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THE TRANSITION PROGRAM

PREFACE

This booklet contains inforraaion about the
TRANSITION Program operated by the Army,
Navy, Air Force, and Marine Corps for
servicemen who are about to return to civilian
life, The TRANSITION PProgram affords an
opportunity to those men most needing it, a
chance to raise their lIevel of education or to
acquire a civilian-related skill during the six
month peried just prior to separation, The
trairing program is a joint undertaking by both
the private and public sectors in cooperation
with the Departiment of Defense,
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THE PROGRAM

A Summary

The Problem

900, 000 leave service ecach year

Many face critical reeatry probleins

Somie have low educational achievement or no
civilian-related skills

Many are returning to critical urban and rural
envirommcuals

Others desire assistance tc tnuake themselves
immediately productive

Decisions might be meade, prior to scvparation,
which will imimediately case readjustment problems

The Approach

Value

Enlisted target gioups are identified within the
six month period prinr to separation
Needs are evaluated during a counseling seesion
Training is provided while still in uniform ‘
Decisions are made about -
Skill training programs offered by industry
and the public sector ‘
. Educational upgrading opportunities
. Continuance of a scrvice carcer
. Job referrals
. Help aftes separation

Affords valuable decision-n.aking before men scatter

to differing environments

Permits ar e¢conomical vivay to contact, counsel, train,
and refer n.en for immediate employment

Allows for a joint and very unique effort by the private
and public sectors to train against immediate needs
F.liminates f>r many Vietnam Era servicemen scrious
economic adjustiment problems by providing immediately
productive reentry into civilian life.

v
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Principal Obhservations on the Program

1. The program is affording many enlicted personnel a good
opportunity to sort out the principal occupational options available
to them in the military service and on the outside and to make some
definite judgments based upon these options. The options are pre-
sented to the men through counseling sessions., The service personucl
like the atmosphere of the counseling sessions. They are directed
toward them as individuals. They are informal; they nrovide a means
for the men to weigh their futures before they plunge back into civilian
life.

2, The counseling prograni meets the serviceman at an important
decision-making time -~ prior to his return to the various rural and
urban environments where scrvices aud help vary greatly because of
variations in available vesources and where conditions may be critical,
The counseling program provides information, understanding, and a
road map. It helps men to place themselves in a niore knowledygeahle
position regarding the paths to take, It helps to build more confidence
in facing up to new rcalities.

3. The program to date has operated in keeping with accented
econotnic practices, Its aim is to help prepare servicemen who need
it the most for an immediate, productive reentry into civilian life.
The educational aim is to provide the equivalency of a high schiool educa-
tion since this is often a prerequisite for employment. The skill training
aim it to provide entry Jevel training for those occupations where demands
arec high and employment possibilities are good, The ultimate aim is to
help those servicemean who need such training acquire a negotiable skill
which will enable them to obtain a job at a good entry wage consistent
with their training and potentialities, The nrogram to date appears to
be meeting these objectives. Since the resources of American industry
have been tapped in order to get solid tiaining, each participating com-
pany has a built-in placement opportunity for those successfully com-
pleting the training,

4. The program does have certain operating prublemis. These
are: tight oudgct constraints, identification of the proper tarzet groups,
usc of on-Juty time for training where feasible, reaching maximum
nutnbers with questionn:zires to determine interest in the program,
control of personnel through administrative records and reports
at the local level, broadening the training opportunitics at bases,
avail1bility of personnel to participate in programs, providing enough
qualified counselors, and developing appropriate follow-up procedures.
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5. The TRANSITION Program has heavily emphasized the
American industry route for providing training on or near a rilitary
base, and business and industry response has been outstanding. DBy
involving industry, the program insures a more positive degree of
placement opportunity tor those who complete industry courses.,

6. One of the interesting developments in the program has
been the extent to which individual bases on their own inijtiative have
involved loucal industry in supporting O.J, 1, programs in a variety
of skills.

7. The Department of Defense continues to serve as a catalyst
by bringing the maximwum number of services, which both the private
and public sectors provide, together and closer to che serviceman prior
to his scparation. In this manner duplication of effort ic p.iacticaity
eliminated and the serviceiman benefits by (e ymmediatle bringing
together of these resources.

8. An aunalysis of similar programs in other countries such 3
Canada, Great Britian, lsracl, and West Germany indicates that all
these countrics follow a similar programn of in-service assistance.
They also u-e their transition prograns as a procurement incentive
for the prospective enlistee, pointing up the continuous security of
service in the Armed Yorces and opportunities for later readjust-
ment to civilian life,

©, The aim during the remainder of ¥Y 1369 will be to con-
solidate and improve counscling, training, and placement cfforts;
improve the adnmiinistrative machinery for handling the program at
the local level; widen contacts through the questionnaire and emphasize
assistance for those target groupe which neced it the most; broaden
the base of industry participation and refine the training programs to
be responsive to all target groups; and sharpen evaluatior procedures.

MC vid
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NOTATIONS ON SUMMARY STATISTICS

The table on the following page provides rome key statistics on the
TRANSITION Program since its official establishment in January 196§
through the end of Jauuary 1969, Since the program is to a high degree

+ decentralized, the total growth has been at an accelerated rate but sub-
stantial variations exist reflecting the problems inherent in the situation
at cach local installation,

Once a man is reached by questionnaire the chances are very high that
he will receive counseling assistance, Cf the alimost 400, 600 mecn who
completed questionnaires during the time frame covered by the data,
approximatecly 83% received counscling,

Over 709 of the men who decided not to remain in service indicated a
decire for training, In the counceling process many of these men fall
by the wayside either because the available training did not meet their
desires or because they were unwilling to put forth the «»ffort vequired
by the training courses. Approximately 35% of the men who indicated

a desire for training actually entered *raining., Their survival rate was
very high -- only 7% of those who entered did not complete training.

Eighty per cent entered vocational training and twenty per cent cntered
the more conventional academic courses, The academic courses are
usually selected by men who did not have high school diplomas anud want
to obtain a high school equivalency certificate before they leave the
scrvice, Nineteen per cent of the men who entered training are non-
white, Since non-whites constitute about 119 of the men who separate,
the proportion of non-whites in the TRANSITION training program is
substantially higher than that which would have been obtained without a
special effort to reach these 1 .ople.

ERIC 10



TRANSITION Program Summary Sheet
(January 68 - January 69)

Department of Defense

Number of questionnaires administered 396, 317
Men counseled 327,224
% of questionnaired who were counseled 83%,
Number who desired training of those not reenlisting 163, 868
%o of those not reenlisting who desired training (white) 70%
% of those not reenlisting who desired training (non-white) 79%
% of those who desired training who entered training (white) 349%
& of those who desired training who entered training (non-white) 4C%
Number who entered training 63,505
Type of Training: 9 vocational 807
% educational 207
% of those who entered training who are (white) 81%
% of those who entered training who are (non-white) 15%
Nuinber in training on 31 January 69 11,617
Those who completed training by 31 January 69 47,029
% who dropped training 7%

Q .11
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Tne TRANSITION Program

The following chapters outline in some detail
how the TRANSITION Program operaies. The
final chapter (Chapter 10) attempts to evaluate
objectively the program to date and to outline
the courses of action to be followed in the
immediate future for further refinement of

the operating activities,
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Chapter

The Aim and Purpose of the TRANSITION Program

Over 900,000 service personrel return to civilian life cach year,
Many have already decided upon their imymediate future - return to
their former job; advanced schooling under the Gl benefitsior a new
job already arranged for, sormctimes based upon acquired military
skills,

There are many, however, who still have a low educational achieve-
ment or who possess no skill which will help them toward solid
employment in civilian life, The TRANSITION Program aims to
provide cducational or skill training during the final six months of
service to achieve this,

The program has recognized that all men cannot be served, Operational
necessity may dictate that many muen will be separated immediately
upon their return from Vietnam and other short tour arcas., In some
cases the workloed at stateside bascs may preclude release for training
on duty time., Rut within the various constraints cfforts are made to
ac.ommodate some counscling, training, education, or placement for
those who may be cligible and available.

Principal Guidelines

There are specific principles which underlie the management of the
pregram., These are:

- FEnlisted personnel with less than six months' service time
remaining are eligible for the program.

- The program is offered to mcn on a voluntary basis,
- A major emphasis is given to upgradirg basic education,

- Training courses are offered which are directly related to job
demands,

- There 1s a maximum decentralization of operations to local bases,

- On-basec facilities arc utilized where available.

3



- Personnel are released for training only through locatl command
arrangements.

- A counseling program is provided to help individuals plan their
future.

- Maximum training support is sought from both the private and
public sectors.

- Job referral is an integral part of the program.

- Follow-up and evaluation procedures gauge the cffectiveness of
the prograni.

Target Groups

Priorities for education and trainin rograms arc given to scrvice
gEP
personnel in the following order:

I. Those who:
Are combat personnel

- Disabled
- V/ith skill or educatioral deficiency

Are iucligible to reenlist
Have no civilian-related skill
Have low educational achievement
11. Those with -
. Military skill needing upgrading

Civilian skill needing upgrading

I, Those about to retire in the above groups.
Iv. Those with a military skill secking job referral,
V. Thosc desiri..g a completely new skill.

o 14
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[n actual practice the individual servicer have administered the program
with these priorities in mind. However, where there may be fewer prob-
lems, such as in the Air Force with their high educational level and more
technical skill training, emphasis is placed upon counseling and job ref-
erral procedures.

In summary, the TRANSITION Program:

- Places emphasis on servicemen who have had no opportunity
to acquire a civilian: related skill or to upgrade their educational
qualifications while in thy: scrvice.

- Recoginzesthe need of other men who nay want to upgrade thair
skills or strike out toward new skills for which there is a market.

- Provides a final opportunity for imen to objeclively consider the
value of a career in the Armed Forces. Expericence thus far has
shown that many men decide to reenlist,

- Endeavors to provide meaningful training, cducation, and carccer
guidance prior to the individual's return te a civilian environment,

{ - Offers the opportunity of movement away from less desirable en-
vironments, urban and rural, to locations where their newly ac-
quired skills are in demand.

- May provide a high school equivalency.

- Gives men an opportunity to participate in courses which will sup-
plement skills alrcady learned.

- Increases the morale of the returning servicemen by helping to
close the skill acquisition gap which may have been cauced by time
in service.

- Affords an opportunity for the returning serviceman to objectively
think through his carcer decisions.

- Creates an opportupity for ageacies in both the private and public
scctors to work mutually to make the serviceman a productive tax
paying citizen as svon as possible.

- Encourages the educational and training community te develop
innovations to solve some unique training probleims,

i 10
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Alfords local and regional groups, whether in the private or
public sector, an opportunity to tap a valuable source of
manpower.

- Assists in improving the present urban situation by providing
servicemen skill training and education prior to their return,

- Enhances the total skill and educational knewledge of many ser-
viceimen who still have Reserve obligations,

Q 10
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Chapter 2

Major Policies Governing the Program

Administration of the Prograin is based on the following criteria:

Policy Determinations by Individual Services. Within broad
guidelines and concepts established by OSD, individual Services set
their own policies regarding operation of tic program. Departmrent
of Defense Directive Number 1332, 22, Subject: TRANSITION Train-
ing and Education, dated March 16, 1968, is the governing directive,

Communication through Chain of Comimand. OSD Director
communicates with the military services who in turn disseminate
information through their normal channels.

CSD Coordination. DOD acts as a catalyst. It does not duplicate
the services which may be provided by the private or public sector. OSD
assumes responsibity for coordinating the program among participating
Federal agencies, large corporations, and private nonprofit groups and

foundations.

Lecentralization, The local installation commander has the responsi-
bility for development and operation of program. Emphasis is placed upon
individual initiative, support, and management, Arrangemcats are made
locally for release of inilitary personncl to participate.

Fudget Control by Services. All budget allocations are handled on
a service basis,

Multi-source Publicity. ln order to give impetus, all news meuia
arc used: public and specialized press, military publications, national
magazines, and Armed Forces information setvices,

Release Time for Training. The commander of the installation at
which the TRANSITION Program is located is responsible for determining
if on duty releasc time can be utilized {for trainiag and 1n what amount.

Maximun Support by Organizations Outside DOD, Maximum par-
ticipation by the public and private sectors is cncouraged - the servicemen

arc reentering civilian life: thus the civilian secter is urged to develop
progratis for this reentry. Emphasis in these programs is placed upon
the skill training ana placement of the returning servicemen,

17
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Diversity of Training Resources, Alliced with the above criterion
is the desire to hroaden the base of training possibilitics among all
clements of the private sector and government agencies - local, - ate
and Fedcral., All available sources are uscd to give the serviceman a
greater opportunity to choose among many possibilities and to distribute
the cost among outside agencics who are desirous of gaining well trained
employees through their own training programs,

Volunteer Approach, Nou training or education under TRANSITION
is mandatory. The serviceman makes the decision. A counsceling pro-
gram is available to help individuals consider the alternatives.

Preventive Human Maintenance, The program is designed to bridge
the critical gap between leaving the service and the beginming of pro-
ductivity in the civilian environment, The aim is to supply vital skills
and education as tools for immediate employment, The aim is also to
encourage mobility and to prevent reentry into critical urban or rural
cavironments. As many men as possible are to be contacted before they
scatter throughout the country. This systeni of contact is believed to be
most econmnical and practical.

Inventory System for Placement, Placement is provided through
the network of the United States Employment Service and thraugh job
information supplied by business and industry., Computerized inventorics
of available qualifications and job requirements are under active study.

Priority Concept of Training, Emphasis in the education and training
pregram is placed upon the priorities of those who need it the most, The
ccunseling program is designed to make acse determinations,

Reports Systamnm, A reporting system is establisherd to track the
progress of the prograin and to dotermiac kinds of decisions made
by all cligible individuals, Department of Defensc Instruction
Number 1125, 2, dated 24 September 1908, Subject: End-of-Active Service
and Post-Service Information for Enlisted Personnel, is the governing

instruction.

Program Evaluation, A program cvaluation system determines the

cffectiveness of the program,

Q 1o
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Chapter 3

Organization of the Program in the Department of Defense

The administration of the TRANSITION Program is conducted with the
maxiinum of decentralization, Various echelons within DOD have, how-
ever, -crtain responsibilities,

The Office of the Assistant Secretary of Deferse
{Manpower & Reserve Affairs)

The Office of the Assistant Secretery of Defense (M& RA) has primary
staff responsibility for the coordination of the TRANSITION Program
within the Departmeat of Defense and with the private and puplic sectors,
Specifically, the Dircector oi the TRANSITION Program develops the basic
guidelines, contacts large industries, principal govermment agencices,
national associations and other groups both in the private and public
scctor for the purpose of obtaining support for the prograni,  In addition,
the Director develops the reporting and follow-up systems for determining
the cffectiveness of the program.

Departinent of the Army

The Department of the Ariny TRANSITION Program is a staff responsi-
bility of the Deputy Chicf of Staff, Personnel, and the Director of
Individual Training within that ofticce.  Staff supervision and policy puidance
is providced from I)vpartn.wnt of Arnry, with the Continental Ariny Connmanid
being delegated primary responsibility for implementation of the program,
The Army program has been established as an element of the General
Edacational Development Program (GED) and is adiministered by GED
Dircctors at various command levels within the CONUS structare,

At the instaliation level, administration of the program is normatly pro-
vided by qualified civilian personnel under the staff supervision of the
Assistant Chicf of Staff Personnel., Administration and counseling services
arc normally provided by careccer eivil service employces,

At the present tiine, 55 Army installations within the United States have
established TRANSITION programs,

19
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The U.S. Navy

The Chief of Naval PPersonnel has staff responsibility for the Navy
TRANSITION Program, Within that office, the program is under the
direction of the Assistant Chief for Education and Training, He main-
tains direct liaison with commanders of the established TRANSITION
sites, and directs and monitors TRANSITION efforts as well as the
allocation of resources, and the collection, collation, awd rendering
of necessary reports, Commanders of Naval Districts are charged
with providing assistance as necessary to TRANSITION sites within
their jurisdiction,

The progratn is decentralized and staffed primarily {rom military
resources. Xach site is directed by an appointed TRANSITION site
officer of appropriate commissioned rank, with the assistance of
enlisted pcrsonnel in grades E-6 or higher and civilian counseling
and clerical support,

Yrograms arc operated at 14 shore-~bascd facilities within the United
States, Preliminary orientation and administration of the DOD Cazrecer
Plans Questionnaire is accomplished aboard ships and at Naval shore
stations as practicable. Overscas and afloat personnel desiring TRANSI-
TION assistance are afforded the opportunity during the last 7-10 days

of final separation processing, or carlier if possible,

The Departinent of the Air Force

The Departiment of the Air Force has vested primary staff responsibility
for the TRANSITION Frogram in the Office of the Deputy Chief of Staff,
Personnel., Within the Air Staff, supervision of the program is exerciscd
by the Director of Personnel Training and Education, The program is
managed by the Personnel Programs Director within major 2ir coramands
and is the responsibility of the Chief. Personncl Division, at the base
level.

The Air Force program is operated primarily with solely military
resources. Staff officers of appropriate rank are assigned as program
managers at each command level. Counseling personnel at the installa-
tion level aic normally ron-commissioned officers with considerable
experience in the personnel counseling field.

All major air commands participate in this program, At the present time
TRANSITICN Programs are in being at 180 Air Forre installaticns, One
hundred twenty two of these sites are in CONUS; 538 are lucated throughout
other arcas of the world with the exception of Southeast Asia.

P10
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U.S. Marine Corps

The overall coordination of the TRANSITION Program for the Comn-
mandant of the Marine Corps is accomplished by the Assistant Chief
of Staff, Personnel, Headquarters, U.S. Marine Corps.

The Marine Corps Program is presently in operation at seven in-
stallations. Other Marine sites within a 50 mile radius of these
primary bases are aiforded an opportunity to participate in counseling
and training, Mariac personnel at U.S. Navy installations may par-
ticipate in Navy TRANSITION Programs with 1eciprocal arrangements
extended to Naval personnel at Marine Corps installations.

While counseling and training is presently conducted >nly within
CTONUS, 1nitial orientation and administration of TRANSITION
questionnaires is accomplished at intermediate sites,such as Okinawa
for personnel returning to the United States.

The respective commanders of Marine installations are responsible
for the TRANSITION Program at their sites and for coordination with
Federal and state agencies, local communities, and other bra:ches of
the Armed Forces in their local area. (Sce Figure 1),

Sce Appendix G for distribution of TRANSITION sites of the Military
Services.

21
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Chapter -

How Individuals Get into the Program

Who is Eligible

Scrvicemen who are scheduled for release from active duty either
through retirement or completion of their term of service are cligible
to participate ia the program if they have less than six nmonths of
service remaining prior to separaion,

Houw to Identify {(Sce Iligure 2)

Presently, at most bases, individuals are identified by some form of
automated printoats or data cards from personnel records six to cight
munths privr to actual separation, At bases lacking automated capabil-
idics, appropriate rosters {rom unit personnel activities are provided
the TRANSITION Staff,

Oricntation and Administration of Questionnaive

Once identified as a pussible TRANSITION participant, the individual

is usually acquainted with the program's henefits and objectives through
an initial vricentation conducted at the unit or post level, This intro-
duction frequently follows, or is conducted concurrently wath, reenlist-
ment counseling normally arhininisiered at this stapge in the serviceman's
carcer, Ideally, inunediately following this indoctrination, a Carcer
Plans Questionnaire is administercd to cach individual,  This questionpaire
secks to identify current intentions regarding reenlistinent; ontlines a
goneral profile of interests and aspirations; and develops information
concerning previous experience and educational gqualifications which
might be applicd toward attainment of the serviceman's poals, This
Aquestionnaire and the individual’s service recerds constitate perhaps
the bost compilation of information on the andividoal which will ever be
available,  This helps mabe the TRANSIHTTION counseling oppurtunity

unigue and miost worthwhile,

Under current procetdures all ligible participants should coruplete the
questionnaire, Thoze indicating « desire to reenlist ave referred to
reenlistment connselors for follow-up action,  Fhose who are aasare
arve roeferved to the FRANSITLON counselar. Lhis dual approach adlows
the Servives to targct on those individuals actively scebing assittaa v oor

thuse nncertain as o the rthircction of their futare lives,

Q 23
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lndividual Counseling

Based cn questionnaire responses, counseling follow-up action is
initiated. The initial interview provides an opportunity for the
individual to mcet and discuss future career plans with experienced
ccanseling personnel, For the undecided, it provides a unique

oppor’. nity to explore objectiveiry the many options available both

in and out of the military service, Future aspirations are weighed
against individual capabilitics and the job opportunities available where
he may wish to locate. The training and education available at that
installation is then discusscd. As a result of this chjective analysis,
certain individuals arc found already well prepared in their field of
interest, They are provided available information on placement
opportunities and the procedures which should be followed in making
application, Others, with cducational dcficiencies or no developed
skills, will require training befare they become eligible for the place-
ment process. Every cffort is made to outline a course of action
which can best assist the individual's movement toward realistic goals,

Scheduling

Once agreecment is reached on a meaningful course of action the coun-
sclor assists the individual) to chart a program, Where proper local
training is available that will be most uscful to him in the future, the
scrviceman is enrolled, 1f cducational upgrading is required, the
TRANSITION staff makes the necessary arramgements.  In this manncer,
the man's initial motivation is dirccted into a working program through
TRANSITION and thus becomes the first step toward his upgraded pro-
ductivity upon scparation and subscquent return to the civilian community,

O 2“
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Figure 2

HOW MEN ENTER PROGRAM

Eligible During l.ast Six Months of Service

- General Group Orientation of Program

Contacted by Questionnaire
- Express Desire
Reenlist
Separate
Uncertain
Questionnaire Gives Profile
- Interest

- Skill Choices
- Educational Ncceds

Counselors' Follow-Up

- Arrangces Interviews

- Helps Select Training

- Assists in Other Decision-Naking
Scheduling

- Skill Training

- Fducation
- Job Referral
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Chapter 5

The Counscling Program

The counseling activity is the key to the entire TRANSITION Program,
During 1968, over 275,000 scrvice personnel received either individual
ar group counseling and over 50, 000 of these individuals were placed
into sowme training program. It is the job of the counselor to help the
individual determine whether he merely needs advice and guidance abont
his future, including sorting out his options, or requires actual training,
If the individual needs job referral or résumé preparation assistance,
then the counselor renders this help., If the scrviceman requires
training or educational upgrading, the counselor helps to make these
arrangements, The critical portion of the counseling process involves
the discussion of feasible options with those who need the most help and
then helping then: to select a workable carcer plan,

Procedures in Counseling (Sce Figure 3)

Based upon the individual's desires and aptiturdes, the counsclor
atteinpts o help the serviceman or woeman to match his or her aspirations
with a well-planned program to achieve the desir2d goal,

TRANSITION counsecling secks to conserve and build on the maturity
gained by the serviceman during his military tour, This maturity wmay
be reflected in a greater clarity and scerivusness of purpose as well

as a readiness to apply himmself to a program of personal developiment,
Therefare, the counselor must be able to effectively bring together
aspirations and capabilities with cducational and vocational training
opportunitics both in service and in civilian life, To do this he must
know:

- In-service training and advancement policics

- Governmental programs for educational and vocational
improvement available prior to and after leaving service

- Industry training offerings

. - lLocal skill and ¢ olastic training (both military and civilian)

- The job referral opportunities

- The serviceman's views conceroing the conmunity in
which he slesires to sctitle

- The serviceman's capabilitics

Q 2(5
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Whai the Counselor Does (Figure 3)

-- EXAMINES QUESTIONNAIRE
-- EVALUATES COUNSELEE'S RECORD
-- PREPARES APPROACH

Establishes rapport
Determines counselee's desires
FIRST Determines counselec's aptitudes (testing
INTERVIEW where aecessary)
Discusses carcer plans
Provides information
Helps counsclee decide

-- REVIEWS COUNSELEE'S MEEDS
-- MATCHES NEEDS WITH SITE CAPABILITIES
-- PREPARES TENTATIVE PROGRAM
SECOND Discusses approach
INTERVIEW Establishes plan

Makes necessary arrangements

-- PERIODICALLY CHECKS PROGRESS

POST Provides job information
TRAINING Helps evaluate job offers
INTERVIEW Helps place individual

Provides résumé assistance

0



To aid in asscesing the last item, the counselor has availab e the
serviceman's personnel file with his aptitude scores. Where the
counselor feels that additional evaluation is warranted, he can
usually administer up-to-date mental ability, aptitude, and pre-
ference tests at the TRANSITION site, thus acquiring adequate data
for a meaningful discussion of the serviceman's potential.

Reenlistment always remains a cardinal consideration in the counselor's
discussions with each individual. The counselor wants to be certain
that the Scrvices retain as many of their already well trainced individuals
as possible. The counselor also insures, however, that his attitude
towards the individual serviceman is one of offering impartial assistance
to the man regardless of his career choice, so that tne man himsell
makes a sound decision about his (uture,

The following topics are always discusscd by the counsclor with the
serviceman:

-- His acquired skills

-- The importance of educationa) upgrading

-- The job situation where he will be returning
-- Service opportunities for sclf-betterment
-- Local educational and training opnortunitics

A goal of the TRANSITION Counseling Program is to provide at lcast
one individual counscling session per scrviceman,

Special Considerations in Counseling

- - the concerns of those men whe are considering a return
to a critical urban or rural environment

-- the possibility of remaining mobile, especially if
subsequent skill training leads to good job offers in
other comimunitics

~- the special problemis of minority groups

- - the special opportunities offered by colleges cooperating

’ in the TRANSITION progran.s, cespecially for those who

never thought about going to college

~- decisions concerning the hest route to take first --
academic or skill training

-- the leadership qualifications of many men in relationship
to futurc job upportunitics

-~ the special problems of the retirce

A summary of the current strengths, weaknesscs and steps toward
]:]{[IC improvenient in TRANSITION counseling is ontlined in Figure 4,

e 6
2



Summary of Current TRANSITION Counseling Program (Figure )

STRENGTHS

- Intcrest in helping the serviceman as an indivicual
- Furnishes a scli-appraisal opportunity
- One s:op point of contact for:
. Aptitude testing
Vocational guidance
Educational information
. Job market situation
. Federal programs
. Veterans' benefits
. Reenlist ment options
- Provides assistance in:
. Carcer planning
Job placement
Résumé preparation

WEAKNESSES

- Insufficient number of trained counselors
- Inadecuate counseling follow-up
- Aptitude Testing System needs refinement

STEPS TOWARD IMPROVEMENT

- Greater resources now allocated for counsclor procurenient
- Exploratory Professional Counseling Rescarch into:
. Optimum Counseling Models
. Necessary information references
. Aptitude testing nceded
Follow-up procedures
TRANSITION Counselor Training
- Counselor Training Courses being developed:
Civilian contracted
. USAVFl-spensored
- Greater Inter-Site Exchange of Information
Bulletin
Regional Conferences
. Joint Service Workshops

o 2
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Chapter b

The Education Program

The educational program under TRANSITION is primarily aimed
at-

. completion of the 8th grade equivalency

. completion of high school equivalency

. completion of individual academic courses which will
c¢nhance skill  preparation,

The educational program for TRANSITION 1s an exteasion of the
Genceral Educational Development (GED} Program currently opcrational
inall the Military Scervices, TRANSITION affords mien a final oppor-
tunity while still in service to complete a certain leve! of cducation,
Successfu’ testing at the §th grade, high school, or one year of col-
lege leve]l leade to & Certificate of Equivalency, ‘These certificates
are now recognized in all 50 states. Their possescion can lead to
better jobs or to a continuation of higher schooling after separation
under GI benedits, The TRANSITION education program is especially
valuable to those nien who due to combat or other overscas assiga-
mente did not have an opportunity to participate in the GED programn
normally afforded men during their tour of service, It is also
valuable for Project 100, 000 personnel who nray require additional
cducational assistance prior to separation, At the present time,
about 2575 of the mien in the TRANSITION Propram choose the
cducation route and 75% the skill path of self-improvement,

The United States Armed Forces Institute (USALFI) also supplies cor-
respondence type courses for those men who caunot participate in
formial ov on-the-job skill training courses, Courses offerings range
fromi TV repair to law enforcement, An excellent feature of the USALI
program is that it can be continued after the man has left the service,

A new development in the educational program involves encouraging
men who had never before thought of themselves as colleve material

to participate in a college prograrn upon separation. As a result of

the success of such a program (Project VAULT) sponsorcd by Wobster
College, Missouri, a conference of colleges was called in Washington
in September 14ns for the purpose of acquainting over 180 colleges with
the Webster results, Webster established a college level program for

a group of servicamen from disadvantaged backprounds prior te their
separation, leading into 2-1/2 years of teacher training for cimployinent

1 50
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in the ghetto arca schools of St, l.ouis, These men are now on
campus at Webster College completing their degree requirements,
The Staten Island Community College acting for its parent organi-
zation, the City University of New York, is sponsoring a college
preparatory program at Fort Dix similar to that initiated by Webster
College. These men are being prepared to continue their college
education in two-year and four-year colleges and expect to major

in a variety of college curricula after separation from military
scervice,

Other colleges, including community and junior, are now planning
similar types of programe, Many of these will be aimed at motivating
nmici toward similar public service carecers.

31
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Chapter 7

Training & Placement
by
The Private Sector

The TRANSITION Program, with its relatively small budget, depends
heavily upon the full support of the private sector, Busincss and in-
dustry have recognized the value of the program, hoth to their own
organizations and to the overall good of the country, Companies have
responded by participating in the program in cver increasing numbers,
On 1 January 1969, 50 major companies and well over 1,000 smaller
businesses were involved in TRANSITION training and placement pro-
grams, with many additional companics planning nrograms for 1969,

Industry is invited to participate in two ways. Major industries are
contacted by correspondence or by personal visits by members of the
OSID TRANSITION Staff, Companics provose the kind of training they
can offer, the prerequisites, and nominate the sites when they can
participate. Tl.e proposal is then sent to the Military Services invelved
for their review and approval. The company is then informed of the
Military Services' decisions, From then on the commpany deals with the
local base commander in setting up the complete program,

Smaller indusiries may be contacted by correspoendence, hut the normal
method is through personail contact between the base TRANSITION pev-
sonnel and the local company representative. This is usually accom-
plished with companics which are located near a ilitary base where one
or more nen can be better accommodated in a training program, with
time and course conteut worked out tocally, This portion of the program
has shown continuous imprevement throughout the United States,

Metnod of Industry Participation
In-Service Training

A primary goal of the program is to obtain direct industry support for
in-scrvice training of military personnel in those skills for which a com-
pany has specific job requirements, This training may consist of formal
instraction conducted on or near a military installation, on-the-job training
at the company place of business, or a combination of both,  Appendix A
lists examples of the skill training provided by major companies. Appeniix
B lists some varicty of OJT training provided Ly small busincss, The
following arc examples of some industry programs, Many other industry
progra.ns are now gpaining moementum,
(AN
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- General Motors, In 1908 trained over 300 servicenen in
various automobile mechanic and appliance repair skills,
Their 1969 goal is 1200 TRANSITION trainees,

- IBM. The goal for 1969 is 560 new cmployces through TRANSI-
TION training and referral prog-ams.

- lLockheed Shipbuilding, Has graduated 113 marinc pipefitters,

- Volkswagen. Their first auto mechanic conrse graduated 36
servicemen, Scventeen men accepted employment in the five
state areca covered by the sponsoring company while the remain-
ing graduates were offercd placement with Volkswagen dealers
in other arcas,

- Ford, Has graduated onc class of auto mechanics and is
expanding this training program to five additioinal sites as
well as planning new training courses for salesmanship and
assembly plant work,

In some cases, in-service training is not available or personnel have

too little service time remaining to enter a training program. In these
instances, companies provide information on their training programs to
TRANSITION counseclors. The counselors dircct servicemen with little

or no civilian related skills to companics offering appropriate post-scrvice
training opportunities,

Many personnel leaving the service already posscess skills which can be
directly applied to civilian employment, TRAWSITION cuvunselors are sup-
plied with information on specific job opportunities so that they can
appropriaicly refer the scrviceman to interested companics.,

Advantages ©f Industry Participation to Military Scrvices

- Industry defrays the cost of training

- Training courscs are designed £ ¢ specific civilian cmployment
opportunitics, climinating wasted training eofforts

- TRANSITION connsciors can provide specific civilian oppor-
tunitics and pay scales which help men ¢ »mpare reentry  {o
civiliail life with pessible continuance in the scrvice,

Ju
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Advantayes 1o Industry

- Imexpensive Frogram - Traineces arc still in uniform.
- Bulds upon leadership qualities already developed,

- Control is assured since the participants are members of
military organizations,

- Men have their active military obligations completed,
- Obtain responsible and mature men,

- Obtain men tromned accarding to company's staadards,
- Opportunity to motivate quickly in company onerations,

- Trainves arce mobile and more willing to relocate for

cimployment,
- Personuel are in pood physical condition,

The participation of American industry in TRANSITION hivs been the

uniquely innovative aspect of the program. By paining the support of

the private scctor, the returning scrviceman, as he partic ‘pates in

industry sponsored programs, is assurced of standard work <lills and
5

an opportunity for a specific job once he successuliv coniplotes Ins
course, Industry in turn not only helps patisfy its own man: wver

requircments, but the  total effort raises the skill and oo e level
of a significant niimber of zcervicemen who enter the natsoe manpower
pool.

o "

(O ¢



e

O

ERIC

Aruitoxt provided by Eic:

Chapter 8

Training & Placement
b

The Pul;lic Sector

¥ deral Agency Participation

Onc of the fundamental principles around which the TRANSITION Program
has been developed is that it will not duplicate scervices provided by other
Federal agencies. Rather, the capabilities of these agencies are fully
utilized, and TRANSITION is structurcd to complement existing ederal
programs.

Departments of Labor/licalth, Kducation, and Welfare (HEW)

The Department of Labor, through its US Training and FKraployment Service,
and the Department of HEW, through its Office of Feducation, provide

the bulk of Federal agency support for TRANSITION for developing

training programs through the Manpower Development and Training

Act (NMDTA).

Training

A significant portion of training under the TRANSITION Program is
accomplished through the Manpower Developnient and Training Act,
This training program is administered by the Manpower Adn aistrator
in the Departinrent of Labor.  To <ate, it has rendered invaluable sup-
port. It provides the kinds of courses which are most suited to our
principal target groups - those with low cducational achicveiment and

no civilian related skill who may be faced with the serious cconomic dif-
ficulties upon return to a critical urban or rural environment,

The MDTA Program for TRANSITTION is adininisterced jointly by the
Departments of Labor and HEW. TRANSITION personnel at individual
bases determine their MDTA traming requirements and project these for
the fiscal yecar, Prioritice are set, depending upon budget and gite necd,
by the Services with the TRANSITION Staff.  Individual courses arce then
developed by the state MDTA persnnnel in cooperation with basce personnel
and then sent forward through normal HEW and Departinent of Labor
chammels. Figure 5 contains the skill training program under MDTA for
FY 69 (as of Decomber 1268) for MDTA . FY (8 distributions were similar.
Figure ¢ centains the MDTA coursce distribution by state for ¥FY 68

and F'Y 67 (to December 1968),  The state distributions largely reflect

the locations of military bascs. Anpendix C lists MDTA courses by state,
installation and skill,

3u
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Figure

5

TRANSITION Program

FY-69 MDTA Training by Skill

- (As of 18 December 1968}

SKILL

Automotive Mechanic
Automotive Mechanic
Automotive Mechanic
Automotive Mechanic
Automotive Mechanic
Automotive Mechanic
Auto Painter

Aircraft Engine Mechanic

Civil Scrvice Prep
Clerk General Office

Drafting
Drafting
Drafting

Flectrician
Gasoline Engine Repair

l.aw Enforcement
l.aw Enforcement

Progran.mer
Programmer

Pre-Vocatonal Traymng

TV Repair Ju
TV Repair

TV Repair ¢

# TRAINEES
160
40
40
30
15
100
100
485

26
26

25
15

40

30
40
50
120

120
3C
150

40
25
65

40

4N

40
10
30

80
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Figure 5 (Continuecd)

SKILL

Salesman

Service Station Manager

Welder
Welder
Welder

Various, lndividual Referral
to Ongeing MDTA Training

[oV]

ut

-

# TRAINEES

30
40
15
55

210
40
165
360

i5
100
100
870



Figure 6

TRANSITIORN Program

¥FY68-FY69 MDTA Trainiag by State

STATE TRAINEES
FY 68 FY 69

Arizona 70

Califcrnia 72 120

Color: do 57

District of Columbia 200

Georg'a 220 220

Idaho 30

Illinois 50

Kansas 30

Kentucky 42+

l.ouisiana 40

Missouri 180 210

Nevada 140

New Jersey 75

North Carolina 350

Rhode Island 60

South Carolina 145

Texas 265 505

Tennessec 200

Virginia 127

Washington 175 .
TOTAL 1, 880 2, 145
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In addition to MDTA sponsored training, individual Federal agencies
provide orientation and training courses for their specizl job require-
ments,

HEW also provides valuable assistance to TRANSITION under the pro-
visions of the Vocational Education Amendments of 1968, Through the
efforts of HEW, state directors of vocational education are working with
local TRANSITION sites to develop viable skill training courses which
will mutually benefit the state and the serviceman, We are also working
up placement arrangements, as an integral part of these courses, to
obtain a maximum yield to the manpower needs of the states.

Post Office Department

The Post Office Department developed the first pilot course sponsored

by a Federal agency and has been the largest Federal participant in the
program. The Department is conducting orientation and training programs
at 86 instal'lations, Additionally, 33 other sites participate by sending
personnel to one or more of the 86 installations, Owver 17,000 have com-
pleted these courses for carrier/clerk. s these personncl leave the
service, approximately 600 per month have been entering employment,

with this figure increasing as jobs become available in the locations desired.

Departinent of Justice

Cerrections Officer Traintng, The Department of Justice through
its Burcau of Prisons, has initiated a TRANSITION Correction Officer
Training Program. A pilot coirse has been completed at the Petersbury,
Yirginia Reformatory, with TRANSITION personnel from Fort Lee participat-
ing. The Bureau of Prisors is presently developing similar programs at:
Vardenberg AFB, California; Tinker AFB, Oklahoma; Fort Leavenworth,
Kansas; and Fort Bliss, lexas.

General Services Administration

GSA has a limited program for providing on-the-job training at its installa-
tions necar military sites, A varicty of skill training opportunities can be
made available, The original program involved the training of warchousemen,
This program is now undergoing review for appropriate expansion,

Department of A~riculture

This Department is running pilet courses particularly designed for our low
skill groups to train men as field cagineering aides, This program appears

JJ

to be most promising.
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Civil Service Commission

The Civil §crvice Commission provides information to the U, S, Employment
Scrvice about Federal job vacancies. The inforiaation is then proviéicd to

the TRANSITION sites, This gives the counselor another job pessibility

to discuss with the serviceman. Civil Service's ijoh iniorlilati011 facility

hlns now been automated, This permits servicemen to make a single applica-
tion und receive civil service cmployn-ent consideration at locations of their
choice throughout the United States. This system is known as the Vietnam Era
Vi¢terans Eniploynmient Referral Program (VEVERD), which was developed by
{)(-fcnsu for use at DOD installations. The prograim is now hcing expander té»
include all Federal employment openings, ‘

Veterans Administration

TRANSITION and the Veterans Administration work topcether closely at

hospital sites where disabled personnel onter into training prior to discharge,
Also Voterans One-Stop Assistance Centers have recently been established by
VA at key citics throughout the United States,  These centers have the mission
of providing, in one locatio ., information {from the Federal and local sovern-
ments to assist the returning serviceman,  Assistance in housing, cmployment,
cducation, and mcdical problems are provided by responsible governmental
agencics, TRANSITION counsclors refer the returning veteran to these centers
for additional assistance or ficld help for those who cannot participate in the

training and cducational oflcrings of TRANSITION,

Connnerce Department

The Commicrce Department has served to bring the business cemmmunity
and the Departinent of Defense closer together in implementing TRANSE-
TION., The 42 Ficld Offices of the Department of Commer ¢ assist the
laocal sites in contacting Lusiness and industry to develop local training
programs and tu provide course graduates anrd other quaiified servicemen
with job opportunitics,

FAA

The FAA has Leen cooperating “vith the TRANSITION Program, pariicularly
near Air Force bases, by providing assistance and testing facilities for
airmen who dcsire to upgrade their cmploviment potential by obtaining the

appropriate FAA certificution,

Housing and Urban Devddopiment Departinent

The Heusing and Urban Development Department is estalblishing yrocedures

to train and employ vatorans in varicus offices of that agency,

40
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State and Local Government Participation

The primary efforts of State (Appendix D) and local governmental
(Appendix E) rarticipation have been in education and enmiployment ser-
vices., Formal training by state and local agencies has generally been
restricted {o on-the-job training; however, this training has often becn
in the critical public service fields,

Fducational Assistance

Through the State Hizher Education Commission, a program {or upgrading
basic education skills i¢ administered., I.ocal school districts either
conduct evening classes in ncarby public school facilities or come to the
military installation and provide the nccessary training,

State Vocational kducational Agencies assist the local commander in
the development of MDTA training programs, Tcclnical guvidance is
provided in determining what instructional assistance is required anl
what training facilitics arc adequatc,

Generally the state educational agencies accredit TRANSITION training

programs and certify course graduates so that they may more casily
obtain appropriate employment,

Einployment Service Assijstance

l.ocal Employment Service Offices advise the TRANSITION sites on nation-
wide employment needs, and offer assistance in the developrc it of an over-
all plan, Additionally, job placement services arc prowvided to TRANSITION
trainces, as well as to the servicemen with already marketavte civilian
skills.

Training Assistancec

State and local law enforcement agencies are actively involved in train-
ing TRANSITION personnel in the law enforcement prefession,  Staic
Police Training Commissions are assisting in the development of training
programs. Graduates of the programs are preperly certified as having
met the police training entry standards of the participating states, local
law enforcement officials provide most of the instructional support {or
such programs, ‘There are now numcerous n-the-job pelice training pro-
grams being conducted throughont the nation for TRANSIHION personnel.

29



Such courses are designed to provide an introduction to law enforce-
ment for TRANSITION trainces. The objective of the police training
program is to provide an entry into the law enforcement field for the
individual who, after this introduction decides on a career in law
enforcement,

The program is community-oriented with local junior colleges fre-
quently establishing the program ot instruction ani local law enforce-
ment officials serving as instructors,

Placement has been extremely high in the law enforcement program;
upward of 95% of the graduates have been placed in pelice work, lLocal
conmnunities ave becoming involved in this programm at an ever increas-
ing rate (Appendix E}. Training programs for para-professional jobs

in the areas of tecaching, recreation, public health, and state and municipal
public works agencies are also being conducted enthusiastically, Roth

the Conference of Mayors and Confercnce of State Governors are coop-
crating in alerting local and state goveraments to the aims and purpose

of TRANSITION,

One of the more innovative prograins in the public service field has
been a program in the St. Louvis, Missouri, area., As indicated in
Chapter 6, a local private college, Yebster, initiated a program to
train veterans fiom disadvantaged backprounds as teachers iu the
inner-city schooul svstemn., The program was conducted i1 cooperation
with the St, L.ouis PPublic Schools and Fort l.eonard Wood, Missouri,
A unique featurce of this program was that the majority of the partici-
pants were either high school dropouts, or possesscd poor sccondary
academic recerds, and yet they now are being trained for the teaching
profession in an accelerated 2-1/2 year plan leading to a B. A, degree
aud a Missouri teacher's certificatce,

Q 41 o
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Chapter 9

' Reporting and Evaluation Systemn

The TRANSITION Program depends upon three systems to provide
information for the management of the program. There is an internal
TRANSITION data file, an Employment Services Follow-Up Data
Collection System and a Reserve Records Follow-Up System. Figure 7
displays how these programs operate,

Internal Information System

The statistical reporting system for the TRANSITION Program is
designed to monitor progress in program implementation and to
provide a statistical basis for cvaluating its effectiveness, The

basic part of the reporting system is a nanie-by-name file for cich
individual who is eligible for pariicipation in the grogram. This name-
by-name file contains some 35 items of information about the individual
and is provided to the Office of the Assistant Sccretary of Defense

(M& RA) in magnetic tape format,

Each month the Military Scervices send to the Office of the Assistant
Seccretary of Defense (M&RA) a series of magnetic tapes giving
name-by-name data on all men scheduled to separate from military
service during a six-month period. This six-n:onth period covers
the reporting month (the month inunmediately prior to the one during
which the report was submitted) and five succeceding months,

The 35 items on the name-by name file include information of a
personal characteristics naturce, such as name, grade, date of birth,
race, and military occupation. Included in the 35 item file also are
items which pertain specifically to the experience of these individuals
in the TRANSITION Program. TRANISITION experience items covers
whether the individual was counseled, whether and/or when he entered
into an education or training course, the kind of skill he was trainedin,
and other information., (Sce Appendix F)

. By compiling the itetns of information contained in the name-by-name files,
OASD(MERA} is able to produce information showing, for example, the
number of mien who received counseling in any month, and the kinds of
skills for which training is being piven. Other desired information may
be obtained from diffcrent compilations, such as the numbers of in-
dividuals of a specific grade with a stated educational backpground or
of a particular race wite receive training in a speciiic s¥ill,
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As cach man leaves Military Service, his name-by-name reccord

is transferred to @ permanent file which contains the hasic

personal characteristics and the TRANSITION related information
noted above. To this file, certain additional follow-up information

is addeda at a later date. This information is furnished by the Depart-
ment of L.abor and also from the Service Reserve Records Centers
through a cooperatively developed follow-up systen,

Employment Services Follow-Up

Men separating from nunlitary service must complete a form known
as the OVRR-2, A copy of this form serves as a hasis for follow-up
on a man's post-service career, The various state employment
services reccive an OVRR-2 for cach man scparated (the form has a
coding provision to identify persons who have been throupgh either or
both TRANSITION and Project 100, 00U), and are required to check
on his status between 45 and 90 days after separation. The employ-
ment service offices ascertain whether an individual is working, his
salary, and similar information, The information collected by

the local state employmeat service offices is entered on IBM punch
cards by each of the states and sent through the Department of l.abor
to the Departiment of Defense, where it is added to each individual's
TRANSITION name-by-name file.

Reserve Records lollow-Up

The AMilitary Reserve Records Center obtains information on a man's
status approximately ten months after separation from s2rvice. This
information is similar to that obtained by the employmcent scrvice
offices and likewise is referrcd to CASD(ME RA) where the information
is ardded to the man's TRANSITION magnetic tape record,

On the basis of the informaion contained in the TRANSITION records,
it is possible to monitor the rate of program progress, the pature of
the counseling and training services being furnished to the men, and
quantitatively to cvaluate the extent to which the TRANSITION Program
has affected a man's post-service carcer.

Q 10

ERIC

33



Chapter 10

Evaluation of the Program to Date

General Goals Are Being Met

Figure 8 contains a sununary of the progress made since the inception

of the program. Over 347,000 questionnaires have been administered,
The gencral goal for a 12 wonth pericd was approximately 500, 000, While
this goal will not be reached, it must be stated that although the program
went operational in January 1968, many important bases did not begin the
program until March, If the 12 month period were extended through March
1969, the goal would most probably be met, The factors working against
the complete coverage desired have been: the lack of counselors to make
initial contacts, weaknesses in administrative procedures for identifying
cligibles, and the ecarly rclease programs which cut into the availability
of personnel to participate.

The figures do show that the counseling goal is generally being met,
Once men are identified and express an interest in the program the
Military Services have been following up on these mien and counscling
them.

The number of men who actually center into training is good, but not yet
completely responsive to their desires. A ficeld analysis indicates that
many men who do want training have too little time remaining to participate
in the desired course, cannot be sparced becausce of primary mission re-
quirements, or find that spccific courses desired are not available at that
prescnt tinie at the base to which assigned., Each of these problem areas
are continuovusly being examined at individual sites, Mnch can and is being
done toward providing more training, releasce tite, and personnel availa-
bility, These remain, of course, critical operational items,

A low rate (473 of dropouts reflects, to an increasing degree, the refinement
of all present courscs, the popularity of the subjects offered, and appeal of
the built<in placement opportunity for those men successfully completing
industry sponsored courscs,

Attitude of l.ocal TRANSITION Staffs

Ficld visits have uncovered an important development, There is a wide-
spread feeling on the part of base TRANSITION staffs working face to face
with the returning serviceman, that they are participating in a constructive
program to assist servicemen in making individual choices about their

o a6
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Figurc 8

Goals and Achievements

{(January through November 1968)

Questionnaired

Entered
Counseled Training

Annual Goals ~--c-nemicacce-= 500, 000
Goals through November ------ 458, 000

Actual Activitics through
November «-c-cemececccennnan- 347,000

% of Goals as of November 30-- 76%

350,000 150,000

320,000 137,500

278,000 51, 000

87% 37%

f
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This attitude has been instrumental in overcoming the many problems
associated with a new program and in their discovering and utilizing
previously unknown resources and procedures to meet the desired goals.

This attitude, it is believed, is being developed by the servicemen's
responses, Counsclors are finding that the mien are happy with their
individual Service's concern about their personal future. This reflects
a new approach towards solving individual problems and is votally
consistent with the mission of the TRANSITION Program,

The Problem of Personnel Shortages

The TRANSITION Program lives within a restricted budget. The mwonies
available for additional personnel to man counselor and administrative
positions is limited, Similarly, the allocation of civilian spaces restrict
the number of openinygs for such hiring because higher priorities exist
clsewhere. Some short term hiring has been alluwed to meet counscelor
requiremnents, and often military personnel awaiting reassignment are
cmployed to help meet TRANSITION staff requirements.

There is also, due to cutbacks in base strengths, less personncl at some
installations actually available for TRANSITION training. While it is hoped
that Y 70 budget adjustments will alleviate part of the counselor and admin-
istrative personnel problems, it can be expected that overall base cutbacks
in troop streugths may definitely affect the number who might participate,
The challenge to the TRANSITION Staffs will be to insure that all available
cligibles are always contacted and helped as much as possible,

Administration and Management

There are problems in this area stemming from the newness of the program
and the need to develop appropriate directives and ope rating procedures,
The depth and accuracy of record-keeping for TRANSITION participants
from their initial ideatification through their job placement in civilian life
needs renewed emphasis,

Training

The response to the program by Ainerican business, both large and small,
has been most heartening, Doth the men taking company sponsored courses
and the companies themselves have recognized immediately the advantages
of this training relationship, With over 50 large and 400 smaller companies
participating, there is ample evidence of the wide acceptance of the program
by the business conununity. The aim now will be to consolidate and refine
this reclationship so that courses and job availability inforrnation in areas of
greatest cconomic neced are properly offered to the men. In addition, atten-
tion should be given to assure the companies having similar occupational de-
nands have equal opportunity to participate at the proper military installations,

36
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One problem in training invcelves getting nceded courses to outlyini
military installations where companies frequently cannot logistically
support such training. Companics are encouraged to make additional
cefforts to help where possible, Somie have responded beyond what
might be expected, However, MDTA courses and programmed instru-
tion materials are being used to acconumodate the isolated duty stations
until greater industry participation is available,

The O,J.T. programs are wide-ranging and varied. l.ocal companies
have responded to individual base requests with enthusiasm. The range
of courses as shown in Appendix BB is evidence of the tailoring of
offerings to both needs and desires, While it is expected that individual
basces will continue to seek local industry support, more administrative
control uver the O,J. T, type training program is neceded, to include
monitoring the scope of this training to insure its development of
marketable skills,

The Target Group

As the TRANSITION Program continues to gain interest among the retura-
ing servicemen, increasing requests are being made for all forms of
assistance. As the program developed, attempts were made to accommo-
date all who applied. The principal aim of the program is to continue in
this dircction, However, under continued budget restrictions and per-
sonnel ceiling limitations, it may be necessary at some bases to insure
that priority is always given to those men who require the most necded
assistance, particularly those returaing to critical urlian and rural
environments, and limit somcewhat our assistance to other groups if
absolutely necessary,

As Project 100,000 personnel entes the separation stream, they will
become part of our primary target group, Howcever, the ain of the
TRANSITION Program will always be to maximize the services rendered
within existing resources, and to enlarge those resources with any
available help from the private and public sectors.,

Rov_qlist‘mc-nt

Once of the concerns about the TRANSITION Program has been its
possible intrusion into the reenlistment decisions of men abeut ta leave
the service, Certain built-in features of the program minimizce this
possibility, First, the questionnaire given to all cligibles asks whether
the scrviceman intends to reenlist, I he does, he is not contacted by

Q 4U
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TRANSITION, Second, during the counseling session, the gu delines
dictate that cach counselor include recnlistment as one of the options
discussed with the men., Field analysis has been indicating that where
these guidelines arce ronscientiously applied, reenlistments do occur,
The TRANSITION atmosphere permits the serviceman to weigh critically,
often for the first time, pussible servicz carcers against his aptitudes,
interests, and the opportunitics available to him in civilian life,

Other Nations' Transition Programs

Figure 9 illustrates the TRANSITION-type programs in Great Britain,
Canada, West Germany, and Israel, These programs are similar to

the United States program and are actually estavlished by law as a mission
of the Military Services, The British and West German programs are
designed to aid the procurement system. In West Germany, where a

man serving from 3 to 15 years is & desired part of the military structure,
the "transition” program is a personal security measure which is used

as an incentive to enlistinent. The American TRANSITION Program

has similar features which could be utilized to encourage initial enlist-
ment or possibly aid in the formation of a volunteer force.

Future Considerations

As the TRANSITION Program begins a new year (1969), it will be
important to consider the following:

1. The continuoce improvement of the counseling system in
order to rcach those who need the most assistance, bringing to bear the
best of rescarch efforts to meet the peculiar problems of the TRANSITION
process,

2. Judicicus use of MDTA funds to tailor more courses to those
with low educational achievement or no marketable skill who will be
returning to the critical urban and rural environments, and to provide
courses in more remote duty arcas where industry participation is
inadequate.

3. Increasing the varicty of training at remote duty sites through
more programincd instruction and other types of learning systems,

3. Fsiabhlishing a permancent working group with participating agencics
in the public svctor to insure maxinuum use of all available resources and
the effective and cfficivnt manarvement of complementing programs.,

ERIC o0
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5. Strengthen the follow-up procedures on servicemen
reentering civilian life to better evaluate the program's effectiveness,

6. Widen the scope of industry training to provide miore varied
options for servicemen desiring such traiuing,

7. Improve the system of placement and job referral by
sharpening relationships with the state employment services and
industry, including further automation of procedures,

8. Continue the attention given to reenlistiment in the TRANSITION
counseling process and use the TRANSITION Program as an incentive in
the initial procurement of military personnel.

9. Develop more effective ways to insure that skills gained in
military life arce better understood and directly utilized by the civilian
cconomy,

10, Provide more assistance to tnen, such as the cavly releasces,
who cannot participate in TRANSITION, through sclf-counseling devices
and job assistance pamphlets,

11, Take giecater advantage of the lessons learned from foreign
nations who have had "transition' programs almost ten years.

12. Develop kits for counselors to provide directly useful materiéls
that will enhance their TRANSITION counscling cfforts.

13, Consolidate and rsefine the total training offerings at cach
military base so that there is appropriate variation, but also uniformly
solid course content, particularly in O.J. I, programs.

t4. Review the on- and off-duty releas ¢ polivies to determine the
most viable training progranis possible within mission capabilities,

15. Sharpen the reporting systems in order to enhance the total
manage: 1icut of the vrogram,

lo, Respeet budget limitations by proper management of available
resources from the public and private scctors,



Appendix A

Examples of Skill Training Provided by Major
Companics Participating in TRANSITION

Allstate General Telephone
Claims Adjustment Telephone Repair

Warechouseman
Boeing Aircraft
Alrcraft Assembler Mechanic Glidden-Durkee

Chase Manhattan Bonk Market Management

Clerical
Data Processing

Gulf Ot
Station Maunzygement
Egnitable Life

Insurance Salesman Holiday Inn

Personnel Manager Restaurant Management
Financial Programs, Inc. Honeywell

Retail Sales ' Computer Program

Sales Computer Maintenance

Management inance

Sccurity Sales Howard Johnson

Restaurant Management
Fircestone

Store Management Hutnble Oil
Credit Management _.St‘;fiun‘Managcmont
Ford Motors 11N
Auto Mcchanic _._a)mputur Systems Fundamentals
Sales Sales & Repair
Asscmbly Line Fereman Office Machine Repair
Technical Represaontative
Zieneral Eledtric Flceetrician-Mechanic
Sales Managemoent
Appliance Service Technician Jobn Hancock
Salvsmanship
Genceral Motors [nsurance Sales
Diesel Mechanic
Frigidaire Appliance Lochhecd Shipbuilding
Appliance Repair Pipefitter
Truck & Coach
Collision Repair & Roefinishing Metropolitan lite
Delco Fleet Service Insurance Sales
Automobile Mechanic SJ

O
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Mobil Qil
Station Manager
Driveway Salesman

Montgomery Ward
Auto Air Condition Nechanic

Radio-I'V Repair
Security Clerk
Sales Management

National Cash Repister
Elcctro-mechanical Concepts

Nationwide Finance
Manager Trainee
Financial Management
Ficld Represcentative

New Jersey Bell
lL.inemaun & Instalier

New York lLife
Undeveriter

Insurance Sales

Northrop
Adrcraft
Food Manapgement

J.C. Penney

Auto Mechanic
Parts Control,
Maintenance
Stock Clerk

Philco Ford
Flectrician Technician

Phillips Petrolaum
Station Management

RCA
TV Repair
Data Processing

Raytheon
Fleetrician Asscembly
Drafting

Ryder Truck Reatal
Auto Mechanic

Royal Typewriters
Office Machine Repair
Salesman

Scabuard Finance, Inc.

(g
[P

Consumer Finance
Management Trainee
B

Scars Roebuck
Sales Manageraent
Shippiny Receiving
Credit Traince
Buasic Iilectronics
TV Repair

Standard Oil of Califernia
Station Manager
Service Station Operator

Anto mechanice

Nerox
Technmcal Representative
Machine Maintenance
Clerical
Scrvice Technician

Appendix



Appendix B

Autormolive Mecedical

Auto mechanics Dental 1ab technician
Auto services Nurse

Air conditioning Veterinary assistant

Body repair
Auto parts

Paint shop foreman Trades
Dispatcher
Truck driver Shectmetahman
Welder
Electronics_ Pipefitler
Machinist
Basic electronics Carpenter
Data processing Cabinel maker
Sales & repair Fence installer
Computer maintenance Masonry
Elcctronics asscmbly Upholstery
Carpet & tile laying
Clerical Carpet maker

Accountant

Typist Miscellancous

Bank teller

Bookkeeper Cosmictologist

Stock Clerk Durglar alarm repair
Meat cutting

Publishing Crane operator

Printer RNailer tender

Draftsman Horticulturist

Key punch operator Barber

Lithographer
Multilith operator,

.

O
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STATE

Arizona

California

Colorado

District

of Colurdbia

Jeorgin

Idalio

Illirois

Fengas
Q
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Appendix C

~

FY 68 & FY &9 MDTA TRAKSITION COURSES

(As of 18 Decemver 1538)

ML. JISTALLATIONS

Fort Kuachuca
Fort Huachuca
Luke & Willisns AFbs

Treasure lsland
Fort Irwin

Camp Peridleton
Fitsinons Gealilosp.

Arca Installations

Fori Gordon
Fort Gordon
Fort gerdo.
Fort gordon
vory Gorden
Jort gordon

rort Ggordon
Foert Boaning
Warncr Rottins AFR

oantain Home ASD
}t.Bheridan/Gr.lakes

Ft.Sheridan/Gr.lakcs
Ft.Sheridan/or.Iakes

Fort Kiley

TYPE_COURSE

Television Service & Repaircan
Draftsman, Junior
Adircraft, Engine Mechanic

Verious-Iniividval Referrals
law Enforcerent

Law Eaforcernent

Individual Referrals

Fre-Yocaticnal [rainirng
Jounseling

Auto Mechanic telper
Prograrser

TV Repair

Indivigual Referral

Hetrigeretion Mechanic
Autonobile Service Mechanic
lLaw Enforcepent

Front End Man

Blectrical Applinnce Servivenan
Varioas-lros Than Clase Groay

Srent End lan
Auto Yechanic
Aircraft Froine Mechaaie

Fatrolzen
Civil Servive reprration

Injivideal Reforral
Tr Serviece Repair

Digitnl Computer Operator

41

TRAIIEES

20
20
32
79

32
0
7o

125
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STATE

Kentucky

Louisiana

Misscuri

levada

lew Jersey

Noxth
Carolina

Rhede
Island

Sovath

Urarolina

i

LO
o)
9

MIL. INSTALLATIONS TYFe COURSE

Fort Knox Appliance Repair

Fort Knox Drafting

Fort Knox Industrial Blectricity
Fort Knox Welding

Fort Knox Data Processing & Frogrerming
Fort Polk Auto Mechanic

Fort lecnard Wood Auto Body Repair

Fort leonard Wcod Iratfting

fort lLeonard Wood Automotive Services
Fort leonard Wood Electronics

Fort leonard Wood Cabinct leking

Fort leoonnrd Weod Alr Conditicning

Fort Leonard Weod Jlerical Practice
Fort Loonard Wood Tookkeepin;

Fort Laonsrd Wood Varicus

nellis A¥E:
wellis AXR

Ffort Dix-NoQuire AFR
Fort Dix-ltioquire AFMB

Canp feJeune
Camp Lejcune
canp Lejoune
Cecip [ Jeune
cap o feune
Fort Bragg
Fort Trag,,
Fort *ragy
Yort fragy
Fort i'r

Cherleston v fAFR
Charlcston inv, /AT
Charleston havy/APR
charlezton lavas /AMD

45

<

tigital Computer Operater
Civil Cervie:? Frep-Postal Clerx

Progromoer
Drafting

Auto Mochanic
Pleccrician

Drafting,

Y Fepair

Yelder

Salrsr-an

Jasoline Yncine RHepalr
Serv’ s Staticn Manager
Welder

L.attsran

Aato Cervice Mechnand:

Clerk General Cffice
Aato Fellanic
welder

Irdivideal Referral

Appendix C
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STATE

Texas

Tennessee

Virginia

Washington

ERIC

iz WA

288 12

£E&e &% 9&®

MIL. INSTALIATIONS

TYPE COURSE

Bergstrom
Bergstrom
Fort Hood

Fort Hood
Fort Bliss
Goodfellow AFB

Fort Campbell
Fort Campbell

Fort lec

MCS Quantico
Fort Eustis
Fort Belvoir,
Fort Meyer,
1CS Quantico

Fort lewio

Individual Referral
Various-less Than Class Group
varicus-less Than Class Group

Individual Refcrial
Individual Referral
Individual Referral

Auto Fainter
Auto Service Mechanic

Draftsman, Junior

Programmer

Auto Service Station Mechanic
Programmer, Rusirecs

Various-Individual Referrels

Fr- 68 TOTALS
Fi- €5 POTAIS

TRAIIVIES

1880
2145

TRAINEES

20
20

o5
265
300
100
105
5C5

100

—

200
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Appendix 1D

TRANSITION Program
_State Sponsored Training

TRAINING SPONSOR
Educational Programs State of Arizona

State of California
State of Georgia

State of Illinois

State of Kansas

State of Kentucky
State of Missouri
State of Nevada

State of North Carolina
State of New Jersey
State of Rhode Island
State of South Carolina
Statec of Texas

State of Virginia

State of Washington

Highway Patrolman State of California

Public Works State of California
State of Florida
State of Illinois
State of Rhode Island
State of Texas
State of Washington

' Appendix D
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Appendix E

Representative Loocal Government Sponsored

Training

TRAINING SPONSOR
Corrections Officer Richmond County, Ga.

Health Technician Clark County, Nev.
Hospital Attendant Petersburg, Va,

Law Enforcement Cumberland, N,C.
Fayetteville, N,C.
Hampton, Va,
Kitikas, Wash,

I.a Grange, Ill,

Little Creek, Va,

IL.os Angeles, Calif,
Norfolk, Va,

Overland Park, Kans.
Princess Anne, Va,
Richmond, California. .

Public Works Columbia County, Ky.
Fairfield, Calif.
Norfolk, Va,
Monterey, Calil,
Scattle, Wash,

FAASALY Assistance
Program Dade County, Florida

Q 438
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Appendix F

Reporting System

Data Elements for Name by Name [Vile

1.

10.

16.

17.

Service

Name

Service Number Prefix
Service Number
Current Grade

Date of Birth

Race

DOD 3-Digit Occup. Cod:e
{Prirmary)

DOD 3-Digit Occup. Codse
(Secondary)

Total Active Federal Military
Service Date

Highest Year of Education
Completed

Date ot Separation
DOD Special Program ldentifier
TRANSITION Orientatiors Method

TRANSITION Questionnaise/
Interview Indicator

TRANSITION Interview Date

TRANSITION Fducation/ 1raining
Status

61
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Appendix F (Continued)

18.

19.

20.

21,

22.

23,

24,

25,

26,

27,

28,

29,

30.

3z,

33,

34,

35,

Installation of TRANSITION
Reporting Office

TRANSITION Training Priority
Category

TRANSITION Education Course
Status

Level of TRANSITION Education
Course

TRANSITION Education Subject
Group

Date Educ. Course Entered/
withdrawn/completed

TRANSITION Training Course
Status

TRANSITION Training Course
Sponsor

TRANSITION Training Course - DOT

Date Training Course Entered/
withdrawn/completed

Post Service Employment Indicator
Social Sccurity Number

Primary MOS/AFSC/NEC
Sccondary MOS/AFSC/NEC

Major Pre Service Occupation -
iblogy

Home of Record - Z1P
Separation Mailing Address - Z1IP
Transaction Identity Code - SDN
N
<
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STATE
Alabama
Arizona

Arkansas
California

Colorado
Delaware
District of
Columbia
Florida
Georgia
Idaho
Illinois

Indiana

Towa
Kansas

Kentucky
i.ouisiana

Maine
Maryland

Massachusetts

Michigan
Minnesota

Appendix G

Number of TRANSITION Sites by State

and Overseas Countries

SERVICE

Air Force
Army

Air Force
Army

Air Yorce
Air Force
Army
Marine Corps
Navy

Air Force
Arny
Air Force

Air Force
Army
Navy
Air Force
Navy
Air Force
Army
Air Force
Air Force
Army
Navy
Air Force
Army
Air Yorce
Air Force
Army
Arimy
Air Force
Ariny
Air Force
Air Force
Army
Air Force
Army
Air Force
Air Force
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Appendix G (Continued)

STATE

Mississippi
Missouri

Montana
Nebraska
Nevada

New Hampshire
New Jersey
New Mexico

New York

North Carolina
North Dakota
Ohio

Oklahoma

Oregon
Pennsylvania

Rhode Island
South Carolina

South Dakota
Teanessee
Texas

Utah

Virginia

Washington

Wisconsin
Wyoming

6%

SERVICE

Air Force
Air Force
Army
Air Force
Air Force
Air Force
Air Force
Air Force
Army
Air Force
Army
Air Force
Army
Air Force
Army

Marine Corp:

Air Force
Air Force
Air Force
Army
Air Force
Army
Navy
Navy
Air Force
Army

Marine Corps

Navy
Air Force
Air Force
Air Force
Army
Navy
Air Force
Army
Air Force
Army

Marine Corps

Navy
Air Yorce
Army
Navy
Air Force
Air Force
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Appendix G {Continued)

Overseas AF TRANSITION Sites

Alaska
Azores
Bermuda
Canada
Canal Zone
England
Germany 1
Greece
Guam
Hawaii
Italy

Japan
Korea
Libya
Netnerlands
Okinawa
Pakistan
Philippines
Puerto Rico
Spain
Taiwan
Turkey
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