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PREFACE

. h)

As a part of The Center’s Occasional Paper Series designed to provide educators and other in-
terested individuals with information dealing with critical issues and problems surrounding the edu-
cation of human beings, The Center has decided to include a recent staff development presentation
by Dr. Howard Rosen on the topic of “Recent Manpower Legislation and Programs. Implications
for Research and Development.” . k/\

Dr. Rosen, Director of The Office of Manpower Research and Development, Manpower Admin-
istration, U.S. Department of Labor, presents in his lecture, (1) a review of the climate of the 1960s
and early 19708 which led to the nianpower legislation and programs, (2) economic situations which,
in part, account for the current sfate of manpower legislation and programs, and (3) the implications
for research and development. Rosen’s ten years of experience as the chief administrator for the
Manpower Research and Development Office, places him in an ideal position to provide insight into
the effectiveness of manpower programs and the research and development priorities in the area of
manpower educatlon programs.

- A native of Newark Newdersey, Rosen holds a Bachelor of Arts degree from Rutgers Univer-
sity (1939); Master of Arts degree from New Jersey State Teachers College (1942),; and a Doctorate
in Economics (1956) from The American University. Dr. Rosen’s experience includes two years as .

..an administrator in private industry; four years of teaching at Hampton Institute; and twelve years

as an economist with the Bureau of Labor Statistics. In addition to his current assignment as Director,
Office of Manpower. Research and Development, Manpower Administration, Dr. Rosen holds the con-
c:??)osition as Professional Lecturer, School of Public Administration, George Washington Uni-
vefsity, ‘ .

Drfhosen has been awarded a number of honors, including the Distinguished Service Award
from the Department of Labor; Group Honor Award for contribution to the publication of the
Report of the Manpower Conservation Task Force, “One-Third of a Nation”; Distinguished Career
Service Award, 1973.

Dr. Rosen is the author of several publications including:

- “The Doctorate Program of the Manpower Administration of the U.S. Department
of Labor,” The Production of Manpower Specialists—A Volume of Selected Paﬂeﬁ/
Comnell University, 19717 ) . i f .

“Social Research: A Challenge to the Now Generatlon,” Growth and Ghange,
Umvers1ty of Kentucky, April 1970 4

“Vocational Guidance: Room for Improvement,” Manpower, Volume 1, No. 7,
U.S. Department of Labor, Manpower Administration, August 1969
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. ) .
“Manpower Supply in the United States,” National Vocdtionat-Technical Education—— —,
Seminar in Occupational Mobility and Migrdtion, North Carolma State University at '

* Raleigh, April 1966

-

n~ — e e y. ./ o — ——— e

“Vocational Educatlon Training for Yesterday s Jobs?” Oeccupational Outlook

Quarterly, Vol. 10, No. 2, U.S. Department of Labor, Bureauof Labor Staﬁstlcs, -
May 1966.

T
On behalf of The Center for Vocational Education, I take pleasure in introducing Dr. Rosen’s
o lecture, “Recent Manpower Legislation and Programs. Implications for Research and Development.”

Robert E. Taylor
Director :
The Center for Vocatlonal Educatlon -
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RECENT MANPOWER LEGISLATION AND PROGRAMS:
IMPLICATIONS FOR RESEARCH AND DEVELOPMENT !

7
- I have been asked to discuss the implications for research and development which have evolved
from the recent manpower legislafion and programs. Before I get to the specifics of my topic, I
should like to review the climate of the 1960s and early 1970s which led to the manpower legisla-
tion and programs. Furthermore, I want to discuss the economic situation in which we find our-

selves in 1975 and then move on to the implications for research and development. —
During the early 1960s, a good deal of discussion and fear about automation and technologi-
cal change and obsolete skills led to the passage of the Manpower Development and Training Act.
In 1961, we Wmﬁﬁployment rate of 6.7 percent with about 4.7 million people unemployed.
We had about 70.5 million in our civilian labor force. By.1962, the year the Manpower Act was
passed, the unemployment rate had dropped to 5.5 percent and the number of unemployed had |
AN

I

‘declined to less than 4 million. P -

"The Manpower DeVé]E;irh’ee;xt and Training Act of 1962 established a centralized decision-
making system in which the important decisions as to the distribution of funds among clients were -
made in Washingt_on. The act also called for assistance to categories of persons, e.g., ex-6ffenders,
Spanish-speaking and others. i . -

After eleven years of experience with the MDTA, the Congress, the administrators of the act
and the administration had concluded that the act was not really meeting the desired objectives of
providing the best and most effective manpower services to those needing training and other ser-
vices. To set the record straight, the dissatisfaction with the way the MDTA was providing services
had started long before 1973 when Mr. Nixon signed the Comprehensive Employment and Training
Act.

CETA; which is the acronym for the new act, calls for the establishment of a flexible and de-
centralized system of federal, state and local manpower programs for “. . . economically disadvan-
taged, unemployed and underemployed persons.” Thus, although the basic clients are the same as
those identified in the MDTA, the decision-making system is quite different. As noted earlier, al-
most all decisions were made in Washington under the MDTA. Under CETA, many of the toughest
decisions as to who gets the manpower money and who delivers the training and other services are
made under the general jurisdiction of the political leader known as the prime sponsor.

t ; )
Although the decision-making system has been drastically changed, the categorical issues have
not been completely clarified. Many of the same categorical groups identified in the original legis-
lation are still part of the scene under CETA. - : ' '

Letamet note that when the CETA legislation was signed in 1973 we had an average annual rate
of unemployment of less than 5 percent. We had 4.3 million unemployed—only about 400,000 more
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than in 1962 when the MDTA was enacted. Alfhough there was little difference in the number of
unemployed in 1962 and 1973, the number of workers in our civilian labor force had grown by 26
percent from 70.6 million to 88.7 million. Thus, our economy had developed more than 17 million
new employment opportunities'during the eleven-year period. This explains why we were able to
place most of those trained in the manpower programs. In 1973, we were able to place more than

" 60 percent in jobs.? . | ’ . J "

During the same eleven-year period, some very significant shifts also took place in ‘the kinds of
clients served. For example, in 1963, more than three-quartgrs of the trainees in institutional train-
ing programs were white. By 1973, the proportion of white trainees had dropped to 66 percent.
The percentage of black trainees had risen from 21 percent to 31 percent. Almost 60 percent of
our clients were classified as in a poverty status. Interestingly enough, 31.5 percent of our trainees
were Unemployment Insurance claimantsin 1963. But by 1973, less than 10 percent were Ul claim-
ants. Keep these figures in mind when we talk about our problems in 1975.

It is far too soon to pass judgment on whether the Comprebensive Employment and Training
Act is doing a much better job in providing service than the MDTA. We will not know for another
year or twq whether the prime sponsors—the governors—and the mayors are providing new wine in
new bottles or providing old wine in old bottles or providing combination offerings. The wine
tasters of the future—sometimes known as evaluators—will eventually provide us with answers to
these conundrums.

The evaluation of the effe®¥veness of CETA will be muddied by what has happened in the
past five months. Somehow, the economy seemed to be poiséd in December 1974 as though it
were a small snowball going down a hill covered with loose and adhesive snow. Without gq@ngﬁt@
the details as to why and how the economy moved into the current recession, the fact is that the
economy of April 1975 is not the same one that we had at the end of 1974. ) 4

Ii March 1975, we had an unemployment rate of 8.7 percent and some 8.0 million Americans
,couldn’t find jobs. This is the highest unemployment rate since 1941. Our economy has lost 2.6
million jobs since September 1974. The March increast in joblessness was shared all across the
board by virtually all worker groups, Blue-collar workers have been particulatly hit hard by job-
lessness. The unemployment rate fdt construction workers was up, to 18.1 percent, while the rate
for manufacturing workers rose for the tenth consecutive month to 11.4 percent—more than double
a year ago.
/
Congress and the President reacted to the rise in unemployment by passing the “Emergency
Jobs and Unemployment Assistance Act of 1974.”2 This piece of legislation now dominates the
manpower scene. The concentration is now on public service jobs for unemployed and underem-
ployed persons. -The act also establishes a temporary federal program of special unemployment
assistance for unemployed workers who are not eligible for unemployment allowarices.
N

r

(
. 1 Manpower Report of the President, April 1975, pp. 53.

©

ZPublic Law 93-567, 93td Congress, H.R. 16596, December. 31, 1974.
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I rev1ew1ng the AMSltuatlon, one ought to start thlnkmg‘about what can the current
manpower programs do, to alleviate the’ unemploy ment situation. The fll'St point that must be made
clear is that not even the most devoted adherents of manpower programs are so naive as to believe
that these programs, alone, can resolvemploy ment problem facmg this country. Manpower
programs are simply one of many tools that can be used during a recession. Fiscal and monetary
stimuli must be used to creat.e employmient opportunities. Manpower programs have different func-
tions and contributions to make during a recession than durmg a growth peried. P

The current economic downturn is the sharpest one experienced during the history of the mod-
ern manpower programs. These are two kinds of reactions we can have during a recession. We can
have only a quick knee-jerk reaction to this recession or we can start to put manpower. programs
into new perspectives at this time. I hope that this recession will force us into thinking more broadly ]
about the potential contributions of manpower programs in developlng our human resources not )
only for the short run but also for the long run. y ?
‘. .

" As noted earlier, the first reaction of Congress and the Administration to the sharp rise in un-
employment was to put unemployed workers back on to payrolls as quickly as possible through-the
public service employment program. This is fastest and most efficient way to get money into the
hands of unemployed workers and to provide them with jobs at the same time. Despite the short-
term effectiveness of this program, it does not provide new skills and dogs not make a major con-
tribution to the development of our- human resources.
The question T want to raise is whether we ought not to think of using this period of recession
as an opportunity to concentrate on developing our human resources for the day when unemploy-
ment will decline and employment will rise. I submit that this recession can be used to i improve the
skill level of thousands of workers so that they will*eventually be able to move back into productive
employment at higher levels of skills and earnihgs when the economy 1mproves

If we take the opportunity that time gives us, we can prov1de longer in-depth training than is
customarily provided in the regular training programs. The Office of Manpower Research and De- =

" velopment has conducted demonstration programs in which workers of llttle skill and limited edu-

cation have been given intensive training by working eraftsmen from 1n_dustry for periods of six
months and more. These trainees have been able to earn far moréjthan the MDTA institutional
trainees who are, customarily, given shorter periads of traiping. More programs whlch are directly
tied to high quality training should be tr1ed in order to make productive use of recessron time.
One of the questions that we have never faced squarely in this country is the issue o:f the waste

of human resources. We are already beginning to hear about apprentices losing their jobs and man-
power training program trainees unable to find employment. To let partially trained apprentices _
éo and to let manpower trainees join the ranks of the unemployed is a waste of economic and human |

sources. We ought to do some thinking about the possibility of developlng institutions or.institu- )
tional arrangements which will prevent the loss of potentially trained manpower during perlods of . v
1éss than full employment. As a nation, we are fully prepared £o pay the cost of putting military _
equipment into a standby basis until we-need them. We have not yet ‘accepted this concept in thmk- -
ing about our human resources. If we adopted a policy of maintaining or even increasing our training
posture during periods of recessron we might be better able to handle problems of the shortage of
tramed manpower which may contrlbute to inflation when the economy.recovers.

-
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e Before turning to some of the R & D igsues which have evolved from the recent manpower. -—
legislation, let me point 6ut that the Cor/g rehensive Employment and Training Act of 1978 which .
emphasizes decentralization—coptains 3 title—Title III—which does not call for decentralization but,

- --= - — instead; calls for the establishment of 4 research, experimental, demonstration program and pilot
. projects under federal control. . : e .
/T . ;

gthe R& D issues/w}{ich have floated to the surface is the need to examine the efficiency
ectiveness of the thYe CETA system that’is in the process.of ‘being installed.
4 / -We need to know m’ilre about the comprehensive manpaovzer plans that have been developed.

How are they geveloped? By xghom? What are the qualifications of the planners? What kinds of
information were used in developing plans? What kind of information i missing? What is the re-
lationship hetween t.he/puroposed plan and the accomplishments during the year the plan is instituted? i
We need to exdmine, on a regional basis, the relationship among all the plarts in order to’ determine

problems of Gverlap and replication.
e -

Lo We need to know more about the planning councils established under each _prime sponsor.
. - How representative are they? How effective are they? What use is being made of the recommenda-
tions of the planning councils? . - . L=

s . ) A
The same set of q'uestioris can be applied to the Manpower Services Councils which are supposed
to review the plans of the prime sponsor and the state agencies responsible for providing services to

the sponsors. . . R _

1

I am pleased to note that Dr. Ripley of the Departmént of Political Science at The Ohio State
University is ¢onducting a project for the Office of Manpower Research and Development which is
attempting to analyze the performance of state and local officials and various organizational arrange-

- ments during the first year of the formial existence of CETA. The study is concentrating on admin-
istrative patterns of implementation and on patterns of client service among all CETA grantees in
the State of Ohio. -, - ‘ -,

The R & D component of CETA specifically directs us to establish a program which will, «. .,
contribute to the formulation of manpower policy; development or improvement of manpower pro-
grams; increased knowledge abouit labor market processes; redtction of unemployrqent and itSrela- -

tionships to price stability;....” In /addition we are told to be concerned with developing improved
techniques for forecasting manpower sipply and demand and easing the transition from school to
work, ‘etc. . B . >

Title III of CETA contains references to youth, offenders, persons of limited English-speaking
ability, older workers, veterans, Indians and migrant and seasonal farmworkers.

\
Al

‘ Now, let me turn to some oi/ the other R & D issues which are evolving from recent manpower
legislation and programs: ©  _ . E o

L4
7/

Here are some of the R & D questions we need to think about concerning the public service ~
employment program which now is the tail wagging the manpower programs in-the U.%. )

il -
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The emerg ‘ncy public service employment slgned by President Ford on December 31, 1974 ,
authorizes $2.5 billion for 330, 000 new ]ObS Although the legislation calls for . . . where feasll;le o

to provide . .

ducted under t is act.

rejated training and services,” no one expects much in the way of tramrng to be con-

7

°

Again, I want to underscore that this country labors under the delusm that we have d1scovere‘d
the Holy Grail 'of perpetual full employment. When an economic downtu

/

does occur we act shocked

. and are usuall/ immobilized for too long a period. We act as if it,can never happen to us.
: Py ‘ / ’
/ ' We never want to acknowledge that we need to be prepared in advance for recessions. We need
to have on hand an inventory of programs which should help smooth_ﬁuctuatlon in economic activ-
ity during a period of increased unemployment. Instead /of regarding public service employment as
one of our proven manpower tools we consider it as a, *. . . last ditch emergency measure rather
than a staple of public policy.” »3 ' / o

‘

— /
Some European countries have long used public service employment/as a device for providing
useful work experience and skill acquisition for their c1trzr1s who can’t make it in the regular job ™ ° . .
market. Eventually, some of these citizens can move to nonsubsldlged jobs in either the public. or
private sector. For most of the other participants in their publl}: service employment programs it
is transitional activity which is available only dqug periods" of economic slow downs
It has been suggested by some that fu/nds should be available for public service jobs regardless
of the level of national unemployment. A public service employment program can be used which

L Wiﬂ‘eyﬁand or contract triggered to rates of unemployment. V//
7 ’ ’ Sjome of the R & D needs evolving from the current puolic serv.ice employment program arez
B : - 1. How many of these jobs ere redlly new, i.e. additronal? o /
7 2. . What are the costs and benefits of a pub‘lic service employment program':’
3. Which jobs offer the greatest transitional opportunities to unsubsidized jobs? .
s - ) S
g 4. What are the institutional impediments such as civil service regulations. whlch
‘ hinder the effectiveness of the program? ~ ‘

e N

v

5. What impqct does public service employment have on aggregate unemployment?

6. What impact doe/s,i/@ve on the quantity and quality of public services?
e

/ ‘ A poo
/7. What impact does it have on local eccyo/ﬁigs? i / .
- ’ /./ ’
-8." Who get the jobs and what/kinds of-jobs do they get‘?/7 '
, Y :
st v
3National I;lanning AssgcCiation, A Pulic Servzce Employment Program. Effective Manpower

faéhrngton D.C., July 19’74 p:

Strategy, Report No, 137,




. 9. Do we need a triggering device for publjc service éﬁplg&Tnéﬁt Drograms . . N
'10: If so, at what level of unemployment should the trigge\e\r gWoft? 4 ) ’
T - 3\’ T . - .
\ ' 11. What are the possibilities of public service employmen}: a substitute for . T
\ ,. sheltered work shops? . BV .. - L

P ' . 7o ’ P4 . ' \ . .
The Dgpﬂ ment of Labor ang several other federaléiégenfies, in ¢poperation with Ford Founda-
tion, are poOw efigaged in 2 national demonstration project on supported employment which-may
provide’some of tle afiswers to the questions I have raised. v \" Ll 0 i
o . , , - N . ) - \ N . ~ RN .
[ CL . P \ LN - . >t
= - Some of the longer term issues ye are exploring'ificlude: ' \

re 1] A\

Lo o, . - . ,
" A major effort to bring in under manpower programs a group of disad)tgntaged clients requiring r
“special and innovative programs. We are providing “supported work” for former drugv/addicts, ex- -’ W
offenders, school dropouts and ‘welfare mothers. Persons participating in the progfam in thirteen. y
cities will work for public and private employers doing housing maintenance an rehabilitation, -
neighborhood beautification, and proyiding services to the elderly. These workexs vgill be given . LT
paychecks for performing work while they develop an employment record. It is théd that most * ,
or all of these workers will be eventually moved off supportedAvork to unsubsij izet&)rivate prpub- e
lic jobs. / o

. \ . A\ . [y
Another major R & D effort will'be coge@ with yé@ent
they

income assistance provided to gx-offender leave prison will re

¢ « N ,
,//roject to test whether
ice recidivism, This con. . ——
fand.

cept of transitional income to ex-offendefs has been tried on'a limited scale in the State of Maryla ) .
We now expect totestijt'ap a larger scafe in two other statef. If thé findings of our Marylarn/d pro- . -~
ject are replicated on a larger scale, we may come up with 4 néw and significant tech ique for re- 4 / ‘,
dueing recidivism among ex-prisongrs in the U.S. 7 e / ‘ ’ t o

L *
a / /'1‘/
/

Y \
h({ ecéno , we are expanding to Seven cities a successful program _
for placing professionally trained minofity women who are hriéiérutili%ed and unemployed in Jobs
commensurate with their training apd skills. Thi/ emonéiaxio}m project was coducted.in Atlanta
and-Houston and i$'now being t ed in five other tities. We are learning th t y;e can answer rt‘he !
arguments of émployers that they cannot f)’lﬁi'/q(ialified minority applicants for professional jobs
if we do a careful screening and recruitment job. We have already placed more than 200 minority A
. Wwomey in jobs in two cities. Most of these women are workiqg‘in jobs in which minority queﬁ
had never been employed and,sy e are warking in jobsdn which the employers had never used -
women. 0T . T . !
. — - 1{/ e . o ‘
One of the greatest R'& D ) needs which existed under the MDTA and still exist,s under CETA
is to develop a strategy which cap improve the Employmeft Service and make it intoa. =~ * oo
" more effective and efficient manpo er,instrumext that will be more responsive to the clients it s
seryes on a local and national level. /Cénsiderabl% effort is being devoted within the Department of * _ )
Labor to develop.a long-term strategy to improve the productivity of.the E.S. and to make it into L oo
*a more flexible publi¢ jnstitution sosthat it'can be more useful under different economic and social- R :

.

conditionsqs a laborfharket exc)iang/eixfstitﬁtion: . 3

P
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One of the areas of greatest needs that the Office of Manpower Research and Development

" faces is for the development of a two-way communication system between a centralized R & D pro-

gram and a decentralized operational program. We need to Jearn more about the needs of the local
manpower administrators and operators so that the R & D program can provide them with the tools
and information they need in order to doa better job in decision-making and the delivery of service
to clients. The two-way communication system must also provide a flow of information and ideas
from Washington to the field.

This does not mean that we want to set up a service operation for every administrator who.
needs data. The only kind of R & D work that can make sense for a communication sy stem must
depend on models that can be exported and applied elsewhere.

.~

Alast areaof R& D need that seems to be perpetually with us is the old issue of transition
from school to work. Some of the work done by Dr. Herbert Parnes of Ohie”State in his longitu-
dinal study of young workers has given us a new perspective about the mobility and job hopping
pattern of young workers. Dr. Parnes’ data suggest.that some of this job-hopping is essentially a
test of the labor market. Young workers of tgn move from job to job in order to improve their
status and fearn about different kinds of jet, i.e. workmg conditions, skill requirements, wages * .
and advancement opportunities. In fact, many job-hoppers end up with higher wages than those
who stay fixed with one employer.

Our office is concerned with the 1.6 million young perj‘ns who graduated from high school
in 1974. e 1.4 million young men and women of the cffss of *74 who enrolled in college are,
at least tempdfa.nly, not a problem today. We may be worried about them in 1978.

) i
Above, all, wé(e most concerned with QOQ 00Q.youth, predominantly ‘s‘:xteen-mneteen
years old, who left school during the yvear ending in OcfOBer 1974, without receiving a diploma.
More tha} one out of Tour (28 percent) of these dropouts were unemployed last year. After all
the millions of dollars that have been spent to keep students in school and prepare them for the
transition from school to work, westill find ourselves with this enormous number of youngsters
who are not served by our cational institutions. Whether these young persons are dropouts
or pushouts is not the real problem. The fact remains that we have not been able tQ create edu- )
cational or training institutions that will enable most of these young persons to make a painless
transition froem school to work. : '

of the dyop-
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* ., We are still looking for the ideas or progr that will contribut

out problem. . . - : y
. * \'
My next comments areas critical toward manpower programs as they ard our educa-

tional and {zgaining institutions. We still have had little or no impact on the undhployment rates ., ———u
of black youngsters in our society. When we started the manpower progyams in 1963, black young g /‘
men—ages sixteen and seventeen—had an unemploy ment rate of 27 percent. Ten years later, af‘
millions of dollars of expenditures on the manpower and educational system, their unemploymen
rate had gone up—not down—to 34 percent. The rate for black teenage girls has remainsed-abo
30 percént since 1963. .

LY

_ .In March 1975 the unemployment rate for b]ack teenagers sixteen-nzeteen for buth sexes—has
reached a tragic level of 41.6 pertent. 'Hm;means that two out five black teenagers looking for jobs
cannot find one.

1




The employment and unemployment Pprobleni of black;teexiage_ygng men and/{omen was
and is a priority item for our R & D program. Unforturiately, we have now reached a stage of
sophistication and skepticism which forces us to warn most of the proposal makers that we are no
longer interested in replicating that which has lle‘e{ tested and failed in the past. Unless, a research
or experimental or demonstration idea recognizes the failuresof -the past and suggests an innovative
approach to the difficult and~complex problem of black teenage unemployment, we are not inter-
ested inproviding support. ' ’ = ) ‘
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Let me add one final note_as an administrator of a social science R & D program for the past
ten years. In lookiné over what)ve’ﬁgve funded in the past it becoys apparent that we serve many
Tnasters. Our R & D program must be responsive to the Secretary of Labor and his assistants. We
must also provide information and assistance to those who administer and operate manpov’v%?p:m
grams at the national and local level. We also must sipport R & D projects whieh produce findfags
useful to Congress, educators, employers, and parents.

In order to run a meaningful R & D program wé must not only sﬁpp?rf“Shor&term projects
butalso long-term ones. The diversity of the projegts we support may be compared to tht port-

?

~

folio of investments that-afinancial manager builds up for his clients. The portfolio must take

into account a grf%gicunent needs and the anticipation of future needs of ahighls-dy- _

namic economy. THe priorties I have referred to today repreéent just one le;rdf potential future

investments. Changes in social and economic trends will call for new priorities in the years ahead.
i ~.

R - St - ~- ) - L
As we have experiemeéd tt rt-term issues of our society, we have always tried to b«
our portfolio by recognizing that there are tertain problems that will not recede or disappear in T

decade or two. Hopefully, our assessment of these long-term issues will enable us to make a major,

-contribution in information and ideas for attacking the more persi ems of, our society, .
. ' \ :é B \
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: I RESPONSE TO QUESTIONS %

N - - - .

o 1. Question = ‘ Co

C N ! - RREGR -~
In your presentation, you spoke of a project which provided training and placement of minor-
ity-women in the lab&r“narket. What kind of training is provided?

. “"Response )
Our project, “Mnorit}"\Vomen Employment” does not provide training. We are taking minor-
ity women.with professiotial trammg who are either unemployed or-underemployed and trying
. _to place thélw%r_oﬁﬁes;lonal jobs commensurate with their training. We have gone to the lead-
"~ ing emplo_\,ers,m tl; and Houston and tried to determine their prof&ssmnal employment
needs: effort has been made to match properly trained professional women with the
——ava e yacancies. In many cases, employers have taken on women in jobs in which women
- - h ever been used before. In other cases, employers-are taking on minority employees for ,
\/_, the first time. 'I'he effort essentially represents an ideal case of worker-job matching.

at attempt has been mrade to compar\et‘heq\b trammg efforts of public and pnvate voca-

\x tional educatlon programs with those of manpowg programso

S We have made comparisons am all types of trammg programs and-have concluded that a!l
of these programs have different coniributions to make. The type of worker and.kind of job
and employet really determine the kind of institutional training that i is best. . .

The educational and skill level of some workers require intensive training and supportive ser-

vices that cannot be supplied in regular public an\fi private vocatiohal schools. Other workers
only need skill training and are not in need.of supportive services. - ~— :

~a hfghlauimersxfxed labor (gand Job maxketf/
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There is no one best way to train, We need a variety of systems m order‘t_\eei the needs of
. o \‘\»




Response _

We don’t see any real problems that exist under either of these laws. The difficulty is fmdmg
jobs for people after they are trained. Hopefully, the trainees should be productive enough to
satisfy employers that they are worth being paid minimum wages. The welfare laws direct the
Department of Labor to try to place eligible welfare recipients in training and find them jobs

at the conclusion of training. Our research studies tell us that the welfare population has the

same interest in employment as the rest of the population.

A}
4.  Question; Ji

What progress has been made in terms of being able to accurately project employment needs
regionally and nationally?

-t

Response . . . .
f:r“-

The Comprehensive Employment and Trammg Act requires better manpower pro;ectlons ona

regional and local level. The Manpower Administration has a unit concerned with i improving

labor market information. We expect to have considerably improved p%:]ectlon techmques in

“the near future. |

The Bureau of Labor Statistics has been developing national pro]ectlons for several decades.

It is constantly seeking better techniques. T

Ijust want to caution those who are quick to criticize the work of those who do the projections.

Many of the critics fail to realize that projections contain w1thin them the seeds of self-destruc-

tion. For example, a projection of a shortage of engineers attracts an increasing num ber .of stu-

dents into this field. This increased interest meets the shortage and therefdre, none develops.

. When the critics say that no shortage developed, they fail o take into account the flow of ap-

h X plicants into a field whlch is very often stimulated by the projection. \ _

Y quetion : | o '
:i‘ . N - . ) , L —
' %0 What is being done to develop a data base to look at accountability or evaluation under CETA
rather than simply political accountability?

{y . -
\x (\ R,esgonse_ .
”o Our evaluation office is developing a longitudinal study cf CETA trainees which will examine -3
* the before and after condition of persons who came into CETA programs. Our administrative
-and program people are also developing data systems which will require CETA ‘sponsezs-t6-ac-
count for thelr accomplishments under the act.

6. Question

R
” .




Response . //

The Assistant Regional Directors for Manpower, the prime sponsors and the State Employment
Services are being contacted about their technical assistance and staff training f®eds. Funds
will be provided for technical assistance. Under Title I, prime sponsors can also use their own

money to-buy technical assistance at a local level.

Question

<

.What kinds of trends do you see'relatiye to responsibility in placement of school graduates?

Response”

This responsibility will depend on local leadership and responsiveness to the needs of students.

{ am in favor of as many institutions as possible helping students in making the transition from
schoqi to work. Idon’t think that the Ethployment Service has a monopoly hold on this re-
sponsjbility. Frankly, the more involvement by schools, employers, parents, social organizations,
the better for the students. I believe that future trends will find much more involvement by dif-
feren}groups than we have ever had in the past. ' 2
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