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FOREWORD

Programs offered under the Manpower Developiment and Training Act since its
beginning in 1962 have had a substantial impact on poverty and unemployment and
have been a unique force in American education. More than 1 million persons have
enrolled in training, the large inajority being in institutional training prograrms which
are a cooperative effort of Federal, State, and local agencies in the field of labor
and education. A number of amendments have been added to the act which
strengthen the program and clarify lines of responsibility and authority.

This Guide was designed to establish an understanding and comprehension of
effective approaches to job entry preparation for disadvantaged persons in the
multioccupation program with its prevocational and job training phases.

Manpower personnel working closely with the disadvantaged groups realize that
changes in personal habit, in emotional responses to life situations, and in attitudes
toward work are prerequisite to success in securing and holding a job. This tremen-
dous variety of needs has convinced the manpower administrators of the necessity
of a flexible program of prevocational services.

Under this act, training programs have alrcady done much to offset skill shortages.
It is hoped that this publication will prove to be of great help to administrators by
providing assistance and guidance needed for even more effective and efficient man-
agement of these programs.

Howard A. Matthews Leon P. Minear

Director, Division of Manpower Director, Division of

Development and Training Vocational and Technical
Education

Arthur Lee Hardwick
Associate Commissioner for Adult,
Vocational, and Technical Education
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CHAPTER |
INTRODUCTION

Prevocational Exploratory Programs in Manpower
Development and Training describes the objectives
and organization of prevocational exploratory pro-
grams, Persons interested in establishing, improving,
or gaining an understanding of the program will find
this guide useful.

Prevocational Exploratory Programs in Manpower
Development and Training was prepared under con-
tract with the Division of Manpower Development
and Training, U.S. Office of Education. Dr. Gordon
G. McMahon, Director, Division of Vocational
Technical Education, State University College at
Oswego, N.Y., was the Project Director. The publi-
cation was organized and written by Genevieve
McMahon, Consultant, State University College at
Oswego.

A national committec of manpower administrators
served as consultants in developing the contents of
this publication. The Office of Education acknowl-
edges with gratitude the services of those consultants
who are as follows:

Carl G. Benenati
Chief, Bureau of Manpower
Development and Training

John H. Koenig
Associate Director
State Department of

New York State Education Education
Department Trenton, N.J.
Albany, N.Y

Maurice E. Wilson

William P. Hartmen Supervisor, Manpower

Supervisor, Retraining Section Development and Training

Department of Public Dade County Public Schools
Instruction Miami, Fla.

Harrisburg, Pa.

Special acknowledgment is made to Edward M.
Roden, the technical adviser, and to the directors and
staff members of manpower centers who generously
contributed information and materials designed to
clarify the philosophy and operational procedures of
successful prevocational programs.

History of Manpower Development
and Training

In 1962 the Manpower Development and Training
Act established procedures for meeting the man-
power needs of the Nation by offering job training to
uncmployed and underemployed youth and adults.
Growing awareness that job training alonc was not
enough to mect the needs of those who suffer from
cultural, economic, emotional, or physical handicaps
led to the development of a program of remedial and
developmental training. Such a program is provided
in Manpower Training Centers, offering both a pre-
vocational exploratory program and job training in
specific occupations. Study of existing programs has

shown that an optimal prevocational program can be
developed under existing legislation.

In the years since its first training program was of-
fered in 1962, Manpower Development and Training
has become a unique and potent force in American
adult cducation, instilling salable skills in nearly 1
million persons. Of special interest is the institution-
al training program, a cooperative cffort of Federal,
State, and local agencies in the field of labor and edu-
cation.

Experience with varying types of institutional
programs has led many administrators to believe that
the most effective approach to job entry preparation
for disadvantaged persons lics in the multioccupation
program with its prevocational and job training
phases.

DEFINITION OF MANPOWER
DEVELOPMENT AND TRAINING (MDT)

Manpower development and training is a Federal-
State cffort to mcet the manpower needs of the Na-
tion through the provision of salable skills at the
entry level to the unemployed and the underem-
ployed. This training program is one aspect of the na-
tional effort to lessen the effects of poverty and to
break the poverty cycle which governs the lives of so
many Americans. '

Since the passage of the act in 1962, changes
through amendment and interpretation have altered
both the scope and the direction of the act; but its
purpose has remained the same, “...a commitment
by Congress to bring the Nation’s manpower re-
sources and requirements into better balance.”!

Manpower training concerns itself with present
needs and the needs of the foresceable future, It has
never been permitted to settle into inflexible patterns
but has been forced by its legislative mandate to offer
programs geared to the cxisting labor market and to
the manpower available for training. It is a prograru
that has produced singularly innovative methods to
offer hope of a new life to hundreds of thousands of
those who consider themselves rejected Americans.

MANPOWER DEVELOPMENT
AND TRAINING ACT OF 1962

In a “Statement of Purpose” the authors of the
1962 Manpower Development and Training Act rec-
ognized the existence of widespread unemploy-
ment coupled with shortages of labor in many
skilled trades and expressed concern for workers
threatened by automation or relocation of indus-
tries. The statement acknowledged Federal respon-
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sibility to prevent the spread of unemployment and
authorized that people be “sought out and trained”
for new or better jobs.?

By the provisions of title II of the act, the group
to be trained was to be drawn from the pool of un-
cuiploved heads of houscholds who were 22 years of
age or older, with at least 3 years’ work experience,
and from youths 19 to 21 years of age, provided the
heads of their houscholds were unemployed. Youths
aged 16 through 18 might be admitted to the pro-
gram but without the support of the training allow-
ance authorized for other groups. This was a
relatively small group which would, presumably, be
composed of the people about whom Congress was
concerned.

The Federal Government was instructed to de-
termine industry’s nceds for workers, arrange for
training, sclect trainces, and provide counseling,
placement, and followup studies.

An important provision authorized the payment
of training allowances for a maximum of 52 wecks,
with transportation cxpenses and subsistence allow-
ances paid where necessary. After June 1964, States
were to share the expenses of training allowances on
a 50 percent basis.?

The act included authorization for other activi-
ties which have developed as important parts of the
manpower program. However, only the provisions
of title IT are of direct concern to what has become
known as the institutional training program.

Amendments to the Act

In 1963, 1965 and 1966 the act was amended,
broadening the traince base, liberalizing training
allowances, and increasing the scope of the program.

The original act had clearly applied to the re-
cently uncmployed or to those whose jobs were
threatened by a changing technology. From the cx-
periences of the first year, it became apparent to
manpower program administrators that the number
of newly unemployed workers who required retrain-
ing was relatively small. Economic conditions were
improving and many of these workers had been
reabsorbed into jobs similar to their previous oncs.
Many of those whose positions scemed threatened
by technological change really had sufficient work
experience to make their transistion relatively easy.
The Sccretary of Health, Education, and Welfare
stated: “As the general uncmployment rate de-
creased .. . the number of experienced workers seek-
ing new jobs through retraining began to decline.”4

To broaden the traince base, Congress, in 1963,
lowered the age limit for the payment of allowances
to 17 and authorized youth training allowances re-
gardless of the employment status of the head of the
houschold. To bring in more unemployed youths,
a maximum of 25 percent of total allowances paid

2
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might now go to those under age 22; and part-time
employment up to 20 hours per week without loss
of training allowance was made permissible for any
trainee.

The scope of the program was greatly increased
by the addition of provision for basic education
when deemed necessary. Evidence convinced Con-
gress that many of the men and women who needed
skill training were cqually in need of basic educa-
tion and were, in fact, unable to profit by occupa-
tional training unaccompanied by instruction in
recading, mathematics, and communication skills.
To make it financially feasible for trainces to attend
such classes, payment of an additional 20 wecks of
training allowance was authorized, for a total of 72
weceks.?

Again in 1965 the manpower act was amended.
To encourage the participation of a greater range
of trainces, the act now cnumerated certain groups
whose neceds should be considered, including
the long-term unemployed, disadvantaged youth,
displaced older workers, the handicapped, and
members of minority groups.”® To further broaden
the traince base, allowances were authorized for
single persons not living in a family unit. Further,
more than one uncmployed member of a houschold
might receive an allowance, provided the head of
the houschold was unemployed. Dependents’ allow-
ances were liberalized and daily commuting ex-
penses allowed.

The training period was again lengthened by the
addition of an extra 32 weccks of allowance where
required to hold trainees who needed more time to
reach job-entry level, bringing the total period to
104 weeks.” Recognizing the need for almost com-
plete Federal funding, Congress limited State con-
tributions to 10 percent of total cost, with the 10
percent to be provided “. . . in cash or kind.”®

In his report to Congress for 1965, the Secretary
of Labor stated:

Originally promulgated to focus primarily on
the training and retraining needs of the adult
labor force in an economic climate of high levels
of unemployment, the act is now far better
equipped to render employable the still sizable
number of the hard-core unemployed—the many
disadvantaged groups who are still not sharing in
an economy now approaching full employment.®

The amendments of 1966 seemed minor but ac-
tually were important alterations. Only 1 year of
work experience was now required for adult
trainees, and youth might be admitted if they had
not been out of school 1 year, or if it was the judg-
ment of authority that further school attendance
was not practicable.

8
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The scope of the program was broadened by
authorization to admit people to preemployment
training in basic cducation and job oricntation
without subscquent institutional skill training. Pco-
ple over age 45 might be given special programs of
testing and counseling before admission to occupa-
tional training or basic education.!?

No further liberalization of the 104-week training
allowance was made, but permission was given to
spend up to $100 per traince for “physical examina-
tion, trcatment of minor medical problems, or pur-
chase of prostheses,” when such services are not
available clsewhere.!! Unfortun~tely, although Con-
gress has recognized the need for medical help, ap-
propriations to cover the cost have not been made.

Changes of dircction of the entire manpower pro-
gram occurred in 1967, by exccutive regulation
rather than by amendment:

Training goals for fiscal year 1967 . . . issued
by the Secretary of Labor in consultation with
the Secretary of Health, Education, and Welfare,
anticipated that 65 percent of the training effort
was to be directed toward helping disadvantaged
people unable to compete for jobs, of which 25
percent was to be focused on disadvantaged
youth. The remaining 35 percent of the training
effort was to provide training in skill shortage
occupations for both youth and adults.!?

It should, perhaps, be reemphasized that activities
authorized by other sections of the manpower act
have had indirect bearing upon the size and the
direction of the institutional program; however,
only those provisions of the manpower act most
directly affecting the prevocational exploratory
program are discussed here.

Responsibility for Implementing the Act

Congress vested dual responsibility for implemen-
tation of the provisions of title II in the Secretary
of Labor and the Secretary of Health, Educa-
tion, and Welfare. The Secretary of Labor was
instructed to determine the skills needed, develop
policy, encourage development of training pro-
grams, and see that the desired skills were trans-
mitted to the country’s workers.?®* To accomplish
these tasks he was empowered to make an agree-
ment with a suitable agency of each State to select
trainees from specific groups, assign the trainees to
suitable occupational training, and determine
eligibility for training allowances and make such
payments.14

The Secretary of Health, Education, and Welfare,
on the other hand, was instructed to make arrange-
ments with State agencies to provide institutional
skill training for the occupations specified by the

Labor Department and to supervise the training
program for the benefit of both the traince and the
Federar Government.18

In practice, a Manpower Administrator within
the Labor Department represents the Secrctary of
Labor. The U. S. Training and Employment Service
of the Manpower Administration hereafter referred to
as Employment Service administers the Labor Depart-
ment’s responsibilities through national, regional,
State, and local offices.®

The responsibilities of the Secretary of Health,
Education, and Welfare (HEW) arc declegated to
the U.S. Office of Education, which, in turn, makes
arrangements with State ecducational agencies for
the provision of training programs. A typical ar-
rangement finds a special manpower office within
the vocational education division of a State educa-
tion department.!?

Both the Secrctary of Labor and the Secretary of
HEW have authority to “prescribe such rules and
regulations as cach may deem necessary and appro-
priate” to administer that part of the act for which
the Secretary is responsible.’® Since interpretation
forms an important part of the effectiveness of any
law, the Secretaries, through their respective agen-
cies, determine the emphasis and the direction of
the manpower training program within the limits
prescribed by the manpower act.

Changing Emphases In
Manpower Development and Training

As it was initially conceived and put into opera-
tion, manpower training was a relatively simple solu-
tion to an immediate and presumably correctable
problem. As it has developed, neither the problem
nor the solution has been simple. The first tentative
steps revealed the complexity of the situation and sug-
gested that a much larger problem existed, involving
more and different types of people than had
been originally recognized.

Since the stated purpose of the manpower act
originally was to retrain displaced workers, upgrade
the skills of those working below their potential, and
prepare a small number of untrained youth for em-
ployment, the first programs were designed to meet
those specific needs. But it was discovered that auto-
mation and technological change do not necessarily
mean permanent displacement for the worker who
already possesses a reserve of basic skills. This realiza-
tion brought changes in the nature of program offer-
ings to serve a much larger segment of the population
—those who have never possessed salable skills or
who have been unemployed so long that any skill they
may have possessed has become useless. These are the
hard-core unemployed; and, in compayy with yearly
additions of untrained youth, they constitute a sub-
stantial pool of the unemployed.




One of the greatest strengths of manpower training
has been in its willingness and ability to change and
adapt its prograins to ieet denmonstrated needs.

EARLY TRAINING PROGRAMS

The first training programs cstablished under the
Manpower Development and Training Act of 1962
were single-approach projects and served single locali-
tics. They offered training in specific occupations in
which the Federal employment service had discovered

shortages of trained workers. The Secretary of Labor

reported that training in 500 occupations was offered
in 1963. These carly programs were limited by law to
a maximum of 52 wecks, with the majority scheduled
for only 26 wecks.! In that year, the first full year of
operation under the act, 40,684 people were enrolled
for training in thesc programs.2’ Representative of the
arcas in which training was offered were auto mechan-
ics, auto body work, welding, agriculture, practical
nurse training, machine shop, clerical, and service
occupations.!

The single-program approach provided training
and assurcd employment to many individuals, and
such programs have continued to operate successfully
in many communities. However, cach program was
offered as a distinct project, with specific dates for
entry and termination. It soon hecame apparent that
a broader and more open-ended approach was nceded
to permit people to enter and lcave training as their
needs required. A greater range of program offerings
seemed advisable, along with more attention to
individual problems.

MULTIOCCUPATION PROGRAMS

During 1963, 28 multioccupation projects were be-
gun, increasing the scope of the single-occupation
projects by offering training in a number of occupa-
tions and serving larger numbers of people from a
much wider geographical arca. The number of
“multi’s” quickly increased to 200 by the end of
1964.22

The development of the multioccupation program
was a response to experience with weaknesses in the
single-occupation programs and to demonstrate edu-
cational nceds of the unemployed. It had become ap-
parent that functional illiteracy was combined with
an inadequate grasp of mathematics and a lack of
communication skills training.

The 1963 amecndments had specified that basic
education was to be available to all who nceded it.
By the addition of 20 wecks to the 52 weeks of au-
thorized training allowance, incrcase of allowance
where neceded, as well as permission to work 20 hours
without loss of allowance, many who had previously
been unable to enter the program were encouraged
to do so.

By organizing a cluster of program offerings under
one administration, along with a basic education
unit, it was possible to accept trainces for remedial
education and personal counseling previous to, or
concurrent with, skill training. By the end of 1964
the 200 multiprojects had enrolled 47 percent of all
MDT trainces.®3

MANPOWER TRAINING CENTERS

In 1965 the 47 percent of trainces ecnrolled in
“inulti’s” during 1964 dropped sharply to 27 percent.
Greater use was being made of a combination of pre-
vocational and basic education in connection with
single-occupation projects. The establishment in 19635
of a large number of Youth Opportunity Centers,
many of which offered excellent counseling, testing,
and other services, affected the funding of multioccu-
pation programs. There was, too, a belief that
MDTA funds used for single-occupation projects pro-
duced results more quickly and more economically.?4
At the same time, however, the “multi” concept was
being refined and cxpanded in some of the Nation’s
larger cities in the form of Manpower Training Cen-
ters. The manpower center provides counseling, work
orientation, basic and remedial education, health and
social services, and institutional skill training in a
variety of occupations.

The availablility of personnel to provide counsel-
ing, basic education, and skill training, as well as the
availability of facilitics large enough to house such
programs, has encouraged the development of man-
power centers in urban areas. A center may serve only
one city or it may be a central facility drawing train-
ees from a wide area. The 1965 amendments author-
izing the payment of commuting expenses for trainees
outside the immediate arca of an MDTA program
and a subsistence allowance where commuting was
impractical made centralization feasible. The exten-
sion of financial allowances to 104 weeks’ duration
encouraged the development of a total program de-
signed to mcet the wide range of needs of the dis-
advantaged.

CHANGES IN QUALIFICATIONS OF TRAINEES

In his 1966 rcport to Congress, the Secretary of
of Labor referred to the developments of 1965 as a
“person-oriented” approach to training, as opposed to
the “job-oriented approach of the standard MDTA
training programs.”25 For better qualified early train-
ces, the job-oriented approach was adequate. As the
recruitment program reached deeper into the pool of
the disadvantaged, howecver, the necessity for ex-
panded services became apparent.

ERIC 10
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TRAINEES IN EARLY PROGRAMS

The carly training program had served precisely
the group described in the original manpower act—
unemployed experienced workers, underemployed ex-
perienced workers, and vouth who nceded skills to
qualify for experience. Experience was the key word;
and it soon became clear that even outinoded skills
were valuable and adaptable to different but related
cmployment arcas.

In the initial programs of 1962 and 1963, 72 per-
cent of the trainces had been in the labor force more
than 3 years, indicating either possession of a skill or
sufficient knowledge of some kind to make them eni-
ployable. Their typical unemployment pattern of 15
or more weeks duration was an indication of the
cmployment shifts with which the Federal Govern-
nient was concerned.

Fifty percent of the early trainees had been unem-
ployed for more than 15 weeks. Some had been dis-
placed by automation or by relocation or closing of
industrial plants. Some had lost their jobs for other
reasons. Many were older workers—past age 45—
affected in their search for new jobs by the economic
and personal prejudices against hiring older people.
Forty percent were women who had been out of the
labor force because they had no currently marketable
skills or who were underemnployed.26

The Department of Labor concluded at the end of
1963 that some retraining was the nced of skilled
workers and that the greater burden of the Govern-
ment was the aiding of the unskilled, since ... cur-
rent techinology is tending to restrict employment in
jobs with low skill demands.””?7

The low figure of 5 percent authorized for youth
training allowances held 1nanpower training to
essentially adult programs in 1962-63. Young people
who did enter the program were required to have
been out of school 1 year and to be adjudged unable
to profit by returning.

Ninety-seven percent of both youth and adult
trainces had remained in school long enough to com-
plete the cighth grade and most of them were func-
tionally literate.28

TODAY’S TRAINEES

The focus remained for some time on adults with
work experience, family responsibilities, and long
periods of unemployment. Beginning late in 1964
more youths, more nonmwhites, and more trainees
with low educational attaininent were brought into
the program. A 1963 amencinent had raised to 25
percent the number of youths who might be paid
special youth training allowances. In 1964 more than
one-third of the referrals were classified as youth. The
prime age group—22 to 44-~dropped to 52 percent of
the trainees.??

The increased emphasis upon youth training mir-
rored the Government’s conviction that the combina-
tion of lack of skill and lack of experience was pre-
venting youth from entering the labor force. It was
concluded that  “recent  technological and  other
changes in the cconomy have decreased the relative
numbers of unskilled jobs which could be entered by
young people with little cducation, training, or ex-
perience.””0

Through 1966 the cnrolhnent pattern continued
along the lines started in 1964, Youths in 1966 comn-
prised 37 percent of enrollment in institutional pro-
grams and the number of trainees over age 45 also
increased, indicating the effects of the progran’s
emphasis on the needs of the disadvantaged and the
hard-core unemployed. Educational level dropped to
include 17 percent of trainees with 8 or fewer years in
school, an increase of 8 percent over the figures for
1962.31

A\ few statistics show clearly the impact of amend-
ments and regulations calling for increased services
to the disadvantaged. In 1966 81 percent of new
trainees were unemployed, with 40 percent of the
total unemployed for more than 15 weeks. Eighty-two
percent were cligible for training allowances and the
numnber of nonwhites enrolled had increased to 40
percent as contrasted with 23 percent amnong 1962
enrollments.?2

Many of the figures available should be interpreted
only within the context of the total manpower act,
with all of its amendments, and with consideration
of the changing emphases which have developed in
the training program. It is clear, however, that the
traince population has moved toward greater repre-
sentation for youth, for the long-term unemployed,
and for the economically and culturally disad-
vantaged.
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CHAPTER I
STATUS AND THE TRENDS IN PREVOCATIONAL
EXPLORATORY PROGRAMS

Just as the Manpower Development and Training
Act has been altered by amendment and regulation
to conforn to the changing patterns of employment,
the implementation of the law has been flexible in
response to demonstrated need. As the number of
trainces increased and the complexity of their prob-
lems became apparent, it was no longer possible to
meet their needs through the regular manpower pro-
grams. Many of the new trainces were not only unem-
ployed but, as a result of educational deficiencies or
physical or cmotional problems, were unemployable.
Skill training was not cnough. .\ new concept of total
preparation was needed to bring cach individual to a
condition of cmplovability, at entry level. in an oc-
cupation in which he was capable of functioning.

The nultioccupation prograin has been developed
to meet this need. It is a trainee-centered programni,
designed to climinate the obstacles which prevent a
person {rom entering an occupation. It offers basic
education, guidance and counscling, social services,
and choice of vocational training in occupational
clusters. In each cluster are employment levels within
the reach of all trainees except the most severely
handicapped. The multioccupation program is di-
vided into two major phases—the prevocational ex-
ploratory program and job training——both of which
include basic education.

Definition of the Prevocational
Exploratory Program

The prevocational phase is manpower’s response to
the challenge presented by the trainee whose cduca-
tion and experience is inadequate to prepare him
either to make a vocational choice or to profit from
job training. The program is flexible in length and in
content. It is designed (1) to discover and initiate
correction of deficiencies that would prevent success-
ful completion of vocational training; and (2) to
provide an opportunity for the trainece to explore one
or more occupational clusters in the process of mak-
ing a specific occupational choice.

Place of the Prevocational Phase
In the Total MDT Program

Prevocational aid is necessarily a part of a larger
MDT program, usually multioccupational. Its suc-
cess depends on the availability of personal services
of many kinds, a flexible basic education unit, and a
variety of ongoing vocational training courses. Every

discoverable strength and weakness of the trainee
must be assessed for its relationship to his success in
achieving emplovability. Even while this assessment
is In process, basic remedial work will be offered con-
currenthy with exploratory job experiences.

A prevocational program requires the involvement
of the entire staff of a manpower center— «ministra-
tive, vocational, basic education, and counseling per-
sonncel—as well as the cooperation of the local emn-
plovment service agency.

Objectives of the Prevocational
Exploratory Program

Although the prevocational program is flexible and
adaptable to individual needs, it has, in addition to
its overall purpose, some very specific objectives:
during the carly weeks of the program, counselors
and instructors try to identify cducational deficien-
cies; discover physical, mental, and emotional prob-
lems; and, through intensive counseling, help the
traince move toward a realistic occupational choice.

IDENTIFICATION OF EDUCATIONAL DEFICIENCIES

The effect of educational deficiency upon success in
occupational choice will vary, depending on the voca-
tion chosen; but where the deficiency is great enough
to constitute functional illiteracy, it acts as a barrier
to any job training. School records have relatively
little value to the manpower center and are not re-
quired for enrollment. The center depends on forinal
and informal testing to determine reading level,
achievement in mathematics, and proficiency in such
communication skills as writing, spelling, and speak-

ing.

IDENTIFICATION OF PHYSICAL, MENTAL, AND
EMOTIONAL PROBLEMS

Severe cducational deficiency is often only one
manifestation of cultural deprivation. The disadvan-
taged person may also have physical, mental, or emo-
tional problems as serious as his educational deficien-
cy. The prevocational program must concern itself
with identification of those problems which could
interfere with the acquisition of a vocational skill.

Among the many physical problems which must be
identified are discase, poor vision, hearing difficulty,
problems from poor nutrition, and conditions re-
quiring surgery. What action may be taken for their
correction will depend on the services available to

1
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the center, but their definition and their relationship
to the trainees’ goals must be established.

Similarly, the degree of severity of mental or emo-
tional problems requires carly diagnosis. The services
of a psychologist on call or the availability of psychi-
atric services are important; but the discovery of this
type of problem is the responsibility of center per-
sonnel, followed by referral to appropriate agencies.

IDENTIFICATION OF OCCUPATIONS FOR
JOB TRAINING

Many of the regular manpower programs have
been and are filled with trainces who h:zve, with a
minimum of assistance, made a choice of occupation
for themselves. But the seriously disadvantaged, and
those who for other reasons may find it difficult to
make an occupational choice, nced an exploratory
period, not only to help them reach a vocational de-
cision but to help them reach a condition of readiness
to accept job training.

Organizational Patterns of a
Multioccupational Program

The elements of a prevocational program can be
offered under more than one organizational pattern.
Funding, size of training facilities, availability of in-
structional and counseling staff, local manpower
needs, and the characteristics of trainees may be de-
terminants in the selection of an organizational
pattern.

FULL PROGRAM

The full program offers the traince the greatest
opportunity to explore his potential. Usually found
in urban manpower centers, this program consists of
a prevocational period followed by job training
geared to the occupation and the type of person being
trained. The program as a whole offers many fields
of occupational training and provides both physical
facilities for exploration and job training programs
into which trainees may be fitted as they reach the
point of vocational choice. An adequate number of
instructors in basic education and the availability of
counseling, medical, and other services arc consid-
cred essential. The full program offers the most flex-
ibility and the greatest potential for help to the
individual.

JOB TRAINING WITH BASIC EDUCATION

Another organizational pattern is job training with
basics. Here the occupational choice is made before
entering the program and the trainee enters im-
mediately into the basic education classes which seem
to be required. If, at the same time, there appear to
be physical, mental, emotional, or other personal prob-
lems which could interfere with his progress, coun-
seling and auxilliary services are provided concur-
rently with skill tratning.

Job training with basics 1s useful in centers which
offer a limited range of training programs and oper-
atc on a large-group intake. It is advocated by those
who feel that they can offer many of the clements of
the broader prevocational program and still hold the
choice of job training to a limited range.
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CHAPTER Il
THE TRAINEE

As anended in 1965, the Manpower Developient
and 'T'raining Act (MIDTA) specified that the Federal
Governinent, providing occupational training for the
unemployed and the underemployed, should give
special consideration to the long-term unemployed,
disadvantaged youth, displaced older workers, the
handicapped, and members of minority groups. This
listing has not, however, been interpreted as setting
limits or excluding anyone who does not fall into one
of its categories. In practice, manpower training has
reached the point of where it tries to find a way to
help anyone who qualifies within the categories de-
fined by the Federal Manpower Administration.!
Where handicaps are judged too severe to permit the
applicants to adjust to the training situation, refer-
rals are made to other agencies for remedial services.
In some cases these people are subsequently able to
undertake occupational training.

Categories of Trainees

Although any one trainee night belong in more
than one of the following categories, it is possible to
generalize that there are nine major categories of
trainees.

1. EDUCATIONALLY DEFICIENT

Individuals who have dropped out of school, who
have failed to profit by their school experience, or
who have never attended school make up the cate-
gory of the educationally deficient. If the vocational
goal of such individuals can be achieved without
need for education beyond their present attainment,
the deficiency is statistical but unrelated to job suc-
cess. If, however, as is so often true, the individual
aspires to a position detnanding an educational pro-
ficiency which he does not possess, his deficiency be-
comes an obstacle and he becomes eligible for
assistance.

The basic education provisions were added to the
MDTA to benefit these very individuals, who could
otherwise not qualify for skill training.

2. PHYSICALLY, MENTALLY, OR EMOTIONALLY
HANDICAPPED

While physical, mental, and emotional handicaps
are by no means limited to the disadvantaged or the
unemployed, it may be assumed that a greater num-
ber of such handicaps remain undiscovered and
untreated among cconornically deprived groups.

Applicants for manpower training are found to
have physical disabilities including malnutrition,
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hearing loss, poor vision, dental problems, disease,
and even conditions requiring plastic surgery or
prostheses. While the MDT:\ did not originally in-
clude provisions for health care, the 1966 amend-
ments authorize expenditures up to $100 per person
when funds are available. More important, in prac-
tice, is the cooperation of community health agencies.

All of the assistance available, even in the largest
and best-equipped comnunities, is not sufficient to
treat all the physical disabilities of trainees, nor is
any such attempt made. An attempt is made to pro-
vide help where it is judged that the condition, if
allowed to continue, would interfere with either the
training or the employability of the individual.

In many cases physical handicaps are less serious
deterrents to job success than are mental and emo-
tional problems. Training centers enlist the aid of
mental hospitals and clinics, although it is generally
agreed that the initial screening now eliminates the
more scvere cases. Feelings of inadequacy, extreme
shyness, withdrawal, antisocial attitudes, and many
similar problems must be considered in the overall
pattern of help offered to each trainee.

3. LONG-TERM UNEMPLOYED

A third category of trainee is the long-term unem-
ployed. Extended unemployment seems to create
attitudes which eventually make the person virtually
unemployable. Whether the individual has lived for
a long period with public assistance, by the charity of
relatives, or in a state of “hand to mouth” existence,
he frequently has developed a feeling of hopelessness
that cannot easily be altered. Many of the long-term
unemployed are older people, and efforts to help
them must not only rely upon counseling and guid-
ance but must take into account problems of place-
ment before a reasonable training program can be
determined.

4. MINORITY GROUPS

All minority groups are served by Manpower train-
ing but most of them have been nonwhite—Negroes,
Mexican Americans, Puerto Ricans, American Indi-
ans, and orientals. Members of any of these groups
carry certain disabilities. Unemploymnent rates are
higher than those of white people living in the same
areas. Education, even where the same quality is
offered to whites and nonwhites, often results in
lower attainment for the minority group. School
dropout, broken homes, and substandard living con-
ditions have shaped the lives and the attitudes of
many of these persons. Their needs are probably
greater than those in any other category.




Q

5. POVERTY LEVEL

Net family income figures defining poverty level
are sct by the Federal Government. These figures
must be adjusted periodically to changes in the cost
of living. FFamily income has not been used as a de-
vice to exclude individuals from Federal manpower
training, but it does serve as a useful guide to the
National emiployment service in recruitment.

6. DISADVANTAGED YOUTH

The importance of training disadvantaged youth
has been emphasized since the MIDTA was passed.
‘The restrictions as to age, cligibility for allowances,
and educational status were relaxed in each of the
years in which the act was amended. Reaching young
inen and women before the effects of unemployment
have become permanent impediments to employment
is important. Thirty-cight percent of the MDT in-
stitutior:al enrollment for 1969 were youth.2 This
was 14 percent more than in 1962.

Earlier, youth and adult programs were often
separate, with youth programs operating during the
day and adult programs in the cvening. Many of the
manpower centers have moved toward combination
prograins, sceing them as more practical and more
realistic in terms of job orientation.

7. PRISON RELEASEE

The pricon releasee, even when equipped with a
vocational skiil learned in a prison shop, faces a dif-
ficult period of rcadjustment to society. The MDT
programn does not accept responsibility for conduct-
ing a rchabilitation program for persons released
from prison, but the law now permits bonding of
people not otherwise eligible for this service.

Former prison convicts may be referred to man-
power training programs for both prevocational and
job training, along with other trainces, according to
their needs At the conclusion of the training period,
placement in jobs may be facilitated, where neces-
sary, by the provision of a bond.

8. OLDER WORKER

The older worker displaced by autornation, by re-
location of his employer’s place of business, loss of
work due to illness, obsolescence .of skills, or other
changes fiads himself in an anomalous situation. He
may have many yecars of work ecxperience to his
credit, buz if he has reached the age of 45 he fre-
quently finds it difficult to obtain new employment.
Antidiscrimination laws have brought some relief but
such laws can do little if the individual has only out-
moded or unwanted skills. Fully occupied home-
makers are cxcluded except where employment has
become an cconomic necessity and previously ac-

quired skills are inapplicable.

Many of the early regular manpower programs
prepared older workers for new types of jobs. But the
need to help the older worker, particularly those
unemployed for long periods, is still great. The
amendments of 1966 specified greater effort to help
those 45 years of age or older.

9. ARMED SERVICES REJECTEE

A\ source of concern is the high percentage of re-
jected draftees, under the Military Selective Service
Act, as the result of mental, educational, and phys-
ical deficiencies. Volunteers experience a somewhat
lower but substantial rate of rejection. Efforts are
being made by other agencies to reclaim large num-
bers of these tnen; but this group can equally well be
served by manpower programs. Since the deficiencies
of the arined services’ rejectec are frequently educa-
tional and physical, the full program of remedial
services with skill training is most effective.

Characteristics of Trainees

The categories of trainces suggest the variety of
traince characteristics with which the manpower pro-
gram must deal. A listing of only those characteris-
tics which have some cffect upon training programs
could be lengthy. A few of these characteristics are
shared by large numbers of trainees and consequently
influence determination of program and policy.

IMMATURITY

As recruitinent for manpower training has reached
deeper into the pool of the disadvantaged—uwith
added cmphasis upon youth—immature attitudes
toward society, work, and personal responsibility
have been increasingly apparent. Immaturity, of
course, may be found in trainces of any age. Inability
to make an independent decision, insecurity, failure
to take personal responsibility for attendance, efforts
to avoid or failure to attempt assigned work either in
basic education or the vocational areas, and poor
grooming arc all evidences of immaturity. Whether
the source is social or personal is relatively unim-
portant. The cffect upon preparation for job entry is
obvious; and the extent of the program’s success in
helping the traince progress toward maturity may
determine the extent of his success in the labor
market.

DEPENDENCY

Dependency is closely allied to immaturity and
poses a peculiar problem for the cntire staff of an
MDT center. The person who, as a result of his life
experiences, has been unable to obtain or retain em-
ployment may place such a low value on his own
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worth that he instinctively turns toward any avail-
able outside source of strength. The traince may see
directors, counsclors, teachers, even fellow students
as sources of the strength he lacks and so may attempt
to transfer his own decisionmaking to anyone who
will accept the responsibility.

RESENTMENT OF AUTHORITY

One of the unfortunate accompaniments of pov-
crty, magnified by conditions of life in urban slums, is
a deep-scated resentment of authority. The resent-
ment may extend to the police, to teachers in the
public schools, to cmiployers, to parents, and to any-
one in a position to give orders or directions. Should
the traince succeed in reaching job-entry level and
lcave the center with his resentful attitude un-
changed, his chances of retaining employment would
be greatly reduced.

HISTORY OF FAILURE

A history of failure is not a condition limited to
older trainces. Youths may suffer from the cffects of
repeated failures in school and in adult society. The
trainee may have failed to securc a personally ac-
ceptable position in socicty, to sccure or retain em-
ployment, to finish grade or high school. He may
have failed to develop an image of himself as a
worthwhile individual. Whether he blames society or
himself for his history of failure, he will bring his
attitude with him as he enters the center. It can color
his approach to cach new experience which is offered
to him and act as an impediment to any permanent
progress.

NEGATIVITY TOWARD SCHOOL ATMOSPHERE

In 1966, 17 percent of trainees in institutional pro-
grams had completed no more than 8 years of school.
An additional 36 percent had not graduated from
high school.? Considering that 42 percent of the total
number of trainees reported for 1966 were classified
as disadvantaged, “with two or more characteristics
deterrent to employability,” the number of functional
illiterates or borderline cases was large.4

Some of the trainees, of course, were forced to leave
school by circumstances beyond their control. Others
are school dropouts by choice. Many from both
groups seem to share a distaste for anything which
reminds them of their school experiences. The neces-
sity to adjust manpower training to take this into
account has had a strong influence, particularly on
basic education.

SUSPICIOUSNESS

Many of the same pressures which result in school
dropout, repeated failure, and resentment of author-
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ity contribute to a tendency to be suspicious of the
motives of anyone who offers help, especially when
no conditions are attached to the offer. When the
traince enters a program and is confronted with a
relatively large staff of people interested in helping
him, his initial reaction may well be one of suspicion.
Every part of the assessinent period may represent an
unwarranted intrusion into his private life. Where
such suspicion is excessive, it may constitute an in-
surmountable barrier to communication. Even when
suspiciousness falls within normal range, it is an
attitude which must be altered before the trainee can
profit fully from the center’s efforts to help him.

Implications for the Program

Multioccupation programs arc basically person-
oriecnted. With a Jegal mandate to serve the unem-
ployed, the underemployed, and particularly the
disadvantaged, manpower has been compelled, by the
nature of the trainee population, to focus upon the
individual. Whether entry into a program is continu-
ous or by group, trainees entering at any given time
may come from many categorics and may share a few
or many of the characteristics described. They all,
however, have the common element of need. They
have not, up to the time of entry, becn consistently
successful in any worthwhile endcavor. They come to
manpower for help. But like people everywhere, they
bring with them the memories of bad experiences and
personal problems which make it difficult for them to
accept help. The implications for the program are
serious, and programs throughout the country have
been compelled to study them.

FOSTERING THE BELIEF THAT SOMEONE
IS CONCERNED

Acceptance of the fact that someone is concerned
may be the necessary first step for many trainees. It
may be enough to provide the security which will
allow them to relax and get on with their training.
This belief, however, cannot be fostered by a false or
hypocritical attitude on the part of the manpower
staff. A genuine concern shared by every member of
the staff is necessary. It need not be expressed
verbally but it must be demonstrated in everything
that is said and done.

PROVISION OF GUIDANCE, NOT LEADERSHIP

Policy and practice must be coordinated to prevent
an unhealthy dependence on staff members. Foster-
ing the belief that someone is concerned can inad-
vertently nurture such dependency unless the trainee
can be helped to put liis new experiences into proper
perspective. He must isarn early.in his training that
he will be helped, but r.ot led. By techniques used in
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counseling, evaluation, exploration, even casual con-
versation: with teachers and other stafl menibers, he
must learn to evaluate himself and plan for his own
future. He may be offered viable alternatives but e
must learn to realize that he cannot rely upon lead-
ership to make decisions for him.

Manpower training personnel accept this process
of helping the trainee move from a state of depend-
ency to one of independence as a lengthy one.
Providing a flexible period for prevoeational explora-
tion ind development is important to allow orderly
progression toward this goal.

AVOIDING A SCHOOL ATMOSPHERE

A typical school atmosphere should be avoided.
While some feel that this effect is overcmphasized,
others believe that the statistics on school dropout
and the relatively low level of educational attain-
ment of some trainees who have remained in school
longer are indications of some tvpe of adverse reac-
tion to the classroomn sitnation. They feel that the
classroom  represents failure for many trainees and
that it is wise to avoid, so far as possible. the re-cre-
ation of a situation associated with failure.

It has, so far, proved immpossible to avoid the use of
a classroom for basic cducation. Instead, the center
must concern itself with relating basic education to
occupational experiences.

Acquiring a salable skill is, or should be, the
traince’s reason for entering manpower training.
Whether hie is an adult who is attempting to reenter
the labor force or a vouth not yet qualified, he needs
to feel from the beginning that his work at the center
is realistic. It has been observed that trainces want
a job atmosphere and that they frequently become
discouraged if they feel that the center is just another
school per se.

Since the center is interested in retaining its
trainces and bringing them to the point of employ-
ability, it is nccessary to organize cvery aspect of the
program in such a way that the attaining of this goal
will be constantly apparent to them.

NEED TO PROVIDE IMMEDIATE SUCCESSES

Individuals who may have lived most of their lives
on a day-to-day basis need to experience success in
small portions. They often lack the vision to see very
far into the future. A long-term goal requires imagi-
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nation and commitment frequently not possessed by
the disadvantaged.

Even the very practical goal of emplovability can
appear to be o long-term and almoest unattainable
condition for w trainee who has multiple problems
and deficieneies. Obvioushy. he  would  Dbe  over-
whelmed by w preliminary  presentation of all the
obstacles in his path. Counselors and instructors,
therefore, should move step by step with cacli trainee,
counseling with him on the solution of one personal
problent at a time and encouraging him to master
ane simple skill at a time in his exploration of an