired from
their first jobs because they misrepresented themselves and were
hired as journeymen bricklayers. '

On a collective basis, the brickmasons maintained a high rate of

employment even during the "off" ceason, as Pable XILVIII illustrates.
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TABLE XLVIIL

EMPLOYMENT OF BRICKMASONRY TRAINEES

Initially Six-Months
Description N=29 . - . N=27

Number Employed 29 23

Training Related » a7 16

‘Non-Training Related . 2 7

In the State _ 17 17

Out of the State 12 . 6
Self-Employed ) 0 1

Training Related 0 1

Non-Training Related 0 0
Unemployed 0 4
Unable to Locate 0 2
Meat Processing *

Job prospects for the meat processors were excellent from the -
beginning., The trainees who had completed high school, and those

who passed the General Fducational Davelopment Test were actually

in demand.
Experiences with the retail stores were very rewarding, Many
of the company representatives responded to correspondence from

the project, and some came to the campus for on-site visits; a few

of them came saveral times. Mear the end of training, schedules
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~ were arranged 50 that gach company gould interview and test the'
’;ra.inees. )

The personnel officers and other representatives visiting the
prbject's facilities were impressed with the frainees, instructors,
and the meat processing program., Several of them indicated that
programs of this nature could serve as an excellent source for future
ermployees. ‘

At.the completion of the training, nearly all meat processors

‘were promised jobs, The number of e;\failable jobs actually exceeded
the number of traiinees to be placed., However, Table XXIX reveals
that six months after training, employment in meat processing had

changed considerably.

TABLE XXIX

EMPLOYMENT OF MEAT PROCESSING TRAINEES

| Initially Six-Months
Description N=28" N=18

Number Employed 25 14
Training Related 17 9
Non-Training Related 8 o
In the State 16 9
Out of the State ) 5
Self-Employed 1 1
Training Related 0 0
Non-Training Related 1 1
Unemployed 0 4
0 8

Tnable to Locate
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Qverview of Job Development and Placement

The job development staif attempted to place or .assist in
placing all the trainees. Some needed and received more attention
than others. Many of them had definite plax;s of ’cheir‘ own and found
jobs themselves, while others became very dependent ul;on the staff,

An attempt was made to cletermine the number of trainees
placed by the project and thosc? who placed themselves. All traineces
who were accompanied or sent to a job are classified as being placed.
Those who received no assistance from the staff in obtaining a
particular job were classified as having blaced themselves.

The trainees employed by firms whom a staff member had con-
tacted are classifiied as being assisted in being employed. .Table L
depicts the placements, self-placements and assists in each occupa-

tional area. However, much time was spent in atterapting to place

trainees who found jobs themselves.
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TABLE L
PLACEMENT STATUS MDT TRAINEES (N=116)

Trade Areas Placements Seli-Placements Assists Totals

Brickmasonry 188 8 29

3
Carpentry 10 16 1 27
Meat Processing 19 6 1 26
Nurse Alde a3 . 4 3 _ 30
Total . 70 34 8 112

When activities in job development and placerent were concluded,
112, or 97 percent, of the trainees had been employed, Seventy-one

percent of them were employed within the state, in or near their home

towns.

Wages

The trainees as a group had a desirable attitude concerning wages.
This subject was discussed thoroughly on many occasions during train-
ing. They secemed to have decided that a job in their area of training was
more important than how much they were going to be paid. However,
the staff always pressed for satisfactory wages. The trainees were |

encouraged to ask their employers for increases in wages when they

deserved it.
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The wage which the staff con.gz.dered as fair was based upon the
rates which journeymen in the same occupations were receiving, T

Employers were asked to consider starting the traineces at a minimum

hourly rate of 80 parceni of a juurneyman's wage. T. e rate
applied primarily te trainec . brickmasonry and carpentry. Accord-
ing to Tagb}e LI, the average hourly wage received by these trainces

was lower than the astablished rate

[
1

TABLE LI
AVERAGE HOURLY WAGE PAID TRAINEES Ol FIRST JOB

Trade Area 4 Wages
Brickmasoﬁi'y . $2.10
Carpentry 1.88 .
Meat Processing 1.81
Nurse Aide 1,23

| The trainces' wages increased as they gained experience, Accord-
ing to a recent survey, several of the trainees are receiving maximum

wages with only one year of experience.

On-The~Job Training

' ' Although the prime contract provided for the placement of 50
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_ trainees in OJT situati?ns at the end of their training at 'I‘uskegeé
I;lstitute , due to varying problems onl& 13 were thus placed. ‘These
problems included a delay in approval of the OJT aspect of the pro-
gra;'m, and a Jack of interest on the part of employers. Many of the
slots wefe not filled because the majority of the trainees went into
"straight" :employment at the entry 1¢ve1.

It should be noted that many conéacts had been made prior to
clearanc:a. More than 70 employers were contacted personally, and
many others were reached by mail and' telephone.

The wages for trainees placnd in OJT, in most cases, were
lower than those who were not placed thus. It secms that employers
were more inclined to pay lower wages to those involved in a
structured training ’situation than to those who were not.

The subcontractors who became involved in OJT were, in most
cases, small businessmen. The larger companies were not interested.
In many instances, they did not want to employ inexperienced w;)rkers
" under any circumstances, Others preferred not to get involved in legal
matters concerning the execution of contracts, Therefore, the
smaller contractor became the prime target. Many of them employed
only & small nuinber of persons, and contracted only small jobs. These
contractors were in a position to hire and train inexperienced men.

Another factor which limited the success in OJT was that it was®




196

confined to only two occupations-~carpentry and brickmasonry with

_ neither being very stable. All the ineat processors employed in
their area of training were emplbyed by large retail stores, These
stores provided OJ T within their systerms.

Several contracto;'s located in Atlanta, Georgia, agreed to
provide OJT for a number of the trainees. A clearance to proceed
with the program was obtained {rom the Georgia State Employment
Service, but problems aroze with the Bureau of Apprenticeship and . .
Training, and these men were not placed in OJT. However, a large

number of trainces were placed in regular employment in the Atlanta

area.

Prcé:edures for reimbﬁrsiﬁg OJT subcontractors wer2 devised.
All subeontractors were paid according to th;a number of hours in
which they provided training, The only major problem involved in
OJT with the subcontractors was irregular employment, a circumstance
which sometimes allowed the trainees to work two or three das}s a

week, As illustrated in Table LII, less than half of those who began

training in OJT situations, completed it.
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TABLE LII
. OJT CONTRACTS
. " No. of Trainees Training  Total Training No. Employed
Contracts Involved Completed Hours - After OJT

1 5 3 1,986.5 3

. 2 2 1 824 1
3 1 1 688 0

. 4 3 0 288 ‘ 0
5 2 2 840 1
5 13 7 4,576, 5 "5

Follow-Up Interviews

In January 1968, the job development staff terminated duties in
placement and engaged in an in-depth follow-up study. The
] objective was to locate the trainees and their employers within a

reasonable distance and to conduct personal interviews concerning

employment success. Most trainees and employers located out of
the state were mailed spacial forms to be completed and returned.

Approximately 84 percent of the trainces were located and inter-

viewed, as indicated in Table LIIL
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TABLE LIIT
TRAINEES LOCATED FOR IN-DEPTH FOLLOW-UP INTERVIEWS -
’ Qccupational Areas Number _ Percent
Carpentry 24 83
Brickma:sonry 27 93 .
Meat Processing B 18 69
Nurse Aide 28 88 .
Total o7 84

Table LIV gives data on interviews of employers. In a few cases, c

more than one employer was interviewed concerning a particular

trainee.




TABLE LIV
EMPLOYERS' IN-DEPTH FOLLOW-UP INTERVIEWS

Occupaticnal Areas Number Percemf
Carpentry 15 52
RBrickmasonry 20 86
Meat Processing 12 46
Nurse Aide ’ 21 - 86

" Total 73 63

Job 'Performance

Relationships of Job Performance to Training Performance
and to In-Put Characteristics may be described for male trainees.
(Comparable data for Nurses Aide Trainces is not available). The
following discussion describes the characteristics of the 84 maie
trainees who completed training, the 17 who were not located at the
time the analysis was undertaken (two additional carpentry trainées
were located later znd appeared in the foregoing totals), and the 67
trainees for whom complete interview data is available.

There were 17 trainees who completed tralning and were placed

on jobs who were not found for interviewing in the follow-up survey.

Examination of the records of these seventeen trainees provided the
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following description of them.

TABLE LV
CHARACTERISTICS CF TRAINEES NOT INCLUDED
IN FOLLOW-UP SURVEY
C....racteristics Percent
Age
Under 30 41
30 - 39 24
40 and over 35
IQ Rating
Average a4
Below average 52
Inferior or Defective 24
Technical Training Area
Carpentry 29
Brickmasonry 24
Meat Processing 47 -
Literacy Level
11 A i1 35
TAAY 85

Representation in the "Not Included" group of the under 30 and

over 40 trainees was greater than their representation in the trainee

population while the 30 - 39 age group was under-represented. Nearly
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two-~thirds of those "not included"” were in the lower-literacy ("AAY)
group. The average IQ group was under-represented, 'a.nd the below-
average and inferior IQ group were over~represented. In tern:,ts of
the skills training area, the meat processing trainees. were over-

P

represented,

The former trainees included in the follow-up survey were of

the following training identification:

TABLE LVI

ACADEMIC GROUPING AND TECHNICAL TRAINING AREA
OF TRAINEES IN FOLLOW-UP SURVEY

Academic .
Grouping  Brickmasonry Carpentry Meat Processing’  Total

AN 12 13 10 35
"AAT 12 12 8 32
Total 24 25 18 . © 8T

The employment histories of this group reported that all of the

trainees had been employed following training. The number of jobs

on which they had been employed were:
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TABLE LVII

NUMBER OF JOBS HELD BY TRAINEES IN FIRST SIX MONTHS
FOLLOWING COMPLETION OF TRAINING

Job . ' Number Percent
One job 30 44,8
Two jobs 20 29.9
Three jobs . 10 14,9
Four jobs 7 10, 4

#

When considered in terms of vocational skills training area,
initial em{aloymen’c as a result ofc the projeqt job placement service,
sixty-two were placed in jobs for which they im.d been trained., Five
took employment unrelated to their training- -fwo {from carpentry, and
three from meat processing.
Fifty-six first-job employers of these trainees were located.
Fifteen each of the carpenters and meat processors, and sixteen of
the brickmasons were reported as having done satisfactory work: Five
carpenters and five brickmasons were reported as having done unsatis-
factory work. No meat processors were reported as having done

unsatisfactory work.
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TABLE LVIII
REPORT ON SECOND JOB EMPLOYMENT

Brickmasonry Carpentry  Meat Processing

Number reporting

second jobs 19 13 o
Job unrelated to
- training 4 3 2
Satisfactory : _
performance 9 8 2
Unsatisfactory :
performance 4 0 1
No employer report 8 5 2
‘ TABLE LIX

HOURLY WAGES ON FIRST AND SECOND J OB:S

Vocational Skills

Hourly Wages Brickmasonry Carpentry Meat Processing
First Second First Second First  Second
Not given - -- 1 - - -
Less than $1.00 .- - 1 - - ——
$1.00 - $1.99 7 6 16 10 6 4
$2.00 - $2.99 17 12 1 11 1
$3.00- $3.99 - - 1 2 1 -

Total 24 18 95 13 18 5
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A relationship between sati.;fact@ry performance and 1ength of

time on the job may be expected, The following shows what the

relationship was:

TABLE LX
LENGTH OF TIME EMPLOYED ON FIRST JOB AND
. PERFORMANCE ON JOB
Leng’tl{ of time Performance on First Job
on First Job Not Given Sati§factory . Unsatisiactory
Not given - - 3 1
Less than 1 month 3 3 ' 4
1 - 2 months - 7 4
3 - 4 months - 2 4 1
o months or more 2 29 0

The economic impact on those who completed the training may
be measured by comparison of employment status and earnings as

reported in the intake interview at the beginning of training and by the

six-months afterward survey.
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TABLE LXI
EARMNINGS OF TRAINEES BEFORE AND SIX I\;IONTHS
AFTER TRAINING '
Employment and Weekly Six-Months
Earnings Before Training After Training

Farmers | 11 -
eUnemployed c 23 ‘ =1
$20 or less 3 1
$21 - $39 6 -
$40 - $59 16 '3
$60 - $79 8 c 22
$80 - $99 ~ 18
$100 - $139 - " 13
$140 - and above == 4
Total 87 : 87

The 34 male trainees who reported earnings in the intake inter-
view had averagé weekly earnings of $47. 48 with a range frcgn{ less
than $20 per week to $79 :per week, In the survey 56 male trainees
reported earnings that averaggd $85. 92 per week with a range,

T excepting one case, from $40 to $170 weekly.

The overall picture is one that demonstrates the improvement
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that MDTA type training can bring in the economic status of the dis-
advantaged adult, but there are questions that arise that need '
attention.

1,  How to account for those unempioyed at the time of the
survey ? -

2o What does the 55 percent of trainees who had more than
one job in six months mean?

- -8,  What indicators were there during the training experience
of success or lack of success in on-the-job perfqrmance?

The trainees were grouped for instruction inté two categories:
"A"~ -those with higher than eighth grade equivalency and "AA"--
those with less than eighth grade equivalency. In Chapter VII the
gross differences between the two groups were discussed and their
response to training was described, It was found that theria v\;as no

significant relatiopship between literacy level and Revised Beta IQ

scores. We now give attention to any relationships between the "A"
group and the "AA" group in job performance subsgquent to training, .

The 67 former trainees who were interviewed in the follow-up
survey were divided--35 in the "A" group and 32 in the "AA" group.

Employer reports on trainees in jobs were secured with the following

results:
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TABLE LXII

EMPLOYERS' APPROVAL OF TRAINEES WORK'ACCOﬁDING
TO JOB AND LITERACY GROUPING DURING TRAINING

"A" "AA!!

Ist 2nd 8rd 1st 2nd 3rd
Job Job Job Job Job Job

) Not gfven 7 - 8 3 4 0 6
Satisfactory 25 10 4 21 ) 4

. Unsatisfactory ﬂ 3 .4 0 7 1 0
Total 356 17 7 32 20 10

TABLE LXIII

HOURLY WP:.GES OF TRAINEES ACCORDING TO JOB AND
LITERACY GROUPING DURING TRAINING

MA!I HAA"

st 2nd 3rd 1st 2nd 3rd
Job Job " Job Job Job Job

$1.00 - $1.99 1 8 3 0 14 3
$2. 00 - $2.99 12 8 2 17 6 6
$3. 00 and over 22 2 2 14 O 2
Mot given 0 1 0 1 0 0

Total 35 17 7 32 20 10
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TABLE LXIV

NUMBER OF JOBS HELD ACCCORDING TO LITERACY
GROUPING DURING TRAINING '

" Number of Jobs "A" Group AA" Group

One 18 12
Two 10 10 ’
Three or more . T ) 10 .
Total 35 32
TABLE LXV

LENGTH OF TIME WORKED ON FIRST JOB ACCORﬁING
TO LITERACY GROUPING DURING TRAINING

Group
HA" HAA"
Not given 2 2
I.ess than one month 3 7
One to four months 11 11
Five months or rr;.ore 19 12

Total 35 32
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Twenty-seven pc-::rcent of Group "A" trainess held one job for
'six months following training while 18 percent of Group "AA"’ remained
on the first job, Eleven percent of Group "A" and 15 percent of Group
”'AA" had three or more jobs in that period of time.

Ten of Group "A" and 16 of Group "AA" trainees worked at some
time for less than two dollars per hour, Twenty-six of Group "A"
and sixteen of Group "AA" worked fox: $3. 00 or more per hour,

Fourteen employers of Group "A" trainees and seventeen em-

ployers of Group "AA" trainees had suggestions as follows about

trainces as their employees:

TABLE LXVI

EMPLOYERS' SUGGESTIONS ABOUT TRAINING OF EMPLOYEES
ACCORDING TO LITERACY GROUPING DURING TRAINING

. Group "A"  Group "AA" Total
. More practical experience 6 4 10
" Better selection of trainees 3 9 12

Specific skills need to be taught 4 3 7

Need to develop speed ! 1 _ 2

Total
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The trainees' evaluation of their training and work experience

;avas sought through asking the questions that follow, The reéponses

to these questions are given also.

TABLE LXVII

TRAINEES EVALUATION OF THEIR TRAINING
AND WORK EXPERIENCE
. ~ Undecided
Questions ‘oY Percert. .
Not Given Yes No
1, Are you satisfied with present job? 16 75 0
2.  Was training sufficient for job? - 02 8
3. Hag basic education helped on the job? 2 98  --
Percent
4,  What was the most beneficial part of
training?
Not given 5]
Everything 19
Technical Skill 40
Technical Skill and Math 13
Technical Skill and English 3
Technical Skill, English and Math 12
‘ , Counteling 0
3 On-the-Job Training _3
100
| 5,  What in your training was unnecessary?
! Not given 5
| Counseling 3
Related Activities 28
Testing 3
Basic Education 5
56

| Nothing

|

100




TABLE T,XVII (Continued)

TRAINEES EVALUATION OF THEIR TRAINING
AND WORK EXPERIENCE

Questions
. Percent
8.  What was your reason for leaving
the first job?

" Not given -0

Work ended or laid off ) 33

Health problem - 6

Irregular work 10

Didn't like employer or fellow employees 3

Transportation problem

Wages too low .

Tound better job 8

working on first job- 34
.. 100

Of special interest are the eleven trainees among the 67 who were
reported unemployed at the time of the survey. Four of them were
meat processing trainees, three were carpeptry trainees, and four

were brickmasonry frainees.




1
|
|
]
|
{
)
I

TABLE LXVIII

DESCRIPTION OF TRAINEES FOUND UNEMPLOYED
IN FOLLOW-UP SURVEY

Teachers Evaluation

Pergonal  Peer .
Literacy Technical  Charac- Identific- Reasons given for
Group Skill teristic cation Unemployment
Brickmasonry
1 A Average Average  Acceptable  Work was irregular
2 A Below Average  Isolate Unable to work be-
Average cause of weather
8 AA Below Average  Isolate Completed first
Average job; laid off
second job
4 A Below Average  Isolate Laid off first job;
Average Second job com-
pleted
Carpentry
1 AA Below Average Isolate Health not good,;
Average Worked two weeks
on first job; None
since
2 AA Below Average Isolate Completed job;
Average” not called again
3 A Average Average  Isolate Employer could not

provide full time
employment
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TABLE LXVIII (Continued)

DESCRIPTION OF TRAINEES FOUND UNFMPLOYED

IN FOLLOW-UP SURVEY
 Teachers Evaluation
’ Dersonal Peer .
Literacy Technical  Charac- Identific- Redsons given for
Group Skill teristic cation Unemployment
Meat Processing
1 A Average Above Isolate Employment on
Average job not training-
related and quit
2 A Average Above Acceptable Has disability re-
Average tirement, Worked
in a person's
place who return-
ed; may work
again .
3 A Below Above Isolate Left first job
Average Average because of illness.
Left second job
because would not
let cut meat
4 A Above Above Star June to i'anuarj
Average Average apprenticeship,

Manager let him
go. Manager says
he was willing and
worked hard but
lacked minimum
speed.
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Work in the construction trades is seasonal and uncertain and
' the carpenter or brickmason with limited training has- difficulty in
competing for the .jobs available. It is interesting to note that in
terms of liten,:«'acy level eight belonged to the "A" group and three to the
"AAY group. ”Ac'cording to the teachers' evaluation, all were average
or above average on the personal characteristics scale while seven
were belov; average and four were ave'ra.ge on the technical skill scale.
A most interesting fact is that peer ratings on the socio-metric scale
placed eight of them in the isolate category, two in the acceptable
category and one was in the star category. The suggestion of peer
evaluation as an indicator of job performance is an intriguing one.

The crucial question the follow-up survey sought an answer for
was employers' satisfaction with the work of the trainees they had
hired. Employers were asked to rate an employee s%.mply as

"Satisfactory" or "Unsatisfactory" with the following res;:lt:

Satisfactory 46
Unsatisfactory 10

The next question to be asked is "What indicators observed in the
training experience are rclated to satisfactory job performance?"

Relationships between satisfactory job performance and the following

factors were examined:

1, IQ Rating

2. Literacy Level
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3. Work Interest

r . 4, Emotional Adjustment
5, Teachers Evaluation

8. TPeer Evaluation

The results of examination of trainees' records for relationships

are given below:

TABLE LXIX

RELATION OF SATIéFA CTION OF JOB PERFORMANCE
. AND SELECTED CHARACTERISTICS OF
EMPLOYED TRAINEES

Mumber:; 46 Number: 10
Satisfactory Unsatisfactory

1. IQ Rating
00 - 109Average 23 3
. 81 - 89 Below Average 8 2
' 71 - 80 Inferior 10 4
70 and below Defective 5 1
2. Literacy Category
Below 6th grade 20 5
8 - 8 grade 21 5
Oth grade or ahove 5 -
3. Work Interest
Low 31 5

4, Emotional Adjustment

Poor 25
Good 21

o1 Ot
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TABLE LXIX (Continued)

RELATION OF SATISFACTION OF JOB PERFORMANCE
AND SELECTED CHARACTERISTICS OF
EMPLOYED TRAINEES

Number: 46 =~ Number: 10
Satisfactory Unsatisfactory

O0A. Teachers' Evaluation
. Course Performance

High 32

2 -
Low 14 8
0B, Teachers' Evaluation
Personal Characteristics
Low 5] 4

8. Peer Evaluation

Star ) 2
Highly Acceptable 17 1
Acceptable 16 5] *
Isolate 4 2




CHAPTER IX
ANALYSIS AND CONCLUSIONS
The training program deseribed in this report was designed and
carried out on the basis of several assumptions that may be stated as

theorétical and operational hypotheses. Tests of the hypotheses were made

by using indicators of the degree of successiul performance on the part

of trainees in their courses of instruction, and through indicators of the
degree of successiul job perforinance in émployment in which they have
been engaged sincé the cormpletion of their training.

The scope of the study of the degree of success'in training and in
job pariormance included what characteristics of the persons taking train-
ing influenced their guccess. Another consideration was how the training
matrix encouraged or discouraged the trainees. The basic concern in
undertaking this training project was to answer the question: Can a
training course prepare low literacy unskilled adults for entry level
employment at selected gkills in a 12 -month pcriod of instruction?

Appraisal of the effectiveness of the training given in this project
involves gonsideration of many qualitative variables, hut a sma'nall pop-
ulation. The analysis requires use of appropriate measures of relation-
ship between qualitative variables.

The varibles considered are:
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1.  Interest, aptitudes, intellectual development, and
emotional adjustment as predisposing factors or
antecedent variables,

9. Performance of the trainee in {raining and performance
on the job following training as the dependent variables,

3. Counseling and class instruction during training as
intervening variables.

Determination of the quality of these variables requires

indicators that are imprecise at best, and of dubious worth at worst,

Report on results of some indicators used, find them to be "not

applicable" for the use to which they were put. Inthe analysis of

relationships between variables, the experimental rather than the

demonstration character of the project will be emphasized.

Hypotheses - Theoretical

A.

B.

Psychological and social attributes of the adult trainee will
influence the degree of success he achieves in training and
in employment,

Successful occupational training depends upon the level of
basic education of the trainee.

Adults who lack marketable vocational skills can be given
sufficient technical information ahout a skill, and develop .
adequate use of fundamental techniques in use of the skill,
in a 12-month period of training to equip them with essential
occupational know-how for entry employment at the skill.

Null Hypotheses - Operational

1.

Scores on a battery of psychological tests have no relation to
scores on tests evaluating performance in training.
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9.  There is no significant difference in terms of emotional
adjustraent and performance in training,

8, Thare is no significant difference in terms of performance in
technical skills training between trainees with some elementary
school education, and those with some high school education,

4,  There is no significé.nt difference in terms of performance °
level of trainecs in technical skills instruction and in hasic
education classes.

a 5,  There is no significant difference in terms of instructors'

evaluation of training performance and employers' evaluation
of job performance.

8. Peer evaluations are hot useful as indicators of satisfactory
job periormance.

A, TPSYCHOLOGICAI AND SOCIAL ATTRIBUTES OF TII ADULT
TRATNEE WILL INFLUENCE THE DEGREE OF SUCCESS lIE
ACHIEVES IN TRAINING.

1, Scores on a battei*y of psychological tests have no relation
to scoras on tests evaluating performance in training.

Tntorest. A first concern cxpressed is the kind of interest

the trainee had in the skill for which he was trained. ,

. The technical skills training areas were decided upon and persons
wore invited to take the training, Thus choice was initially limited.

Within the choice limitations, there was restriction on selection
of alternatives. Hatablishments that employ meat processors do not
employ older men, Consequently, younger applicants for training were
directed into meat processing classes.

Limitations placed on the size of training groups resulted in

division of older men, as nearly as practicable, on the basis of
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~ their choice between carpentry and brickmasonry.
On the hasis of three work interast indicators réported on in

the discussion of Input Characteristics, the trainees as a group had

no focused or concentrated work interest, They showed lowest
interest in mechanical occupations. Only two trainees indicated
carpentry to be their highest vocational interest while 3C were to be

assigned to training in carpentry. The trainees preferred indoor to

L4

outdoor, white collar to blue collar, and clean to dirty hands pursuits.

The results of these psychologicaf tests appear to be consistent
with the work hisfory of the trainees. Their employment records
showed that they had worked on several jobs, apparéntly whatever jobs
they could get, sich only 18 iaercent reported that the jobs they had
been employed onﬁhad been highly related.

From counseling interviews, there is corroborative evidence
that the trainees wanted to "do better", "make more money", "improve
living conditions" without any great concern about the skills,

The following contingency tables show t‘he relationship between

scores on the Work Interest Index given at entry to the training program

and the composite instructors' evaluation of the performance in train-

ing at conclusion of training.
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For these qualitative measures and small numbers, the calcu-
lation of chi square is sufficient to indicate the existence or absence of
significant relationship without straining to establish a degree of rela~

tionship under the circumstiances. The relationship between the Work

Interest Flexibility score, and the Instructors' Exit Evalvation score

is consiGered significant, while the relationship between the aspiration

level scores and Instructors' Exit Evaluation scores are considered not

to be significant.
It may be concluded that;

The trainees entered training without great

interest in the skills for which they were to
be trained.

Aptitudes. In some learning theory aptitudes are classified as

intervening variables. For our purposes, Wé chose to consider them
as antecedent variables because trainees were enrclled in training and
assigned to a training group without a test of aptitudes. The tests of
aptitudes were given before training began, but were not used to place
trainees. Our interest here is to determine whether or not aptitude
test scores have a relationship to evaluation of training performénce

scores.

The two tests used, Intuitive Mechanics Test and Mechanical

Movements Test were considered by the psychologist as instruments

that would come nearest to giving indication of the aptitudes of our

trainees. Results obtained showed trainees scoring in the "qu"‘ and
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TABLE LXX '

WORK INTEREST FLEXIBILITY SCORES AND INSTRUC'I‘ORS'
EXIT EVALUATIONS

Work Interest Instructors' Exit Evaluation of Trainee
Flexibility Performance
Score i
Below Above "

Average Average Average Total

Low 0 0 0 0
Average 4 21 28 53 °
High 2 12 17 31
Total 6 33 45 84
X2= 6, 55
TABLE ILXXI
WORK INTEREST ASPIRATION SCORES AND INTRUCTORS'
EXIT EVALUATION .
Work Interest “Instructors™ Exit Evaluation of Trainee
Aspiration Level Performance
Score .
Below Above ,
Average Average Average Total
Low 0 4 4 8
Average 6 28 41 75 "
High 0 1 0 1
Total 6 33 45 - 84

X4 = 2. 88
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"Average" categories on both tests. Despite doubt about these tests
having any usefulness for our purposes, we did examine the relation-
ship between trainees' scores on them and instructors’ evaluation

scores on trainee performance. JE

TABLE LXXII

MECHANICAL MOVEMENTS TEST SCORES AND INSTRUCTORS'
) EXIT EVALUATIONS

i\ﬁi‘cfl;;n;g?; Instructors' Exit Evaluation of Trainee
Test Score Performance
Relow Above

Average Average Average Total
Low 3 18 1927 33
Average 4 19 33 56
High 0 0 0 0
Total 7

37 46 . 89
X" = 3.16




TARBLE LXXIII

INTUITIVE WMECHANICS TEST SCORES AND ]NSTRUCTORS’
EXIT EVALUATIONS

Iﬁggﬁ;ﬁc g Instructors' Exit Evaluation of Trainee
Test Score L Periormance _
Below Above
Average Average Average Total
Low 1 31 19 51
Average 4 0 34 38
High 0 0 0 0
Total 5 31 53 89
X2 = 36.01

The relationship between performance and the Intuitive Mechanics

Test is considered significant while the relationship between performance °

and the Mechanical Movements Test is not considered significant.

We may conclude that:

No acceptable measure of aptitude of trainees for
the skills for which they were trained were used.

Aptitudes for this group of traineces was not deter-
mined.

Intellectual Development. With evidence of 1 ck of focused inter-

est on the part of trainees when they entered the program, and no evi-

dence of aptitudes for the training they were given, general intellectual

development became the third antecedent variable to be considered.
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The indicators of intellectual development that were used are:

Reviced Beta Examinaticn to determine IQ‘

Non~Verbal Reagoning Test

Verbal Reasoning Test

Perceptual Ahilities
Closure Flexibility

Closure Speed

Percentual Speed

Rationale for the use of the Revised Reta Examination has been

repeated several times in this report. We come now to chserve the
relationship between scores on this test and instructors' evaluation

scores which is significant.

TABLE LXXIV

REVISED RETA EXAMINATION ,.cORES AND INSTRUCTORS'
EXTT EVALUATIONS

Revised Beta

Examination Instructeors! Exit Evaluation of Traince

Scores | Performance
Below Above .
Average Average Average Total
Inferior or Defective 3 16 4 23
Below Average 2 12 16 30
Average a 2 9 22 33
Total 7 37 42 86
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The Mon-Verksl Reasoning Test is designed to measure, through

the medium ot pictorial problems, a person's ca.pacit;} to think logically.
Such a test would seem to be particularly appropriate for use with these
trainees. The relationship between scores on this test and instructors’

evaluation scores is shown below.

TABLE LXXV

~ NON-VERBAL REASONING TEST SCORES AND INSTRUCTORS!
EXIT EVALUATIONS

Nqn;Verbal Instructors' Exit Evaluation of Trainee
Reasoning Port
Test Scores eriormaince
Relow Above

Average Average Average Total
T.ow 3 28 44 86
Average 0 1 2 3
High 0 0 0 0
Total 8 37 46 89 °

X2 = 49
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TABLE LXXVI

VERBAL REASONING TEST SCORES AND INSTRUCTORS'
EXIT EVALUATIONS

gerbalﬁi Instruclors' Exit Evaluation of Ti'a.inees,
casoning ‘ Performance
Test Scores
RBelow Above
i Average Average Average Total
Low 3 10 10 23
Average 8 24 33 60 |
High 0 3 8 ©
Total 8 37 46 89
PSEER:

The relationship belween the instructors' evaluation of trainee

performance and scores on the Revised Reta Examination are consider-

. cd significant. The relationships between performance scores and both

the Verbal and Non~Verhal Reasoning Tests were not significant. Scores
on the perceptual abilities tests were so concentrated in the low range of
scores as to suggest that effort to discover the relationship between them
and instructors' performance scores would be a futile oxercise.

The fourth antecedent variable to be considered is emotional
adjustment. Our second operational hypothesis is:

2. There is no sionificant difference in terms of
emotional adjustment and performance in training.
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The indicators of erotional adjustment used were:

The Rotter Incomnlete Sentences Rlank

The Emo Questionnaire

The latter provided scores on internal adjustment, environmental
adjustment, and overall adjustment. An attempt is made to describe
whatever relationship there may be between instructors' evaluation
scores and scores made on tests used as indicators of emntional adjust-

ment. The Rotter Incomnplete Sentences RBlank is designed to describe

maladjustment and direction of maladjustment.

TABLE LXXVII

ROTTER INCOMPLETE SENTENCE BLANK SCORES AND
NSTRUCTORS!' EXIT EVALUATIONS

Rotter Incom~

plete Sentences Instructors' Exit Evaluation of Traince
Rlank Scores Performance
Below Above
Average Average Average ' Total
Liow 9 11 8 91
Average 3 17 95 45
High 1 3 7 ' 11
Total 8 31 40 77
X2 = 2,62

The chi square obtained indicates there is no significant relation-

ship between scores on the Rolter Test and scores on the instructors’

evaluation.
3
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TABLE LXXVII

EMO QUESTIONNAIRE OVERALL ADJ USTMENT SCORES AND
TNSTRUCTORS' EXIT EVALUATIONS

Emo Questionnaire

Instructors' Exzit EValua.tion of Traihee
Overall AdjuSt" Performance
ment Scores
Below Above
‘ Average Average Average  Total

Relow Average 4 8 5 17
Average 0 - 17 19 36
Above Average 3 9 21 33
Total 7 34 45 86

X2 = 19, 34

TABLE LXXIX

EMO QUESTIONNAIRE ENVIRONMENTAL ADJUSTMENT SCORES
AND INSTRUCTORS' EXIT EVALUATION

‘Eﬁ,ﬁﬁ‘ﬁfﬁéﬁﬁf""i”e Instructors! Exit Evaluation of Trainee

Adiustment Score Performance

Below Abhove
Average Average Average Total

Below Average 4 2 10 18
Average 2 15 24 41
Above Average 1 17 11 25
Total T 34 45 86

X2 = 15,62
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TABLE LXXX

EMO QUESTIONNAIRE INTERNAL ADJUSTMENT SCORES AND
INSTRUCTORS' EXIT EVAL,UATION

Emo Quectionnaire

tornal Adiust Instructors' Exit Eva,luation of Trainee
Intecnal Adjust- ~ Performance
ment Scores
Below Above

Average Average Average Total .
Below Average 1 7 4 12
Average 3 10 18 31 |
Above Average 3 17 23 43
Total 7 34 45 88

XP = 2,74
‘'he chi squares obtained indicate there is a significant relation-

ship between instructors' evaluation and the Emo Qverall Adjustment '

secale and Environmental Adjustment Seale but not a significant relation-

ship between instructors' evaluation and the Ermo Internal Adjustment

scores and the Rotter Incomnlete Senteneecs I2lank scores.

‘T'o test the creative ability of the trainees, the Cree Quaegkion.

naire and the AC Test of Creative Ability were administered. Chi

square distributions showed a significant relationship between the in-

structors' evaluations and the Cree Questionnaire (XZ = 18, 31), but not

between the instructors' evaluations of performance and the AQ Test of "

Creative Ability (X2 = 8,82). No measures of creativity on the part of




2381

trainees in the course of training were used. Creative potential and
creative performance may not be related. '

Other tests whose results showed no significant relationship to
the trainees' performance as reported in the instructors' evaluations
were;

1. Swvace Thinking

2. Word Fluency

3. Understanding Communication

The following tests appeared useful as indicators of the perfoi‘-
mance potential of the population in this MDT training project:
1. The Revised Beta as a measure of mental ability.

2. The Work Interest Index and the Minnesota Vocational
Interest Inventory proved useful as measures of interest.

3. The Gray Oral Reading Test as a measure of the reading
levels.

4. The Jowa Tests of Basic Skills proved useful as measures
of skill levels. '

5. The Rotter Incomplete Sentence Blank, Cassel Group
Level of Aspiration and the Emo Questionnaire proved
useful in measuring aspects of personality and adjust-
ment, but they should be used in connection with other

mezasures of personality and adjustment rather than the
single use of either.

B. SUCCESSFUL OCCUPATIONAL TRAINING DEPENDS UPON
THE LEVEL OF BASIC EDUCATION OF THE TRAINEES,

The trainees were divided into two groups at entry into training.
One group (Group "AM") had 2 mean reading grade level of 9.6 and the

other (Group "AA") a mean reading grade level of 4.9.
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3. There is no significant difference in terms of
performance in Techiical training between
trainees with some elementary education and
those with some high school education.

When Groups "A" and "AA" are compared in terms of tr~ techni-
cal skills, instructors' exit evaluations, no significant relationship is

ohserved between literacy level and performance in technical skills

classes, -

TABLE LXXXI

TECHNICAL SKILLS INSTRUCTCORS' EXIT EVALUATIONS OF
TRAINEES IN GROUPS "A" AND "AA"

Technical Skills .
Instructors! AN Group” AAN
Evaluations
High 28 21
Tow 15 22

X% = 1.74

Instructors' Evaluations

The foregoing discussion of the relationship of scores on tests
and instructors' evaluations of performance in training carries the im-
plicit assumption that an cvaluation by an instructor is a valid measure
of performance., Validity of this assumption may be questioned, and

instructors' evaluations were examined.
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There were three technical instructors, two commumications
'instcuctors and two computation instructors, cach of whom zﬁ%@de three
evaluations of the performance of each trainee he or she taught at three~
mébnth, gix-month , and twelve-month intervals. The numerical scores
were grouped into three general levels of reported performance - low,
avei'age, high. ‘

A first consideraiion is what kind of scorer the instructor was.
The foliowing table shows scoring of the trainees by technical skills

instructors:

TABRLE LXXXI
COMPARISON OF EVALUATION PATTERNS OF TECHNICAL
SKILLS INSTRUCTORS
Sco;ingaii’ceg‘ory Brickmasonry Carpentry Meat Processing
Y : PERCENT ‘
Evaluation :
High
First 50 . b4 69
‘Second 45 52 59
Third 52 62 53
Average
First 30 33 28
Second 34 28 37
Third 27 17 35
Low ‘
First 20 13 3
Second 21 20 4

Third 21 21 12
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TABLE LXXXIII

' COMPARISON OF EVALUATION PATTERNS OF C'OMMUN'IC‘ATION
SKILLS AND COMPUTATION SKILLS INSTRUCTORS3

Scoring Category Communication - Communication
at Fach Instructor 1 Instructor #2
BEvaluation Sectionl Section?2 Sectionl Section 2
High ]
First 70 79 40 37
Second 55 54 59 50
Third 62 62 72 25
Average
First ' 23 21 51 50
Second 28 48 30 37
Third 31 31 - 20 56
Liow
First “ 2 0 9 13
Second 17 0 11 13
Third 7 7 8 19
Scoring Category Computation Computation
at Each Instructor 4 Instructor 2
FEvaluation : Sectionl Section?2 Sectionl Section 2
" High
First 43 19 55 43
Second 66 38 59 77
Third 48 25 81 46
Average
First 40 31 28 50
Second 24 38 26 15
Third 38 31 31 46
Liow
First 17 50 17 7
Second 10 25 15 8
Third 14 44 8 8
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4, There is no significant difference in terms of
performance level of trainees in technical skills
instruction and in basic education classes.
A second consideration of the instructors' evaluations was what
relationship may be observed between the vocational skills instructors!

scores and the comrunication and computation instructors' scores. On

the third or exit evaluation, the scores showed the following relationships

which were significant as measured by chi square:

EXIT EVALUATION
Vocational Skills Cdmmunication Skills Computation Skills
___High Liow_ High TLow
High 38 8 33 13
Low 12 26 6 32
X2 = 24.18 X = 97. 88

Another check on the communication and computation sk.i]ls

- 4

instructors' evaluation was made by re-administering the Iowa Tests

of Basic Skills at the end of training and comparing the results which

indicated a significant relationship which follows: ' ,;

Towa Tests of Instructors' Iixit Evaluation

Skills High Low '
7.5 and above : 19 5
4.5 -T7.4 25 28

X2 = 9.90
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C. ADULTS WHO LACK MARKETARBLE SKILLS CAN
BE GIVEN SUFFICIENT TECHNICAL INFORMATION
ABOUT A SKILL AND DEVELOP ADEQUATE USE OF
FUNDAMENTAL TECHNIQUES IN USE OF THE SKILL
IN A 12-MONTH PERIOD OF TRAINING TO EQUIP
THEM WITH ESSENTIAL OCCUPATIONAL KNOW-HOW
FOR ENTRY EMPLOYMENT AT THE SKILL,

0. Instructors' evaluations are a good indicator of potential,
satisfaction in job performance,

Cf the 11 unemployed former trainees, one was given an exit

evaluation of abcove average by technical skills instructors, four were -

given exit eyvaluations of average, and six were given exit evaluations

of below averadqge.

Of the 66 ciaployed former trainees, 48 were reported as doing

satisfactory work and 11 as doing unsatisfactory work by their employers.

When satisfaction on the first job held is related to literacy groups "A"

and "AA", the following is the result:

Employers

Estimate of Literacy Group
Joh Performance A" HAAM
Satisfactory 25 .21
Unsatiisfactory 3 7

There appears some difference according to literacy group, but

not ¢nough to calculate satistically.
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A test of cmployers verbal appraical of employee satisfaction
may be wages paid, We ezamine the wages of all trainee~employecs

on the first job they held and get the following results:

Hourly o Literacy Group
Waqges | AN _HAAM
$1.00 - $1.99 1 0
2.00 ~ $2.99 12 17
$2.00 and Over , 22 14
Not Given 0 1

Xz = 2.24 not significant

Seventoen trainec-enipl@yees in Group "A" and 20 traince-cm-
ployees in Group "AA" reported having worked on a second job belwecen
completion of training and the follow-up survey, The eomparative

wages were:

$1.00 - $1.99 6 14
$2.00 - $2.99 8 8
$3.00 and Over 2 0
Not Given 1

XZ = 2. 57 not significont
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6. Peer evaluations are not useful indicators of catis-

factory jcb periormance.

A soclometric exercice was utilized in ordcr to secure the
trainces' evalnation of their peers. The question uced to get an ecti-
mate of pot@ntia:l job periormance was:

If you ave offcred employment when you complete your

training here where you would work with a pariner and

success on the jobh depended on how good a job your

partner would do, who in this group would you choose to

he your partner?

Eight of the 11 unemployed troince-~-cmployces were not selected
by any of their pecrs and were clascified as "Isolates",

When peer evaluation and catisfactory and nauatinfactory employ-
ar estimates of job performance were related, a significent X% of 4.45
was obtained.

The program of instruction and the pregramn of counceling as
intervening variables were on initial concern of this experiment but no
means were found to meagure their influence on in-put characteristics
that would influence gueecus in training or satinfaction in job perfor-
mance. We asgume that the lack of differentinls between Group "AY

and "AA" in job performance may be attribuled to the influence of the

training pregrom and the coungeling program.
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Summary

The objective of this analysis was to determine the relation-

ships between the dependent variables-~Performance in Training and

Periormance on the Jeb, and asserted independent variables assumed

: to be related to suceess, or lack of suecess, in training and on the job.,

. We have 2 small number of cases -~ a possible total of 84

trainces who completed training, and 67 who were included in the follow-

up survey. To determine the relationship hetween cur qualitative vari-

ables, the idea of corvelation applied to non-quantitative data, called
contingeney, is used. The % (ehi oquare) measure may be uged to
cxpress significance of relationships since our number of cases i both
small and conctant. The fact that a large I (number of cases) is likely
to preduce a large Xz is of no importance in our circumstonee where

) the N remains constant. The significonce is determined at .05 level.
The larger the chi square, the stronger the relationship between the
variables, is clearly evident in this analysis.

A summation of our findings presenting the qualitalive vari-

able concidered the indicators used and the significance of relationship
between the variable and performance in training and performance on

the job is given below.

v EC \/_\ }
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Qnalitative

Indicator XZ
Vaorighle

(Tents Used)

TNTEREST Work Intecas G.55

wlezibility

Work Interest 2.28
Lepiration

APTITUDES echenical 3,16

svement

Tutnitive &6.01
everent

INTELLECTUAL Raovipged Beta 13.0
DEVELOPMELY bWooamirstion

Non~-Verbal . 42
Reasening

Verbal Reasoning 1,37

ADJUSTMIENT Rottor Incomnlete 2.062

oentenee 13lank

Tmo Onestionnaire

nbernal 2.74
Adjustment

Fnvironmoental 15.062
Adjustment

Overall 12.34
Adjustment

TRAINING
SUCCEBS

Teackors' Bvaluation

Course 8.13
Parformance

Relationship
to Performance
in "Training

Rignificant
Mot Significant
Mot Significant
Significant
pignificant
Not Significant

Mot Significant

Wot Bignificant

Not Significant
oignificant
Significont

Relationship to
satinlactory Job
Darformance

Significont .

El{l

FullToxt Provided by ERIC.

v

«




Qualitative
Variable

TRAINING
SUCCESS

Indicator
(Tects Used) XZ

Teachers' Fvaluation

Personal 5,22
Characteristics
Prer Kvaluation 4,45
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Relationship to
Saticfactory Job
Pericrmance

Significant

Significant
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DESCRIFTIVE STATISTICS

CHARACTERISTICS OF TRAINEES IN LITERACY CATEGORIES

GROUP A CROUP AA
* Number Percent Number Percent
TOTAL ‘ 47 100 45 100
Table 1. AGE OF MALE TRAINEES
Age

20 - 24 10 21.3 9 20.0
25 - 29 7 14.9 8 17.8
30 - 34 ' 8 17.0 9 20.0
35 - 39 10 21.3 5 11.1
40 - 44 9 19.1 12 28.7
45 ~ 49 3 6.4 2 4.4

Table 2. PROFESSED GRADE COMPLETED FOR MALE TRAINEES

Groade Completed

Under 4 0 0 1 2.2
4-8 8 17.0 10 22.2
7-9 13 27.7 20 44,4
10 - 12 20 55.3 13 28.9
Not Given 1 2.8
Toble 3. REVISED PETA 1. Q. SCORE

I.Q. Seore :

00 - 109 Average 24 61.1 14 31.1
€0 - 80 Relow Average 16 34.0 13 28.9
71 =79 Inforior 4 8.5 12 26.7
70 and Below - Dofective 3 6.4 6 13.8




GROUP A GROUP AA

Number Percent Number Pervcent .

Table 4, ENTRANCE READING SCORK

Score
Relow 2.0 0 0 2 4.4
2.0 ~3.9 0 0 7 15.6
4.0 - 5.9 2 4,3 27 60.0
6:0 -~ 709 8 1700 '7 15:6
8.0 -9.9 14 29.8 2 4,4 )
10.0 - 11.9 §) 12.8 0 0
12.0 and Above 17 36.2 0 0
Mean 9.57; 8.D, 2.33 Mean 4.67; 8.D, 1.55

Toble 5. EERICUS PROBLEMS O MOONEY PROELEM CHICK LIST

Inmber of Prolems :
Mene 4

8.5 7 15.6
1-5 18 34.0 9 20.0
5 -10 7 14.9 13 28.9
Over 10 20 42.6 16 35.6

Table 8, MITERIAL ADJUSTMENT ON LEVEL OF BMOTI ONAL

HHALTH
Tnternal Adjustment Seore
Weot Given 2 4,3 2 . 4.4
Abeve Average 22 46.8 22 48,9
Average 13 217.1 19 42,.2
Below Average 10 21.3 2 4,4




GROUP A GROUP AA
Mumber  Percent Number  Percent
Table 7. ENVIRONMENTAL ADJUSTMENT ON LEVEL OF
’ RMOTIONAL HEALTH
Environmental Adjustment Score
Not Given 2 4.3 2 4.4
Above Average 9 19.1 4 8.9
Average 20 42.6 22 48.9
Relow Average 16 34.0 17 37.8
Table 8. OVERALL ADIUSTMENT
Overall Adjustment Score
ot Given 2 4,83 2 4,4
Above Average 17 36.2 17 37.8
Average 17 36.2 20 44,4
Reclow Average 11 23.4 6 13.3
. Table 9. ROTTER TNCOMPLETE SENTENCE BLANK
neore
. Not Given 10 21.3 3 8.7 .
130 - 139 2 4.3 0 0
120 - 129 7 14.9 3 6.7
110 - 119 7 14.9 5 11.1
100 - 109 8 12.8 8 17.8
90 - 08 6 12.8 13 28.9
80 - 89 8 12.8 10 22.2
70 ~ 79 3 6.4 2 4.4.
60 ~ 69 0 0 1 2.2




GROUP A
hrahar

GROUP AA

Percont

Tumber

Taoble 10, CANSEL GROUP LEVEL OF ASPIRATICN FIRST GOAL

Peorcent

Mean 83.1; S.D. 27.0

Mean 7'7.2; S.D. 31

SCORE
neore
Not Given 3 6.4 1 2.2
S~8 0 0 2 4.4
0-14 4 8.5 3 . 6.7
16 - 20 19 40.4 22 48.9
21 - 26 8 17.0 6 13.8
' - 32 5] 10.6 7 15.8
338 ~ 68 ) 10.6 0 0
89 - 44 3 6.4 4 8.9
Taoble 11. CASSEL ASPIRATION D SCORE
Seure
Not Given 3 6.4 1 2.2
0~-9 11 23.4 8 17.8
1.0~1.9 14 29.8 18 40.0
2:0"2n9 8 17:0 12 2607
3.0 ~ 3.9 8 12.8 2 4.4
4,0 ~ 4,9 1 2.1 0 0
5.0 - 5.9 1 2.1 3 6.7
6.0 ~ 6.9 3 6.4 1 2.2
Table 12, CASSEL LEVEL OF ASPIRATION SCORE
Seore
Not Given 3 (5.4 1 2.2
0~19 2 4.3 2 " 4.4
20 - 39 1 2.1 1 2.2
40 - 59 1 2.1 9 20.0
€0 -~ 79 15 31.9 14 31.1
80 - 99 15 31.9 9 20.0
100 -~ 119 7 14.9 4 8.9
120 - 139 2 4.3 3 6.7
140 and Above 1 2.1 2 4.4




GROUP A GROUP AA
Tumber Percent  Mumber Perceont

Tabic 18. EXIT READING SCORE

Seore
Not Given 4] 12.8 3 6.7
Below 2.0 0 0 2 4.4
2,0~28.9 0 0 8 17.8
4.0 - 5.9 4 8.5 12 20,7
6;0"‘7’9 9 1901 10 2202
8.0 - 9.9 10 21.8 8 13.3
10.0 ~11.9 6 12.8 2 4.4
12.0 and Ahove 12 25.5 2 4.4
Table 14. VERBAL REASCNING TEST SCORE
‘ Seore
| ot Given 2 4,3 1 2.2
25 ~ 31 2 4,8 3 6.7
‘ 39 - 45 17 26.2 14 81.1
‘ 46 - 52 13 7.7 9 20.0
| 53 - 59 4 8.5 3 - 8.7
i G0 - GG 5 10.6 0 0
} Mean 46. 36; S.D. 8.61 Mean 41.05; S.D. 8.58
|
T Table 15, NOM-VERBAL REASONTNG TEST SCORE
’ Score
Not Given 1 2.1 1 2.2
20 and Below . 1 2.1 7 15.8
21 - 27 11 23.4 13 28.9
28 - 34 16 34.0 15 33.3
35 ~ 41 ' 16 34.0 8 17.8
42 - 48 2 4.3 0 0
l 49 -~ 655 0 0 1 2.2




GROUP A GROUP AA
Number Pcereent Number Percent

Pable 16, WORD FLUENCY TEST SCORE

Beore

Not Given

Relow 20 ) 5 10.8 8 13.3
20 ~ 27 7 14.9 21 46.7
28 -~ 35 12 25.5 11 24.4
36 ~ 43 15 31.9 7 15.68
44 - 61 6 12.8 0 0
52 - B9 2 : 4,3 0 0

.

Teble 17, ULDERSTANDIRIG COMMUNICATIONS TEST SCORE

Deore

Lot Given 0 0 1 2.2
Z4 ~ 29 8 17.0 26 57.8
0 - 85 18 38.3 14 31.1
6 - 41 12 25.5 2 4,4
42 - 47 7 14.9 2 4,4
48 ~ B3 ‘ 1 2.1 0 0
54 - 59 1 2.1 0 0
Table 18, VOCARULARY ON BASIC SKILLS DEVELOPMENT
Amount of Gain

ot Given 4 8.5 9 20.0
Loss 13 7.7 13 28.9
No Loss or Gain 3 6.4 1 2.2
Gain Liess than 0.5 8 17.0 7 15.8
Gain 0.5 -« 0.9 11 23.4 7 15.6
Gain 1.0~ 1.9 6 12.8 6 13.8
Gain 2.0 - 2.9 1 2.1 2 4.4
Gain 3.0 and Above 1 2.1 0 0




GROUP A GROUP AA
Number Percent DMumber Percent

. Table 19. READING ON IOWA TESTS OF BASIC SKILLS

Amount of Gain

Not Given 3 6.4 9 20.0
T.088 12 25.9 11 24.4
No Loss or Gain 2 4.3 1 2.2
Gain Less than 0.5 17 36.2 8 17.8
Gain 0.5 - 0.9 9 19.1 4 8.9
Gain1.0-1.9 4 8.5 11 24.4
Gain 2.0 - 2.9 0 0 1 2.2
Gain 3.0 and Above o) 0 0 0
Table 20. LANGUAGE ON ICWA TESTS OF RBASIC SKILLS
Amount of Gain :
Not Given 6 12.8 10 22.2
Loss 11 23.4 12 26.7
No Loss or Gain 0 0 3 6.7
Gain Liess than 0.5 6 12.8 12 26.7
Gain 0.5 - 0.9 9 19.1 6 13.3
Gain 1.0 - 1.9 14 29.8 2 4.4
CGain 2.0 - 2.9 1 2.1 0 0

¢ Gain 3.0 and Above o) 0 0 o)

Table 21. ARITHMETIC ON IOWA TESTS OF BASIC SKILLS

Amount of Gain

Not Given 5 10.6 14 31.1
Loss 7 14,9 12 26.7
No Lioss or Gain o) o) 0 0

Gain Less than 0.5 4 8.5 3 8.7
Gain 0.5 - 0.9 10 21.3 8 17.8
Gainl.0 - 1.9 16 34.0 7 15.6
Gain 2.0 - 2.9 2 4.3 1 2.2
Gain 3.0 and Above 3 6.4 0 o)




GROUP A GROUP AA
Number - Percent  Number Percent

. Table 22. GRADE LEVEL COMPOSITE

Amount of Gain
Not Given 7 14.9 5) 11.1
T.oss 8 17.0 6 13.3
No Loss or Gain 1 2.1 1 2.2
Gain Less than 0.5 5 10.6 6 13.3
Gain 0.5 - 0.9 8 17.0 7 15.6
Gainl1l.0-1.9 14 29.8 16 35.6
Gain 2.0 - 2.9 3 6.4 3 6.7
Gain 3.0 and Above 1 2.1 1 2.2
Table 23. READING ON IOWA TERSTS OF RASIC SKILLS
Amount of Gain .
Not Given 7 14.9 7 15.8
Liosgs " 8 17.0 4 8.9
No Lioss or Gain 2 4.3 0 0
Gain Liess than 0.5 4 8.5 5 11.1
Gain 0.5~ 0.9 12 25.5 13 28.9
Gain1.0-1.9 10 21.3 9 20.0
Gain 2.0 -~ 2.9 3 6.4 6 13.3
Gain 3.0 and Above 1 2.1 i 2.2 '
Table 24. LANGUAGE ON IOWA TESTS OF RBASIC SKILLS
Amount of Gain
Not Given 7 14.9 5 11.1
L.oss 5 10.6 0 0
No Loss or Gain 1 2.1 0 0
Gain Less than 0.5 6 12.8 5) 11.1
Gain 0.5 - 0.9 12 25.5 14 31.1
Gain1.0~1.9 12 25.5 19 42,2
Gain 2.0 - 2.9 3 6.4 2 4.4
Gain 3.0 and Above 1 2.1 0 0
A-T




GROUP A GROUP AA
Number Percent Number Percent

Teble 95. ARITHMETIC ON IOWA TESTS OF BASIC SKILLS

Amount of Gain

Not Given 8 17.0 5 11.1
T.oss o 3 6.4 1 2.2
No Lioss or Gain 0 0 0 0
Gain Less than 0.5 4 8.5 4] 13.3
Gain 0.5 - 0.9 8 17.0 9 20.0
Gain1.0 - 1.9 10 21.3 20 44,4
Gain 2.0 - 2.9 6 12.8 3 6.7
Gain 3.0 and Above 8 17.0 1 2.2
Table 26. NICHOLS PROFICIENCY TEST SCORE (FIRST TEST)
Score
Not Reported 3 6.4 5) 11.1
Under 50 Unsatisfactory 31 66.0 33 73.3
50 - 54 BRelow Average 5 10.6 3 6.7
55 - b9 Average 5 10.6 3 6.7
60 - 64 Above Average 3 6.4 1 2.2
85 and Over Superior 0 0 0 0
Mean 50.0; S.D. 4.69 Mean 48.5; $S.D. 3.57
Table 27. NICHOLS PROFICIENCY TEST SCORE (SECOND TEST)
Score
Not Reported 4] 12.8 3 8.7
Under 50 Unsatisfactory 3 8.4 12 26.7
50 - 54 Below Average 5 10.6 12 26.7
55 - 59 Average 13 2.7 12 26.7
60 - 64 Above Average 18 38.3 5 11.1
685 and Over Superior 2 4,3 1 2.2
Mean 58.34; S.D. 2.87 Mean 53.6; 8.D. 2.74
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GROUP A
Number

, Table 28. MINNESOTA VOCATIONAL INTEREST INVENTORY

Percent

GROUP AA
Number Percent

Highest Incerest

Not Given 1 2.1 0 0
Mechanical 0 0 0 0.
Health Service 2 4,3 1 2.2
Office Work 6 12.8 12 26.7
Flectronics 2 4.3 2 4.4
TFood Service 2 4,3 5) 11.1
Carpentry 2 4.3 1 2.2
Sales Office 5 10.8 0 0
Clean Hands 25 532 24 53. 3
Outdoors 2 4,3 0 0o
‘Table 28. MINMESOTA VOCATIONAL INTEREST INVENTORY

Liowest Interest

Not Given 5 10.6 1 2.2
Mechanical 12 25.5 19 42.2
Health Service 2 4.3 1 2.2
Office Work 2 4,3 p 4,4
Electronics 5] 12.8 4 8.9
Food Service 1 2.1 0 0 '
Carpentry 8 12.8 7 15.6
Sales Office 1 2.1 1 2.2
Clean Hands 0 0 1 2.2 .
Outdoors 12 25.5 9 20.0

Table 30, WORK INTEREST INDEX SCORE ~ FLIEXIBILITY SCORE

Lot re

Not Given

20 - 29 Very Liow
30 - 39 Low

40 - 60 Average
61 ~ 70 High

71 - 80 Very High

=D
WO Ok

N®
N-Q!—-‘OOSD
($1]

= -3

4 8.9

0 0

0 0
24 53. 3
13 28.9.

4 8.9




Number  Percent Iumber

Table 31. WORK INTERIZST ASEFIRATION LEVEL SCORE

Score

20 - 29'Very Low 4 8.5 4
30 - 39 Low 0 0 0
40 - 60 Average 6 12.8 2
61 - 70 Tigh 37 78.7 38
71 - 80 Very High 0 0 1

GROUP A GROUP AA
Percent

N#?OO)

O

NS
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CHARACTERISTICS OF TRAINEES TN FACH VOCATIONAL
AREA
Carpentry Brickmasonry Meat Processing
- Number Percent Number Percent Number Percent
TOTAL 31 100 31 100 30 100
Table 1. AGE
20 - 24 years 3 9.7 ) 29.0 7 23.3
25 - 29°years 4 12.9 3 9.7 8 26.7
30 ~ 34 years 7 22.6 8 25.8 4 12.3
3% -~ 39 years 4 12.9 i) 16.1 4 13.8
40 - 44 years 11 35.5 5 16.1 5 16.7
45 -4 years 2 6.5 1 3.2 2 8.7
| Table 2. REVISED BETA I.Q. SCORE
|
90 ~ 109 Average 13 41.9 11 35.5 13 43.3
80 - 89 Relow 9 29.0 9 292.0 13 43.3
Average .
i 71 ~79 Inferior 5 16.1 8 25.8 2 6.7
t 70 and Below - 4 12.9 3 9.7 2 . 8.7
f Defective "
|
l
f‘ Table 3. ENTRANCE READING LEVEL
Reading Score
Relow 2.0 1 3.2 1 3.2 0 0
2.0 -3.9 3 9.7 4 12.9 0 0
4.0 - 5.9 9 29.0 12 41.9 8 28.7
8.0~17.9 9 29.0 3 . 0.7 3 1.0
8.0 ~0.9 5 16.1 2 6.5 8 26.7
10.0 - 11.9 1 3.2 1 3.2 4 13.3
12.0 and Above 3 0.7 7 22.9 q 23.3 .




Carpentry Brickmasonry Meat Processing
Number Percent Number Percent Number Percent
COURSE PERFORMAMCE (FIRST RATING)
Table 4. PARTICIPATION (Response to Assignment)
Rating
Not Given 1 3.2 0 v 1 3.3
. Unsatisfactory 0 0 0 0 0 0
Below Average 2 6.5 1 3.2 0 0
Average 8 25.8 7 22.6 0 0
. Above Average 14 .45.2 17 54.8 18 60.0 -
Superior 8 19.4 8 19.4 11 36.7
Table 5. PERFORMANCE AND QUALITY OF WORK
Rating N
Not Given 1 3.2 1 3.2 1 3.8
Unsatisfactory 0 0 0 0 0 0
Below Average 4 12.9 4 12.9 3 10.0
Average 13 41.9 14 45.2 13 43.8
Above Average 11 35.5 10 32.3 8 28.7
¢ Superior 2 6.5 2 8.5 5 168.7
Table 3. INDUSTRY
Rating .
Not Given 1 3.2 0 0 1 3.8
Unsatisfactory 0 0 0 0 0 0
Below Average 3 9.7 2 8.5 2 6.7
Average 10 32.3 12 38.7 9 30.0
Above Average 17 54. 8 16 51.6 14 46.7
Superior 0 0 1 3.2 4 13.3
B-1




Carpentry Brickmasonry Meat Processing
Number Percept NMumber Percent Number Percent

Table 7. INITIATIVE

Rating

Not Given
Unsatisiactory
Below Average
Average
Above Average
Superior
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Table 8. RESPONSIBILITY

Rating

Not Given
Uncatisfactory
Below Average
Average

Above Average
Superior
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Table 9. ENGLISH TEACHERS' TOTAL SCORE

Rating

Not Given
Unsatisfactory
Below Average
Average
Above Average
Superior

o
(@ RV

| el Ee
OIRrRLNNOH
S
O&PU‘IOJO?D
losNuilel Do
NOORRRFO
O DN
o oo
10O 0 DR
-t =
RPROOGONORK
O Oh
CO?)CDO)
<O O O 1 V]

B-2

et o A T i S5 .-



W

Carnentry Brickmasonry Meal Proce

seing

Number Percent Numhber Percent Number Percent

Table 10. MATHEMATICF W EACHERS' TOTAL & “RE

Rating

Not Given 1 3.2 0 0 1 3.3
Unsatisfactory P 6.5 3 9.7 0 0
Relow Average 7 22.6 2 8.5 5 16.7
Averajye 12 38.7 13 41.9 8 26.7
Abcve Average 9 29.0 12 38.7 14 48.7
Superior 0 0 1 3.2 2 8.7
Tabhle 1L, TRADE TEACHERS' TOTAL SCORE

Rating

Not Given 1 3.2 0 0 1 3.3
Unsatisfactory 1 3.2 0 0 0 0
Below Average 3 9.7 7 22.6 0 - 0
Average 10 32.3 9 29.0 9 30.0
Above Average 7 22.6 10 32.3 10 33.3
Superior 0 29.0 5 16.1 10 33.3
Table 12. AVERAGE OF TOTAL SCORES ON FIRST RATING °
Rating

Not Given 1 3.2 0 0 1 3.3
Unsatisfactory 0. 0 0 0 0 0
Relow Average 4 12.9 3 9.7 0 0
Average 12 38.7 14 45.2 11 36.7
Above Average 13 41.9 13 41.9 17 03.3
Superior 1 3.2 1 3.2 2 6.7

B-3
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Carpentry Brickmasonry Meat Processing

Number Percent Number Percent Number Percent

CCURSE PERFORMANCE (SECOND RATING)
Table 13. PARTICIPATION (Response to Assignment)

Rating

Not Given 2 8.5 2 6.5 3 10.0
Unsatisfactory 0 0 0 0 0 0
Below Average 2 6.5 2 6.5 0 0
Average 8 25,3 6 19.4 4 13.3
Above Average 15 - 48,4 11 35.5 10 33.3°
Superior 4 12.9 10 32.3 13 43.3
Table 14, PERFORMANCE AKD QUALITY OF WORK

Rating y

Not Given 2 8.5 2 8.5 3 10.0
Unsatisfactory 0 0 0 0 0 0
Below Average 3 9.7 2 6.5 4 13.3
Average 14 45,2 16 51.8 10 33.3
Above Average 10 32.3 ) 29.0 12 40.0
Superior 2 8.5 2 8.5 1 3.3
Table 15. INDUSTRY

Rating ‘

Not Given 2 6.5 1 3.2 3 10.0
Unsatisfactory 2 8.5 2 8.5 3 10.0
Below Average 0 0 0 0 0 0
Average 3 9.7 5 168.1 3 10.0 |
Above Average 10 32.3 10 32.3 9 30.0
Superior 14 45,2 13 41.9 12 40.0




Carpentry Brickmascnry Meat Processing
Number Percent Number Percent Number Percent

Table 16. INITIATIVE |

Rating
Not Given 2

Unsatisfactory 0
Relow Average 4
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Table 17. RESPONSIBILITY

Rating
Not Given

Unsatisfactory
Below Average
Average

Above Average 1
Superior
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Table 18. ENGLISH TEACHERS' TOTAL SCORIE

Rating

Not Given
Unsatisfactory
Below Average 1
Average 1
Above Average
Superior
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Carnentry Rrickmasonry Meat P'rocessinq
Number Percent Number Percent Number Percent

Table 19. MATEEMATICS TEACHERS' TOTAL SCORE

Rating

Not Given
Unsatisfactory
Below Avérage
Average

Above Average 1
Superior
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Table 20. TRADE TEACHERS' TOTAL SCORE

Rating

Not Given
Unsatisfactory
RBelow Average
Average
Above Average 1
Superior
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Table 21. AVERAGE OF TOTAL SCORES

" Rating
Not Given

Unsatisfactory
Below Average
Average
Above Average
Superior
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Carnentry Rrickmagonry Meat Processing
Mumber Percent Number Percent Number Percent

COURSE PERFORMANCE (THIRD RATING)
Table 23. PARTICIPATION (Response to Assignment)

Rating

Not Given 2 6.5 2 6.9 4 13.3
Unsatisfactory . 0 0 0 0 0 0
Relow Average 4 12.9 1 3.2 1 3.3
Average 7 22.6 8 25.8 4 13.3
Ahove Average 12 . 38.7 11 35.% ) 30.0 -
Superior 6 19.4 9 29.0 12 40.0
Table 23. PERFORMANCE AND QUALITY OF WORK

Rating :

Not Given 2 6.5 2 8.5 4 13.3
Unsatisfactory 2 6.5 0 0 0 0
Below Average 1 3.2 3 9.7 2 6.7
Average 12 38.7 12 58.7 12 36.7
Above Average 12 38.7 14 45.2 12 36.7
Superior P2 6.5 0 0 2 8.7
Table 24, INDUSTRY

Rating .

Not Given 2 6.5 2 8.5 4 13.8
Unsatisfactory 1 3.2 0 0 0 0
Below Average 6 19.4 4 12.9 4 13.38
Average 8 19.4 11 35.5 6 20.0
Ahove Average 13 41.9 14 45,2 14 46.7
Superior 3 9.7 0 0 p 8.7




Carpentry Brickmasonry Meat Processing
Number Percent Number Percent Number Percent

Table 256. INITIATIVE

Rating .

Not Given
Unsatisfactory
Below Average
Average
Above Average
Superior

-»

SV RO
WA D
LW
ommmgm
o OIS

T SN
O DD

e
R OR oD
MR oo
RPN O

‘Table 26. RESPONSIBILITY

| Rating

Not Given
Unsatisfactory
Below Average
Average

Ahove Average 1
Superior
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Table 27. ENGLISH TEACHERS' TOTAL SCORE

Rating

Not Given
Unsatisfactory
Below Average
Average
Above Average
Superior
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Carpentry Brickmagonry Meat Processing
Number Percent Number Percent Number Percent

Table 28, MATHEMATICS TEACHERS!' TOTAL SCORE

Rating
Not Given

Uns.. sfactory
Relow Average
Average
Above Average
Superior
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Table 29. TRADE TEACHERS' TOTAL SCORE

Rating

Not Given
Unsatisfactory
Below Average
Average

Above Average
Superior
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. Table 30. AVERAGE CF TOTAL SCORES

Rating

Not Given
Unsatisfactory
Below Average
Average

Above Average
Superior
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Carpentry Brickmasonry Meat Processing
Number Percent Number Percen: MNumber Percent

SOCIOMETRIC DESCRIPTION
Table 21. JOB PARTNER CHOICE

Rating

Not Given’ 2 8.5 -2 8.5 4 13.3
Star 8 25.8 4 12,9 7 23.3
Highly Regarded 10 32.3 7 22.6 6 20.0
Acceptable 8 25.8 16 51.8 7 23.8
Isolates 3 9.7 2, 6.5 6 20.0

Lable 32. ROOMMATE CHOICE

Rating

Not Given 2 6.5 2 8.5 4 13.3
Star 8 19.4 5 16.1 8 28.7
Highly Regarded 9 29.0 8 26.8 , 4 18.38
Acceptable 11 35.5 13 41.9 ?) 30.0
Isolates 3 9.7 3 9.7 5 168.7
Table 33. VISITOR IN THE HOME CHOICE

Rating

Not Given 2 6.5 2 6.5 4 13.3
Star 7 22.8 5 18.1 4 13.3
Highly Regarded 8 19.4 8 19.4 6 20.0
Acceptable 11 35.5 13 41.9 13 43,3
Isolate 5 16.1 B 16.1 3 10.0

13-10




. I~-PUT TEST SCORES

TEACHERS’ EXIT EVALUATION OF TRAINEES

-Below Average Average Above Average Superior

Table 1. OVERALL ADJUSTMENT

Not Given 0.0 3 8.1 1 2.4 0 0.0
Above Average 3 42.9 9 24.3 20 7.6 1 25.0
Average 0.0 17 45.9 17 40.5 2 50.0
Below Average 4 57.1 8 -.21.86 4 9.5 1 25.0
Table 2. ROTTER INCOMPLETE SENTENCES
Not Given 1 14.3 6 18.2 5 11.9 1 25.0
130 - 139 0 0.0 1 2.7 1 2.4 0 0.0
120 - 129 1 14.3 2 5.4 8 14,8 0 0.0
110 - 119 2 28.6 1 2.7 9 21.4 O 0.0
100 - 109 0 0.0 8 21.6 6 14.3 0 0.0 .
90 - 99 1 14,3 8 21.8 9 2l.4 1 25.0
80 - 89 1 14.3 8 21.8 5 11.9 1  25.0
70 - 79 0 0.0 3 8.1 1 2.4 1 25.0
60 - 69 1 14.3 0 0.0 0 0.0 0 0.0
Table 3. CASSEL LEVEL OF ASPIRATION
Not Given 1 14.3 1 4.7 1 2.4 1 25.0
0-19 0 0.0 2 5.4 2 4.8 0 0.0
20 - 39 0 0.0 1 2.7 1 2.4 0 0.0
40 ~ 59 3 42.9 5 13.5 2 4.8 0 0.0
60 - 79 3 42.9 14 37.8 8 19.0 38 175.0
80 - 99 0 0.0 5 13.5 19 45,2 0 0.0
100 - 119 0 0.0 6 18.2 5 11.9 0 0.0
120 - 139 0 0.0 2 5.4 2 4.8 0 0.0
140 amd Above 0 0.0 1 2.7 2 4.8 O 0.0




Below Average Average Above Average Sunerior

No, » No. % No. % No. %
Table 4. AGE T
20 - 24 Years 0 0.0 0 0.0 0 0.0 0 0.0
25 - 29 Years 0 00 11 29,7 8 19.0 1 25.0
30 - 34 Years 1 14.3 6 18.2 7 16,7 1 25.0
40 - 44 Years 2 28,86 2 5.4 7 - 16.7 0 0.0
45 -~ 49 Years 3 42.9 11  29.7 7 16.7 0 0.0
00 Years and 0 0.0 2 b.4 3 7.1 0 0.0
Over
Table 5. REVISED BETA I1.Q. SCORE
Not Given 0 0.0 0 0.0 0 0.0 0 0.0
00 - 109 Average 2 28.6 9 24.3 22 52 .4 s 75.0
80 - 89 Relow 2 28.86 12 382.4 16 38.1 1 25.0
’ Average
71 - 79 Inferior 2 28.6 10 27.0 2 4.8 0 0.0 .
70 and Below - 1 14.3 6 18.2 2 4,8 O 0.0
Defective
{ Table 8. GRAY ORAL READING TEST SCORE
Not Given 0 0.0 o) 0.0 0 0.0 0 0.0
Below 2.0 1 14.3 0 0.0 1 2.4 0 0.0
2.0~ 3.9 2 . 28.8 2 5.4 3 7.1 0 0.0
4,0 - 5.9 2 28.6 15 40.5 12 28.6 1 25.0
6.0~7.9 2 28.06 6 18.2 6 14.3 1 25.0
8.0-9,9 0 0.0 6 16.2 9 21.4 0 0.0
10.0 - 11.9 0 0.0 0 0.0 4 2.5 0 0.0
12.0 and Above O 0.0 8 21.8 7 16.7 2  50.0
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Surerior
No.

Above Average

Below Averaqe
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sSuperior

Above Average

Average

Relow Average

% No.

No.
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No.,
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CLOSURE SPEED

O.&nwpmﬁ..nw..mnu.
N R

OO A OO

OCOVDOIUWMNRN®D

’’’’’’’’

OO U U
e vt O v v

oomn@geﬁz

He—t O~ O WO O

BOOR=OWBVO
2 O

NNOHAOIUNWO
Lo B!

QOO ONOO

’’’’’’’

4«8?004&00
Lam HAVRS

HONMNMOOHO0O

Not Given
18 - 283
24 ~ 29
30 - 35
36 - 41
42 - 47
54 - 59

48 - 53

PERCEPTUAL SPEED

Table 11.

OO0OO0OO0OOCOO0O0O

lllllll

OWVOWWOOWO
(A A A (A

O OH1OHO

HFwo-<Ape-H <

........

(AN N o NeaRio R g Buo AR Ay
LA NA R o]

I~ 0MNMOE~-~0

VOO Uiz O
QT = 05 o9

3u498110

NAAOCNODOOO

.......

LNOH’DVDOOO
<t IO

~HMOANOOO

S

(82 ] [TaNaa O Nep)
mWZWmA.BBG
t.m R S S T B |
Lo Jw ] QOO <A
NB%GQ3456

WORD FLUENCY

Table 12.

OOOOO0ODO

CCCCCC

OOWVWO OO
a O W

OO0OHHNOO

QQQQQQQ

NHNNH"1 O

i
OO
OO O
o O 1 v

CCCCCCC

OWVWNOOOO
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Below 20
20 - 27
28 -~ 35
36 ~ 43
44 - 51
52 - 59
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~ i

Relow Average Average Above Average Superior
No No.

No. %

% No. %.

%

Table 13. UNDERSTANDING COMMUMICATIONS - Exit Evaluation

Not Given 1 14,8 O 0.0 O 0.0 O 0.0
24 ~ 29 4 57.1 14 37.8 15 35.7 O 0.0
30 - 35 2 28.6 14 37.8 14 33.3 1 25.0
36 -~ 41 0 0.0 4- 10.8 8 19.0 2 60.0
42 - 47 0 0.0 5 13.5 4 2.5 0 0.0
48 - 53 - 0 0.0 O 0.0 O 0.0 1 25.0
54 ~ 59 0 0.0 O 0.0 1 2.4 0 0.0
Table 14. NICHOLS PROFICIENCY ~ Exit Evaluation
Skill Score (1st)
Not Reported 2 28,6 3 8.1 2 4.8 0 0.0
Under 50 4 7.1 28 T75.7 29 69.0 2 50.0
Unsatisfactory
50 - 54 Below 1 14.3 1 2.7 6 14.3 O 0.0
Average c
55 - 59 Average 5 13.56 1 2.4 2 50.0
60 - 84 Above 4 9.5 O 0.0
Average
85 and Above
Superior
Table 15, MECHANICAL MOVEMENTS
Not Given 0 0.0 O 0.0 1 2.4 O 0.0
20 - 29 Very Low 2 28.6 3 8.1 2 4,8 © 0.0
30 - 39 Low 1 14.83 15 40.5 8 19.0 2  §0.0
40 - 60 Average 4 57.1 19 651.4 81 73.8 2  50.0
61 - 70 High 0 0.0
71 - 80 Very High 0 0.0
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Below Average Average Above Averagqe Superior
No. % No. % No. - % No, %

Table 16. INTUITIVE MECHANICS

Not Given P/ 28.6 6 18.2 1 2.4 0 0.0
20 - 29 Very Low O 0.0 T 18.9 O 0.0 0 0.0
30 - 39 Low 1 14.3 24 64.9 23.8 0 0.0
40 - 60 Average 4 5.1 0 0.0 30 71.4 4 100.0
61 - 70 High

71 - 80 Very High

Table 17. FLAGS: A TEST IN SPACE THINKING

Not Given 2 28.6 7 18.9 4 9.5 0 0.0
20 - 29 Very Low O 0.0 O 0.0 0 0.0, O 0.0
30 - 39 Low 4 o7.1 17 45.9 15 35.7 2 50.0
40 - 60 Average 1 14.3 13 385.1 23 54,8 2 50.0

81 - 70 High
71 - 80 Very High

Lable 18. (HIGHEST INTEREST) MINNESOTA VOCATIONAL INTEREST
INVENTORY

Not Given
Mechanical

Iealth Service
Office Work 3
Electronics

Food Service
Carpentry

Sales Office

Clean Hands 4
Qutdoors
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Relow Average Average Above Average Superior

No, % No. % XNo. % No. %

Table 19. (LOWEST INTEREST) MINNESOTA VOCATIONAL INTEREST
~ INVENTORY
Not Given 1 143 4 10.8 1 2.4 0 0.0
Mechanical 2 28.6 16 43.2 11 26.2 1 25.0
. Health Service 0 0.0 0 0.0 3 7.1 0 0.0
! Office Work 1 14,3 O 0.0 3 7.1 0 0.0
Electronics 0 0.0 2 5.4 6 14,3 1 25.0
Food Service 0 0.0 O 0.0 1 2.4 O 0.0
Carpentry 2 28.6 4 10.8 7 . 16,7 O 0.0
Sales Office 0 0.0 1 2.7 1 2.4 O 0.0
Clean Hands 0 0.0 O 0,0 O 0.0 1 25.0
Outdoors 1 14.3 10 27.0 9 21.4 1 25.0
WORK INTEREST INDEX

Table 20. WORK INTEREST FLEXIBILITY SCORE - Exit Evaluation
Not Given 1 14.8 4 10.8 1 2.4 O 0.0
20 - 29 Very Low O 0.0 O 0.0 O 0.0 0 0.0
. 30 ~ 39 Low 0 0.0 O 0.0 O 0.0 O 0.0
40 - 60 Average 4 57.1 21 56.8 24 57.1 4 100.0
8l ~ 70 High 1 14.3 11 29.7 14 33.3 O 0.0
. 71 - 80 Very High 1 14,3 1 2.7 3 7.1 O 0.0

WORK INTEREST INDEX

"Table 21. WORK INTEREST ASPIRATION LEVEL - Exit Evaluation

Not Given 1 14.3 4 10.8 1 2.4 O 0.0
20 - 20 Very Low O 0.0 O 0.0 O 0.0 O 0.0
30 - 39 Low 0 0.0 4 10.8 4 9.5 O 0.0
40 - 60 Ave:r .ge 8 85.7 28 75.7 3T 88.1 4 100.0
61 - 70 Iligh 0 0.0 1 2.7 O 0.0 O 0.0
71 - 80 Very High O 0.0 O 0,0 O 0.0 O 0.0




Below Average Average Above Average Superior
No, % MNo. % No, % No. %

Table 22. AVERAGE OF TOTAL SCORE ~ THIRD RATING

Not Given 0 0.0 4 10.8 2 4.8 0 0.0
Unsatisfactory 1 14.3 0 0.0 0 0.0 © 0.0
Below Average 6 85.7 2 5.4 O 0.0 O 0.0 .
Average 0 0.0 20" bH4.1 8 19.0 0 0.0
Above Average 0 0.0 9 24.3 27 64.3 1 25.0
Superiof 0 0.0 1 2.T 6 11.2 3 175.0
Table 23. JOB PARTNER CHOICE - Exit Evaluation
Not Given 0 0.0 4 10.8 2 4.8 0 0.0
Star 0 6.0 4 10.8 13" 381..0 2 50.0
Highly Regarded 1 14.3 8 21.6 12 28.6 2 50.0
Acceptable 4 57.1 12 32.4 15 3.7 0 0.0
Isolate 2 28.6 9 24.3 O 0.0 0 0.0
Table 24, ROOMMATE CHOICE - Exit Evaluation
F Not Given 0 0.0 4 10.8 2 4.8 0 0.0 )
! Star 0 0.0 4 10.8 12 28,6 3 75.0
5 Highly Regarded 1 14,3 8 21.6 12 288 O 0.0
| Acceptable 3 42.9 14 37.8 15 36.7 1 25.0
i Isolate 3 42,9 7 18,9 1 2.4 0 0.0
|
| Table 25. VISITOR IN HOME CHOICE - Exit Evaluation
Not Given 0 0.0 4 10.8 2 4.8 0 0.0
Star 0 0.0 6 16.2 9 21.4 1 25.0
Highly Regarded O 0.0 6 16.2 11 26.2 1 25.0
Acceptable 2 28.6 14 37.8 19 45.2 2 50.0
Isolate 5 7.4 7 18.9 1 2.4 0 0.0
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Relow Average Average Above Average Supcrior
s ; 4=
yre)

To, No. % No. % No, %
Table 26. ARSENTEE RECORD - Exit Evaluation )
Mot Given 0 0.0 4 10.8 3 "~ 7.1 0 0.0
Tiessthan 5 Days O 0.0 7 18.9 10 23.8 38 '175.0
10 ~ 14 0 00 2 54 11 2.2 0 0.0
. 15 = 19 0 0.0 5 18.5 3 7.1 0 0.0
20.~ 24 0 0.0 1 2.7 O 0,0 0 0.0
25 or Over 7 100.0 10 27.0 14.3 0 0.0

6

Table 27. PARTICIPATION ~ Exit Evaluation

Rating
Not Given 0 0.0 ©0 0.0 ©0 0.0 O 0.0
Unsatisfactory 0 0.0 O 0.0 O 0.0 O 0.0
Below Average 3 42.9 0 0.0 O 0.0 O 0.0
Average 4 7.1 9 24,3 2 4,8 0 0.0
Above Average 0 0.0 28 75.7 2l 50.0 O 0.0
Superior 0 0.0 O 0.0 19 45.2 4 100.0
. Table 28. PERFORMANCE -~ Exit Evaluation
| Ratmg,‘
| ot Given 0 0.0 1 2.7 0 0.0 O 0.0
| Unsatisfactory 0, 0.0 0 0.0 0 0.0 0 0.0
| Below Average 6 85.7 5 13.5 O 0.0 O 0.0
Average 1 14.3 28 7h.7 11 26.2 0 0.0
Above Average o . 0.0 3 8.1 26 61.9 O 0.0
Superior 0 0.0 0 0.0 5 11.9 4 100.0
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 Below Average Average Above Average superior
No. % No. % DNo, % No. %

Table 29. INDUSTRY - Exit Evaluation

Rating

Not Given
Unsatisfactory
Below Average
Average

Above Average
Superior
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Table 30. INITIATIVE - Exit Evaluation

Rating

Not Given
Unsatisfactory
Below Average
Average

Above Average
Superior
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Table 31. RESPONSIBILITY - Exit Evaluation

Rating

Not Given
Unsatisfactory
Below Average
Average
Above Average
Superior
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Relow Average Average .Above Average —Superior
No. % No. Y% No, % MNo. %

Table 32. MATHEMATICS TEACHERS' TOTAL SCORE

Rating e

Not Given 0 0.0 O 0.0 O 0.0 0 0.0
Unsatisfactory 5 7..4 O 0.0 O 0.0 0 0.0
Below Average 2 28.6 12 32.4 O 0.0 0 0.0
Average 0 0.0 20 5H54.1 13 31.0 0 0.0
Above Average 0 0.0 5 13.5 28 66.7 2 50.0
Superior 0 0.0 0 0.0 O 0.0 2 50.0
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MDT FACULTY PRE-PLANNING ACTIVITIES

Classroom ~ Division of Architecture
Willcox "A"

June 6, 1966

8:30 -~ 10,00 Welcome ~ Dean J.A. Welch, Mechanical Industries

Overview - Dr, W, Vincent Payne, Director MDT
Project

Questions

10:00 -~ 10:15 Rreak

10:15 -~ 11:30 Lecture - Principles of Education, Materials and
; Diagnostic Tnstruments -~ Mrs. G.C. Poole

RQuestions

11:30 -« 1:30 .Lunch

*

1:30 - ’4:30 . Workshop - Principles of Education, Materials and
Diagnostic Instruments - Mrs. G.C. Poole

June 7, 19686

8:30 - 11:00 Ti,ecture - Some Principles of Teaching Adults -
Methods, Procedures and Techniques -
Dr. A.P. Torrence

Questions

11:00 - 1.30 Liunch

1:30 - 4:30 Workshop - Principles of Teaching Adults - Dr. A.P,
Torrence




June 8, 10€6
8:20 ~ 11:00

11:00 - 1:30
1:30 ~ 4:30

June 9, 1966

8:20 - 11:00

11:00 - 1:30
1:30 - 4:80

June 10, 1966

8:30 ~ 11:00

11:00 - 1:30
1:30 - 4:30

June 13, 1966

8:30 ~ 12:00

Leeture - Cuidance and Counseling for the Disadvan-
taged Adult -~ Dr, Emma Bragg

QRuestions
Liunch

Workshop ~ Guidance and Counseling for the disad-
vantaged Adult - Dr. Emma Bragg

Lecture - The Research Design ~ Dr. T.ewis Jones
Questions
Taunch

Workshop ~ The Research Design - Dr. Lewis Jones |

Tiecture - The Use and Operation of Audio~Visual Aids
Mr. Walter Scott

Questions

Lunch

Workshop - The Use and Cperation of Audio-Visual
Aids - Mr., Walter Scott

General Meeting - Dr, Payne Presiding
Digcussion of the following:

1. Job Degeription
2. Scheduling

D-1




12:00 - 1:30
1:30 ~ 4:30

. Attendance Keeping
. Evaluation Methods and Procedures

3

4

5. Outline for Writing Reports

6. Teaching Materials and Interrelated Methods
7

. Counselor ~ Teacher Relationships and Respon-
sibilities

8. Disciplinary Action ~ ‘Trainees

9. General Expectations:

a. Director

b. Associate Director

¢. Director of Research

d. Counselor Director

e. General Education Coordinator

f. Technical Skills Coordinator
Lunch

Group Sessions ~ General Discussion on Methods and i
Procedures "

1. Counseling
2. English - Communications Specialist

3. Mathematics - Number Skills Specialist




*

June 14, 1966

9:00 ~ 12:00

19:30 - 1:30
1:30 - 4:30

Workshop Involving the Following:

1. Personnel Managers from Related Trade Areas
2. Labor Unien Officials

3. Voeational Education Officials
4, Employment Service Officials

How Thesr Four Agencies Can Assist in Employment
of Persons Completing the MDT Project

Overview

Genzral Round Table Discussion

1. Ezpeclation of Personnel Managers
2. Labor Union Expectations

3, Vocational Education Officlals
4, Tmployment Service Officials
Tunch - Dorothy Hall Dining Room
Workshop Centinued

Coneclusions

1. :Pcrsonnel Managers

2. Labor Union Officials

3, Vocationol Education Officials

4. Employment Service Officials




June 15, 1966

8:00 ~ 10:00

10:00 ~ 10:15
10:15 ~ 12:15

12:15 - 2:00
2:00 - 4:00

June 16, 1968

8:30 ~ 12:30

12:00 - 1:30
1:30 - 4:30

Meeting of Vocational, Basic Education, and
Counselors in Groups to Coordinate Plans for
Keeping Teaching Materials and Procedures

Related:
Schedule
English Mathematics Counselors
Carpentiry & Nurse Aide Meat Processing
Brickmasonry
Break
Meat Processing Carpentry & Nurse Aide
| Brickmasonry
Lunch

Nurse Aide Meat Processing Carpentry &
) Brickmasonry

Workshop - Involving Basic Education, Vocational
Tducation and Counseling Proccdures

Disccussion of Methods and Techniques to be used in
Relating the Various Trade Areas to Basic Education

1. English - Carpentry and Brickmasonry

2. English - Meat Processing

3. English - Nurse Aide

Lunch

Discussion - Open (Workshcp Continued)

1. Mathemalics - Meat Processing

2. Mathematics - Carpentry and Bric}imasonry

3. Mathematics - Nurse Aide
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June 17, 1966

L

:Dis'cussion ~ Open

1. Counseling~~ ﬁurse Aide

2. Counseling - Carpentry and Brickmasonry
3. Courseling ~ Meat Processing

Summary

Time to be used for individual planning and group
sessions as acheduled by the Director, Associate
Director or the General Education Coordinator.




TRAINEE ORIENTATION WEEK
SCHEDULE OF ACTIVITIES

June 20, 1966

8:30 ~ 12:00 General Meeting ~ Willcox Hall Auditorium

Welcome ¢oevvevensensennees Dr. W, Vincent Payne
Director MDT Project

Introduction of Staff
Assist Trainees in the Following:

Room Assignrments

Meal Ca *ds

Policies and Practices of the Institute
Car Registration

12:00 - 1:00 Lunch

1:00 - 2:30 Tour of Campus |
2:30 - 4:30 Free for Personal Adjustment and Relaxation w'

June 21, 1968

8:30 - 10:30 Welcome Program - Willcox Hall Auditorium

Opening Prayer....... Dr. Andrew L. Johnson
Chaplain, Tuskegee Institute

Overview of OMPER Project.... Mr.J .A. Welch, Dean
School of Mechanical Industries

Music

Introduction of Speaker...... Dr, W. Vincent Payne




10:30 ~ 12:00
12:00 - 2:00
2:00 - 4:30

8:30 ~ 10:00

10:00 ~ 12:00

12:00 - 2:00

Welcome AdAresSS.eeees .. Dr. Andrew P. Torrence
Dean of Academic Affairs

Music
Two Minute Remarks:

Mrs. Miltren L. Hardwick of TICEP
Representing Dr. P, Bertrand Phillips

Mrs. Elizabeth L, Wright
- Director of the College Union

Dr. Andrew L. Johnson
Chaplain of Tuskegee Institute

Dr. B.D. Mayberry, Dean
School of Agriculture

Closing Prayer..e.eveeeee..Dr., Andrew L. Johnson
oGet Acquainted Session

Lunch and Relaxation

Trade Overview: Groups will rotate as scheduled to
the vocational shops for inspection and demonstrations

June 22, 1966

General Discussion of Tuskegee Institute and MDT
Policies as Outlined in Handbook: Questions, Answers
and Emphasis

Workshop to Teach Trainees Proper Way to Complete
Allowance Forms

Liunch and Relaxation




1:00 - 4:30 Towa Test of Basic Skills
Meat Processing and Nursing - Foed Processing
Auditorium

Carpentry ~ Milbank Hall Auditorium

June 23, 1966 T

8:30 - 12:00 Group Counseling Sessions

1. Mooney Problem Check Lists
2., Miscellanecous Counseling Activities

Farm Mechanization Building

12:00 - 1:00 Lunch

1:00 - 4:30 Short Class Dry Run
1. Moot classes for fifteen minutes to allow
trainees to become familiar with classroom

teachers
2. Allow teachers to establish class rolls and

rmeet trainees

June 24, 1966

8:00 - 12:00 Counseling Group Sessions

1. Trade Proficicncy Test
2. Miscellaneous Counseling Activities

Farm Mechanization Building

12:00 ~ 1:00  Lunch
Social.Hour - Farm Mechanization Building

1:00 - 2:00




FILNG FOR ADULT GROUPS

"Developing Your Character"

"Improving Your Personality"
"Personal Problems"

"1Feeling of Hostility"

"Search’for Happiness"
"Tmportance of Goals"
"Personality Conflict"
"Social Acceptability"
"Emotional Maturity"
"Facing Reality"
"Personality and Emotions”
"Relonging to the Group"
"Marriage is a Partnership"
"Making a Decigsion in the Family"
| "Date With Your Family"
"I"inancial Planning"
"Finding Your Life Work"

"Personal Qualities for Job Success"

"Anger at Work"

Audio-Visual Center
Florida State University
Tallahassee, Florida
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"Employment Interview"

"Community Responsibilities"
"Community Health and You"
"Alcoholism"

"Quacks and Nostrums"
"Preparation for Later Years"
"Getting a Job"

"You and Your Work"

"Marriage and the Family"
(Family -~ USA No. SFP-789a)

"Marriage end Family Living"
(No. SFP-794d)

"Family - USA ~ A Complex Society™"
(No. SEP-7894d)

"Family of Strangers"
(No. SFP-889)

"Who's Building Character"

"The Way - Ceiling 5,000"
(No. SIP-807e)

"Responsibility ~ Work oy Home"

"Pressure' (No, SFP-817)

"The Secret" (No. SFP-818) |

Audio-Visual Center
Florida State University
Tallahassee, Florida

i
"
u
H
1
"

n

Department of Air Sciences
Tuskegee Institite
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"Teenager's Parents" (No, SFP-848) Departraent of Air Sciences
Tuskegee. Instituie |

"Buyer's Choice" (NO. SFP-850) !

"Personal Integrity" Department of Military Science
(TF-No. 162518) Tuskegee Institute

-t

"Truth" (TF-No, 162887) "

"Are Yon Really A Man" "
(TF-No. 18-2738) ° |

"The Real Person" . 1"
(TF-~No. 18-3099)

"Self Discipline" : "
(TF~No. 16-2741)

"Clean Speech" "
(TF-No. 16-:3245)

"Courage" (TF-No. 16~3243) ",
"Marriage" (TF-No. 16-2883) "

"Tt's Your Money" "
(MF-No. 16-9912)

"Government Is Your Business" "
(MF-No. 16~7862) '

"Now We Are Parents" "
(MF-No. 16-5012)

"Tn Time of Trouble" "
(MF~No. 16~5013)

"Love Thy Neighbor" "
(MF-No. 16-9080)

"Family" (TF-No. 16-2522) "




COLMUNITY INVOLVEMENT QUESTIONNAIRE
Counseling and Cuidance Department
OMPER Project .
Tuskegee Institute, Alabama
This questionnaire is designed for the purpose of obtaining infor-
mation relevant to the commurity involvement of trainees in OMPER Pro-
ject. This information will be used as supplementary data for conducting
a community experimental program.

Please give the information requested as honestly and completely

as possible. Use peneil in {illing blanks.

Name | Date

Address ,
City and State County St., Box or Route

I. Which of the fbllowing organizations are you a member of?

1. Burial Society

2. ______Eks

3. ____ Other Fraternal order .,
4, ____ Masons

5. PTA

6. List any other organization(s) that you are a member of:




II. What church do you attend?

1. Namne

2. Location

3. Are you a member of this church? Yes___ ; No .

4. Ts this the family church? Yes___; No. , ¢

TII. What school do your children attend? o

1. Name

2. Location -

IV. What do you do for recreation? | -

1. Where do you go for recreation? (Give name of town or place).

V. Where is your trading for groceries done?

1. Name of store

2. Location

VI. Where do you go for medical carc at home?

1. Location

VII. When you worked, (full-time or part-time) where did you work?
1. XKind of work

2. Location




OMPER PROJECT ' N
Tuckegee Institute ) ‘
Tusgkegee Institute, Alabama

Interview Schicdule

Date

Interviewee

Interviewer

This interview schedule is designed for the purpose of securing infor-
mation from the wives of trainees who are enrolled in CMMPER Project.
‘ This information will be used in a research study which involves a
community experimental program.

1. How was the decision :made for your hushand to take part in the
prograrm ?

by you .

by your husband

by you and your hushand both
by other family members

by others

2. How do you feel about the training your husbhand is receiving in the
program.?

very enthusiastic

enthusiastic, but will await outcome
outcome does not matter

will do no ¢ood

undecided

3. Do you feel that the training your husband is receiving will:

improve family living

provide better job opportunity and earnings for husband
provide about the same level of income as before
undecided

1
|
!
)
!
3




4, Did your husbend discuss joining the project with ybu?

. Jes
no

5. When the training was considered, did you:

encourage it
leave it to hushand
discourage it

8. Do you fecl that the training your 'husband is receiving is:

very important

of limited importance
not important
undecided

7, Since your husband has been a trainee in the program have you had
to take on more responsibilities?

AL
no

8. THag the family income inercased since your husband has been in the
program? ‘

yes
no

9. Do you work now?

yes
no

10. Did you work before your husband became a traince?

yes
1no

11. Did participation in the program by your husband bring about any
trangportation problems for other family members, including you?

. ” yes
no
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12. Has the use of the family car by your husband:

helped social life of family

hindered social life of family

social life of family is about the same
undecided

13. Is your husband active in community organizations and activities?

yes  If yes, what organization(s)
no

14. Do you: like the community that you are now living?

L4

yes *
no

15. Inregard to family business, do you:

let hushand handle affairs alone
you handle affairs alone .
you and husband both share in handling affairs

168, Who disciplines the children?

you
husband
share responsibility

17. Do you feel that your husband is:

strong and capable

stubborn

uncertain and indecisive

weak and easily led by other people

18. Do your children:

come to you with most of their problems
go to father with most of their problems
others (specify)




19.

200

21,

22.

23.

24.

What are your feelings toward the location of the training center?

should be within reascnable driving distance °
location is not important

training is more important than location
undecided

—

Would you be willing to move to a new location if your hushand got a
job: (Check appropriate ones)

in another county

. in a city in the county you now live in
in a city in another county

in another state

What do you like best about your community ?

What do you like least about your community?

What do you think you can do to help improve your community ?

Spouse?

Do you know where any of the following agencies are located or how
to contact them? If so check the ones you know.

Tarm Iome Administration
Soil Conservation Service
County Eztension Agent
Sheriff's Office

Tire Department

Roard of Revenue

Tax Collector

Health Department
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25. Do you have any of the following in your community? (Within'5 miles
of your home) .

community center

playground

health center

public or private library '
4-H Club |
RBoy or Girl Scouts
social club
newspaper route
Headstart ,
VISTA (Volunteers in Service to America)
CAP (Community Action Program)




OMPER PROJECT
TUSKEGEE INSTITUTE ,
TUSKEGEE (NSTITUTE, ALABAMA

RELOCATICON QUESTIONNAIRE

1, Name 2. Date

(Last) (First)
3. Address '
(Mumber and Street) (City) (County) (State)
4, Telephone No. ' 5. Height _ 6. Weight
7. Marital Status: Single Married Other
8. No. of Children 9. Highest Grade You Completed in School ____

10. Would you like for OMPER to locate a job for you? Yes No

11. Do you own your home? Yes No

12. Do you have: 2. Driver's License Yes No :
B. Car Yes No
C. Truck Yes No '
D. Tools Yes No

13. What kind of job are you interested in locating?

A. First Choice
RB. Second Choice

14. Do you expect to be'recalled to'work or become self-employed?

] ’ Yes No Uncertain

15. Where were you employed before entering OMPER Program?

0 a3 ik P S o P I IS

16. How long were you employed there?

(Years and Months)




”

17. Approximately how much were you earning?

18. Where were you employed before the last job?__ !

How long did you work there?_

19. Do you have any other special training other than that which you are
now engaged in? Yes No

Describe if yes.

20. According to your present situation, where do you plan to work when
you complete training?

21. Will you be able to move to another location for employment?

Yes No

22. Are you interested in working in or near your home town?

Yes No

23. What is the name and address of a person you would like for us to
contact concerning employment?

(Name)

(Address)

(City) (State)
24. Are you only interested in working out of the State? Yes No

Where?




L4

25. When you complete training, how much would you consider as an
acceptable hourly wage? :
- A. $1.00 per hour .
B. $1.50 per hour
C. $1.75 per hour _
D. $2.00 per hour
E. More than $2 o
26. Are you interested in being placed on a job in which you can receive
further training even though the wages may he a little less. :
' ’ Yes_ . No
)
E I-2
|
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RESEARCH AND RETRAINING PROGRAM
TUSKEGEE TNSTITUTE ]
TUSKEGEE INSTITUTE, ALABAMA

Job Development Contact Sheet

Job Development Officer(s) Date

1. Name of Perscn Contacted:

Address: Telephone

3. Tirm or Organization:

' 2. Titie of Person Contacted:

i 4. Summary of Discussion: )

A. Placement - Potential Number:

Trades:

B. Potential Date(s) for Employment:

C. Salary Discussed:

' D. Additional Information Requested by Potential Employer:

i 5. Action Reccmmended‘:

6. Comments:




TUSKEGEE INSTITUTE
RESEARCH EXPERIMENTAL & DEMONSTRATION PROJECT

COURSE PERFORMANCE RATING

Period Ending

Class

Time
Teacher

4 . Above Average

3 - Average
2 - Below Average

RATING LEGEND:
5 - Superior
1 - Unsatisfactory

app]ica’cion ;

and quality of

ssignment, performance,
and responsibility.

Please rate eackh student in your class according to

<
Q
act
(0
4)]
=
Q
2,
(1)
QO
-
o
(o}
nu
4]
A=y
O
ot
52
-
Q
Q.

DIRECTIONS:

initistive,

work, industry,

Total

jmance

Unreliable

Respon-

sibility |perior-

TUnreliable

Somewhat dependable

Usually dependable

Conscientious

Assumes much responsibility

Initia-
tive

Merely coniorms

Salaom 1nmiiates

raquently imuates

onsistently selt

ciively creative

Industry

So1dom WOrks even under pressure

Needs constant pressure

Sads cccasional preacing

Tepares work regularly

Sseks agditional work

mance &

Urnacceptable

Seldom acceptanie

Acceptable

sually above average

Alwavs above ayveradge

Participa-| Perior-

-

1€~

2on

Drotests or indifferent

Seldom accepts

Accepts someiimes

Cheerfully accepts most times

sponse to | quality of

assignment work

Cheerfully accepis

Applica-

tion

Never applies

Seldom applies

 Applies sometimes

Diligent most times

Always diligent

54321‘5432154321543215432154321

Trainees




TUCKEGEE MNSTITUTE ;
FESTARCH EXPRATMEITAT. & DENCISTRATION PROJECT |
PRESONAL CHARACTERISTICS RATING i

RATINIG LEGEND: f
5 -~ Superior Pericd Ending
4 - Above Average Class '
’ H
3 - Average Time 3
2 - Below Average Teacher
1 -~ Unsatisfactory i
DIRECTICNS: Please rate each student in your class according to honesty, punctu-
ality, respect for avthority, concern for cthers, physical fitness,
and personal appearance.
L4 A
weopeel Concern| Physi- |Persenall, .
YA ine o Punctut o Armen Total
Trainees Honesty alit for au- for cal DpeAr- Score
Y | theority | Ctherg| Fitness| ance | :
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TUSKEGEE INSTITUTE OMPER PROJECT
Tuskegee Institute, Alabama

Student Supnorting Course Appraisal

Name ' Date

Class Instructor

DIRECTICINS: We are agking you to complete this form so that we
can improve the training program. It is very impor-
tant that you answer each auesticn truthiully, just as
you feel. Indicatc your answer by placing a check
mark opposite the answer of your choice,

EXAMPLE:  What color is the United States Flag?

1. white, green, and red.
2. __ v rcd, white, and blue,
2. blue, yellow, and orange.

1. What do you think about thic course?

a. Too hard; eannoct understand the work.

b. Tco easy; information already known.

c. Satisfactory; learning the information and enjoying the
course,

2. Do you feel that you can afford to miss this class?

a. _____ Often

b. _____ Sometimes
c. ____ Never
Why?




3. Do you think this course is necessary for you.

| ¥ t § ¢ ¥ v '

2 ] 3 *
a. _____ Necessary
b. — Somewhat Necessary

c. Not Necessary ” l

Why?

4. How do you perform in this class?
| &, ________ Above many members o% the class.
i b. _____ About like the average of the class.
c. _____ Poorer than most members of the cleass.
5. What about the books you uce?
a&. ______Too hard
b. _____ Batisfactory

c. Too easy 7

Comments:

6. Do you feel free to talk in class?

2. Yes

S i S—

b. ‘No

Why do you feel this way?

o




|
.
,
F

7. If you could, would you like to give this course up?

&, __Yes
b. _____ Maybhe
c. ____No
Why ?
TEACHER:
8. How does your teacher tcach this course?
a. _____ 'Teaches subject matter most of the time.
b, ____ eldom teaches cubject matter.
c. _____ MNever tecaches subject matter,
9. How interesting dees your teacher make the lesson?
a. _____ Intoresting most of the time,
b, _____ fometimes interesting.
c. ot interesting.
10. Do you understand your teacher?
a. _____ Clear most times.
b. _____ Clear sometimes.
¢. _____ Not clear most times.
11. How punctual is your teacher?

a. Usually on time.

b. ’ Seldom on time.,

c. Never on time.




12. How friendly is your teacher?
a. ______Usually iriendly.
b. ____ Sometimes friendly.
c. ____ Not friendly. ‘ “

13. Do you feel that you can talk to your teacher as much as you want
to outside of class?

a. Yes
D. _ No .
If No, explain.

i
i
i
i
i

v §
;
!
|
!
[

-l
1




TUSKEGEE NSTITUTE OMPER PROJECT
Tuckegee Institute, Alabama

student Trade Cource Apnraisal

Name c Date

Shop " Instructor

DIRECTIOCHS:  We are agking you to complete this form in an effort
to help us determine how we can best improve the
OMPER Prcgram. Please answer cach question truth-
fully and just as you feel by placing a check mark
opposite the answer of your choice.

EXAMPLE: What color is the United States IFlag?
1. white, ycllow, and green.

2. __v/ red, white, and blue.
3. green, red, and white.

1. From the trades offered in this project, do you think this trade is

best for you?
a. Yes
b. Mot too sure

. c. No

Why? (Explain briefly)

2. Why did you choose this trade?

3. Do you wish you could choose a difforent trade now?

a. Yes
. b. Not too sure
C. No

L —




(If Yes, which trade would you choose?)

Brickmasonry
__ Cerpentry
Meat Processing
Other (Name)

|

|

Why? (State briefly) _

. What do you think about this trade course?

& ‘Too hard; cannot do the work.
b. Too casy; informa tion already known.
c. Satisfactory; learning and enjoying the course.

. What do you think of your textboock and reading materials?

a. Too hard
b. Satisfactory
c. Too easy

. What do you think of tools and materials you have to work with?

a. Too much
b. Adequate
c. Inadequate

. How do you perform in this class?

a. Above many members of the class.
b. About Like the average of the class.
C. Poorer than most members of the class.




.

10.

11.

12.

Do you feel that you can afford to miss this class?
s ___ Often ’
b, _____ Sometimes
c. ____ Never
Do you understand your teacher?
a. _____ Clear most times
b. ____ Clear sometimes
C. ___________ Mever clear
How interesting docs your teacher fnb.ke the lesson?
a. ____ Interesting most of the timo
b. ____ Seidom inleresting
c. _____ Never interesting
Ilow punctual is %,rour teacher ?
a. _____ Usually on time
k. _____ Seldom on time
c. _____ Never on time
Tow friendly is your teacher?
a. _____ Usually friendly

b. Sometimes friendly

c. Not friendly



3.3. Do you feel that you can talk to your teacher as much as you want

outside of class? - a

¥ ] r'] " 4 , .
a. Yes
b. No

If No, explain,

PROGRAM:
14. What Z‘iid you expect {rom this program upon entering?
a. ______ Money to improve your li\}ihg conditions.
b. _ . Learna trade and get paid for learning.
c. ______ Prepare yourself for a better job.
d. ______ Cther (Explain)
15. What do you exp(;ct from the program now? . '

a. Become prepared for a better job. ” .

b, | Continue to draw subsistence and traininy allowance.
C. . I'inancial assistance until a better paying job can be found.
d. Other (Explain) |

16. Would you leave the pregram now if you could draw more money from
compensation or received a job paying more money ?

a. _____Yes

b. _____ Maybe

¢. __No |

Why ? (Explain briefly) N




FUTURE PLAN: "
17 What do you expect to do when this‘progra,m ends?’

a. _____ Geta job related to your trade.

b. ______ Openbusiress.

¢. _____ Continue schooling.

d. ______ Return fo previous occupation.

[

e. ______ FEnroll in another OMPEB: Program somewhere.
1, ___________ Other (Explain briefly)

18. Where do you expect to live after yojui complete this program?
a. _____ Remain in my present community.

b. Move to another part of Alabama,

c. Move to another state,

d. Cther (Fxplain)




