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- . * SPECIAL NOTE

This mgnograph i§ ohe of & series entitled CETA Rrogram Models prepared for the Employ-

ment atm raining Administration’s Office of Community Employment Programs, with finan-

cial support by the Office of Research and Develapment. The series, on programactivities and

services, was prepared under <contract number 81-11-71-09 with the National Council on Em- .

ployment Policy and edited by Garth Mangum of the University of Utah.

The monographs being issued or prepared:for publication are Onithe-Job Training by James

Bromley and Larry Wardle; Job Developmeht and Placement by Miriam Johnson and Marged

. *Sugarman; Classroom Training~The OIC Approach by Calvin Pressley and James McGraw;

" Supportive Services by Susan Tumer and'Carolyn Contadus; fntake and Assessment by Lee
' Bruno; Work Experiende Perspectives by Marion Pines and James Morlock; and Public Service
Employment by Ray Corpuz. Others may be added as circumstances warranty -«

o The authors, experien employment and training program operators themselves, review the
purposes, and means of parryingiout CETA functions and comment on methods they have found |
useful in conducting programs and avoiding pitfalls. The series is commem!ed not only to
program operators and their staffs, byt also to community groups and other employment and

. training services professionals in the hope that this information will enable more people to leagn
' . about CETA programs, stimulate new ideas, and contribute to improving the quality of em-

. «ployment and training programs.” L )

" The series should not be regarded as official policy or requirements of the U.S rtment of
Labor. Although every effort has been made to asgure that the information is consistent with
present regflations, prime sponsors are urged to consult current regulations before adopting

Tt changes the authors may advocate.”The authors are solely responsible for the congent.

. Another series of use to CETA prime sponsofs and their staffs is CETA Tih'e KT Projec

3 " < Description Reports. There are two volumes in this series, The first monograph was prepared by

""", MDC, Inc,, Chape! Hill, N,C., under contract number 82.37-7147, The second volume was

prepared by ETA with aséistance from pnme Sponsors, reglona] offices, and a private’
contractor.
7 Copies of other mles in these series may be obtained from: __ . .

N Office of Community Employnfent Programs . .. o
o *  Employment and Training Administration -
- "+ US. Department of Labor
" ¢ 601 D Street, NW. ‘
E . Washington, D.C, 20213 . . o

*

..

+

* Reader comments and suggestions are welcomed and may be sent to the above address.
. J. ’ o 1"
L N :

»

+ * For sale by the Supeﬂntendent ¢ of Documetits, .8, Geverment Printing Offce
\ Weshington, D.C. 2402

S LA Stock No. 00-000-00320-7

lh . ‘I . A 8 e o " 3 .

-

*
5
1




The desngnatloq "employmem and training' reﬂecls a debate that has persisted- throughout
the histdry of these programs. Shiould the emphasis be on employability or employment? Which
We greater promise of a sucessful working career for a disadvantaged person? Underlying
tha bate 1s another: Are employability skills best dcveIOped on the job or in training
imstitusions?

Opponumtles lndustrlahzauon Centers (OIC’s) were started to me&the challengc posed by
ernployers being boycotted by the black community in Philadelphia, which felt they
discriminated againstsblack workers in hiring. In response to employer promises to’hire black
residents who had the needed skills, centers were set up to provide classroom training. As OIC

expanded to become a nationwide community-based organization, it retained its preference for_

this type of traming. However, the OIC method involves considerably more than teaching
occupational skills. Underlying its approach is the belief that the greatest obstacle faced by most
dlsadvamaged persons is lack of pride and self-confi dence. A classroom setting gives instructors
the opportumly to accompany and even precede skill training with instruction in race pndc.
grooming, and personal development. Motjvation i4 the objective of the Feeder Progmm, which
is the key component of the OIC approach to classroom training.
+ The OKC modelis not the only or the most universally accepted model for classrogmtrammg,
just as classroom training is not always the preferreditype of training. But the OIC model is a
widely used one, and there is strong evidence of its sudeess with the appropnate cllemele under
the right circumstances agd with committed administtators. Hence every practltloner of the
employmem and training arts should be familiar with the OIC philosophy and 1t51mpl,|catlons
for training practice,

Cal Peessley and Jim McGraw are able advogat% ofthé! philosophy. Pressley is theexeomwe

director of Opponumths Induslnaluaglon Cfa\gtcr of Grci‘er New York; Inc.; and McGn;w is"

managing editor of The Adherem, ‘ib-profesmqnal journ

publlshed by the OIC Executlve
Directors Association. -

As wnh all other monographs in this series, the author’s &;ews and experience are prcsc!\tcd

for other practitioners to gathcr and adopt what they find ulscful
\/ \E e
: : Garth L. Maffgum -
Series Editor o
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The operative idea in writing this paper was, “If you were to
advise the staff director of a new CETA prime sponsor on
how to handle ¢lassroom training. what would you say? The
authors tried to sort ot the accumwated gripes and con-
ventional wisdoms expressed about.the field: That theres
more 1o classroom trainjng than meets the eye. that there are
temptations and pitfalls.that must be avoided; that prime

true partners in the tralning process: and that classroom

a contribution to real vocational. preparation that will
revitalize. reorient, and help restructure the educational sys-."
tem and educational understanding of the United States. ;
is paper considers some basic’ qumrons Why 15
*classroom training both desirable and necessary? Who is bm
suited for classroom trammg" What subjects and. vocanonal
skills are best taught in the classroom? Which ones require a,
different dpproach and setting? How should classroom
training be conducted?” Where and when should class;ooni
training take place? In anempung 10 answer such qugstions,

_ this paperuelm hcawly and consciously upon the c]assrool’l’l
training experience” and philosophy of the Opponunmejs
Industnalization Centers, recogmzmithat the OIC pattern IS,
but one approach among many uséd by community-b
and government training programs. But it js the one the
authors know best and to which they are committed: /

-

*
>

. X . et ]
Motivations for -~ ;/
Classroom Training = ~ :

between public school, college, and university classroonjs and ~
the real WOr]d of work. Because they cou]d not gbtain
ca-

INTRODUCTION

sponsors and the clientele they are supposed to serve must be |
_ traditional education system ‘wére not reached by its efforts
traigingin efMployment and trainirfg programs ought to make

- assumptions, the langua

-~

'

ey

vt
- .

| , - *
“involved in the training process. More often than not, some
_kind of on-the-job training was necessary after hiring to

transform new employccs into knowledgeablaand producuve

‘workers Even though passing through some stage of the -

,traditional education process was usually a requirement for”
ge!!mg a job, somcthirig moréwasequired toenable a person
' to actually perform that job. -
¥ Second, a substantial segment of those Who emercd lhe
for one 1eason or another. kn large part, those unreachables
rame from lhe ranks of ﬁ'le poor.-most often from minority
ethnic groups. They compnsed a societal subgroup called “the
dlsadvﬁntaged » They came. to the public school classrooms
with a unique mix of specla] problemse—poverty, depnvalmn,
and isolation from oppértunity. The public sthool classroom
was often as foreign to,d vantaged students as their own
life struggles were to many of those who taught there. The
, and theemethodologies of the
traditional public %choo
communicate with the m
and inspige them with high levels of aspirationand vocational
potinia'}.' As most peopje do when they find themselyves ina
situdtion where

uncomforiable, disadvantaged students removed themsetves
in large numbers (rom euncomfonablcsuuauon Some call
them “dropouts,” while othérs pn:fer the term” pushouts

‘Whether by insensitivity or- desigh. the traditional
education system seemed to be geared toward educating the
top quarter of its stadents—not necessatily.the brightg‘?t‘
students, but rather those who were willing and able to adapt
to the desires and demands of the -system itself. Nonj
disruptive stugdents—those who accepted the rules of propmf
conduct, who were willing and aitemwe listeners, and whp
~ faithfully completed assngned homework—-were likély 10 g¢t
ahead. Students who were consndered uncooperanve
hostile were encoumged out of the system.

If such students did not take the mmalwe in rcrgang
themselves from the classroom, they were frcquemly shurted
into special schpols or specnal classes, where, being branded as
‘misfits, they spon came 10 acoept thatlsngma. as the trhe
measure of their ownﬂbonh and potential 4n life. Guidance

classroom were not geared to -
t severely disadvantaged studehs -

they/ are -mot understood and. feel'
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y student’s prier academic record (that s, the success pattern  Projects. (2) multi-occupation projects. usually n sklls
designed by the existing system) rather than on an unbiased. centers: and (3) individual referral togongomg vocational
sincersatiempt to evaluate each individisal student’s petsonal  courses. Single-occupation classes were Initially designed to
ambiflohs and personal potential. Yet with all of thesg retrain  potentially employable persons whose skills had
shortcomings. the classroom was still an,essential setung 1ri come obsolete. An occupation offering “reasonable
the learning process. It could not be abandoned how could it gpectauon of employment™ would be idengified. a course in

* be made more effective? it would be scheduled in an exlstmg vocational tramning .
. . ) . mstitution. and eligible unemployed persons Would be
N - . ) - s referred to 1t However. the single-occupation classroom™

approach. suffered severe limitatigns.’ Potential trammees had
no rea] occupational choice, Thev took the preselected
MDTA offerings or else remamned n the rapks of the

Classroom Training

in Employment ‘ _ “ ynemployed and:unemployable. ‘Since there was no open
[ .« . entry and open exit framework, slogs vacated by program
and T-r.alnlng I_’I’Ogl’ams . . * dropouts remained vacant until the Sourse was commpleted,
. o T perhaps for as long as six months.

s - . Most devastating to, meeting real human resource °

Eong term conflicts related to the dispanty between.the development needs. many school dropouts, or pushouts, and
skill needs of the labor market and the objec\twes set foritself  others in need of remedial training were unlikely to profit
by a schocling system dominated by ipose trained and greatly from the training because the offerings and settings
emploved 1n "higher” education characterize the history of were lttle different from those in which they had already
vocational education. a history that need not be recounted _ failed ~Cladsroom training programs also opera.led ‘under ihe
here. It 1s sufficient to say that classreom training originated  restraints of limited funds and limiting guidelines. Training
as an attempt to build connetions with the labor market for .was expected to be conducted at Jow pet capita costs and in
those not prepar.ed for employment by. other educational Occupational areas wz'zh “reasonable expectation of employ-
forms. As the pool of those without successful connections to . -ment.” which too oftef transfated into high tumover occupa-
the labdr “mirket grew during_the post-World War 11 years, llons MDTA trammg focused pnmanl)r upon automotive
classroom training efforts were accelerated accordingly. The repair, auto body repair, welding, production machine
pace of techniological advante, which created, a nced for mew  operation, office occupations, food services, and health
and mere technical skillg in business and industry, also  occupations. - ¢
created an ever larger subgroup of the unskilled, uneducated, “ Skills centers were developed out of this experience to
and unemployablé who were unconnected to the labor broaden the range of occupational choice and to.combine )
market Many of those in the subgroup were neither dropouis  supportive services with skills training From five to twenty-

" nor. pushouts from the high schools. They simply had not five occupations might be taught in the same facility with the
gone to high school. This was especially true of adults who, * enrollee undergging an orientation” phase before being
had mgrated to northern metropolitan areas fromthe South  channieled into the most appropriate occupational area.
during the Great Depression ortluring World War Il and the:  Advocacy counseling, remedial basic education, English as a
post-war era. For manysuch persons, a highschooleducation second language, placement, and supportive services were.
-was not a requirement. often not an option, and frequently available at the training site. However, many of the skills
not even a copsideration, centers fell short of that ideal. Training was often glven in

During ‘the 1950's, rising unemployment continued to inferior facilities, .using old and sometimes outdated
"mock the platitudes written mto(heEmploymentAct 0f1946. equipment. The ler\'n “disadvantaged” ali too ofteh described
The decade of the 1960°s produced further legislation  both the training environment and its clientele. The limited -
designed to develop human resources. Almost annually number of training slots available meant that most of the time
throughout the decade, federal legislation was enacted to ¢ ees were assigned to the slots that were open ralherthan
provide additional training and work €x periencesin the hopc those they might have preferred
that the unemployed and unemployable might somehow be ~ Toward the end of the MDT Adecade, there was a growing
connected to the labor market. This legislation inchided tHe. tendency to refer individuals to on-going ps:istsa-cs:mdar)r
Area Redevelopment-Act of 1961, the Manpower Develop- vocational training activities. This had' the advantage of
ment and Training Act fMDTA} of Y962, the Vocdtional bringing MDTA ‘enrollees into mainstream. institutions. But
Educatlonal Education Act of 1963, the Economic the individuals rcferrcd had to be’sufﬂc:cmly capable té be
Opportunity Act (EOA) of 1964, the Civil Rights Act of | trained without supportive services and to compete with their
(Title Vi), several amepdments 1o MDTA and EOA, t less dlsaduamaged dﬁ&smates

V1967 amendments to the Social Security Act. and the 1968 But in spite of these and other built-in obstacles hew

-

- ammdmems to the Vocational Education Act coricepts and ' new approaches were introduced into the
" Under MDTA, classroom lraining became accepted and “ ‘ s ) ‘
supponed by fcderal funds as a posSible way of connecting the N ¢ :

. unconncctcd "0 the ]abOl' mﬁkﬂl MDTA classroom found wn Garth |. \hnsumand.lo'lnwahh 4Dnadmﬂfmmfrfk-dopmmam”‘mlmnﬂﬁlr

Mnnmg took three forms: (1) Single-occupation, class-size  Lske Cuy Ofimpus Pulshing Co. 1970
- » s

ullText Provided by ERIC . . 2
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classroom. Individuahzed anstruction allowed a swdcm 1o
learn af his or her own pace rather than feeling lhe pressure to'
keep up with the progress of peers. An open entry and open
exit poh.cv enabléd trainees toenter the program at any point
dufing the year and to leave whenever they were ready for
emplov?hﬁ Thergiyster approach trained enrollees in a
broad skill area from¥which they could be placed in several
specmc occupations. Categories “of “occupational expertise
{ wergfecognized. dnd trainees wére permitted to “spin off™ into,
+ employment at different occupational levels In short. a new
understanding of the possibilities and polemlal of classroom

tratming‘came 1Ato being and into practice.

\
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. The O1C Approach

o

Along wigh MDTA mulu-occupauonal famlmcs and skulls
centers, commlmnv-based skills traiming eﬂ'orts. such as
Ope'rauon SER (Services, Employment. and Redevelop-
ment) and the Opportunities Industrialization Centers, were
established Organized in Philadelphia in 4964, 0IC grew to
more than a.hundred training centers in local commumnities
throughout the country The OIC classgpom training model
_was devetoped in respowse t/o locglemployment conditions
" and traimng needs in Philadelphia and came as a result of a

_ series of consumer boycotts (called the Selective Patronage
Campaign) directed at companies that discriminated against
black workers 1n ther hinng practics.
Patronage Campaign sucessfully opened new job slots, but

The Selective .

job-ready black workers were not lmmedlﬁtely available tofill -

" the new job openings. Bernard E. Anderson "described-the
problem as follows. “Although most workers develop skilis,
on the job, the worker mustexhibit a minimum level of basic
educamon and a capacity to be trained in order to be
successful. Pecause of long years of discrimination and
exposure to poor public school education, many biack jop
“applicants did not have the .necessary s skills and industrial
orientation to qualify for even the entry level jokg. ™

Three fundameMa] principles provided the fpuhidation for
the ‘first OIC classrdom trahing effort and remain the
cornerstone of the OIC philosophy and training model in

‘Iers throughdut the country. First, training must be

) d

x

ected toward serving the needs of the “whole” person and

t emphaSIzc attitudirial de\’elopmenl and motivation

along with the acqulsmon of marketable skills. Second.
trammﬁnust lead'to good jobs with a future-—jobs that pay.
decent  'wages and offer the opportunity for career
advancement. Such training requires a close working
relationship “with "business and industry to determine what
.‘%}cills should be taught, what kind of equipment is necessary,
and what skills will be needed in, the future labor market.
Finally, the classroom training program’ must have the

F
ipernard F Andeisan. The Dpporuaities indutivalization Centters A Decade of € umnmmn-

-

}

-
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support. counsel. and input of local communty repre-
sentatives in its design and operation.’

The Comprehensive
Employment and Training Act -

With the enactment of the Comp}thenswe Employment
and Tramning Act (CETA) of 1973, the decision- making (ocus
of employment and traiming was shifted substantially from
Washington, D.C., to municipalities, counties, and regions
throughout the country. Federal funds were no longer given
categorically to individual training projects, but were given
instead to local prime sponsors to distnbute according to
manpower plans -they .themselves developed for their
particular areas. Use of CETA funds were authorized under
five titles, with a sixth title being addéd in late 1974 to
establish a temporary nationwide public service employment
progtam. '

Title [ provided funds for comprehensive employment and
traimng services through local pnme sponsors. Title 1]
provided for transitional public service employment in areas,
of high unemployment. Title 111 provyded funds for programs
serving the needs of specific population segments, snoh as
youth. native Amenicans. and migrant workers. Title IV
continued the Job Corps, and Title V established the Nationai
Commussion for Manpower Policy. an independent advisory
group to the'Secretary of Labor and Congress.

At the outset of *CETA implementation, more funds
seemed to be available for classroom training than had been
accessible under the former categorical approach. Programs
that had the structure and experience to put funds to
inanediate use had little difficulty getting classroom lramlng‘
dollars. e

But the jnitial prosgerity was short lived, The Iéunching of
CETA and “the beginning of the 1974 recession were
coincidental but simuitaneouy Budget cutbacks in major
cities caused massive layoffs of municipal workers, and some
prime sponsors began using CETA funds illegally to rehire
laid-off city employees. Inaddition, as unemployment figares
rose, CETA funds intended fqr training were shifted to-
activities providing immediate work. More and more, CETA
became an “income transfer mechanism., The short run
attraction of pqqmng ‘people to work immediately caused
some prime sponsors to ignore the long run beneﬁts of
investing in classroom training.

But prime sponsors have a responsibility to carefully
consider the real and lasting labor market and human,
resource needs of their areas. In developing their plans.prime,
sponsors should ask themselves, “*What are the adyantages of
classroom training, and how do | decide if it is the best
training approach™for potential clients in my area? The
remainder of this monogtaph .is directed to those ‘who
disoover positive answers to that question,,

1

Based ‘fcflp.)nrr Seruces. Manpower ang Human Resources Studies, No 6 (Phitadel,
l.unnh Ul The Wharton School. Unweruty of Pennsylvaraa, [976), p 30

EKC !
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2. ADVANTAGES, DISADVANTAGES, AND

.. PRECONSIDERATIONS FOR CLASSROOM TRAINING

-

Classroom training®in CETA terms, may be defined as the
occupagional skills training that results from the jnteraction
betwfen a group of students and teachers in a classroom
setting other than a work site. Classroom trainng may be
conducted in a conventional vacanonal technical school, ina
commumty college, or in a skills center designed specifically
for training disadvantaged' workers. It may be a mulu-

occupational type facility or a classroom oriented toward a .

.sifgle occupation. It may provide special supportive services
10 the trainees or refer them individually to a regular course
- for nondlsadvamaged students. But classroom training
differes from onsthe-job training and work experience pro-
grams in that trainees are away from the job sne during the

classroom training period.- X #
L% ‘:-"'

PR
“The Cas for Classroom
Trammé

>

Classroom training has several advantages. especially for
those individuals who have not been receptive 10 more
traditional educational approaches.

The Qualitative Aspects

As advocat'es, we are convinced that classroom training,
when suocessfully completed, tends' to produce * more
\permancntly trained individuals than do other kinds of
training. ‘l'tys is evidenced ip after-training wages and job
retention. On-the-job training has theadvantage of including
placement, whereas classroom graduates still have to find a
job. However, thgre is evidence that classroom training tends
to produce individuals who are more likely to stay on ajob

« after they havc been placed, !essllkcly to need retramu‘lg six

l‘

’
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months or a year after plaoemem: and more hkely to be
promoted.

For example, the 1976 evaluation of CETA Title |1
programs in New York City showed that the classragm
training placement rate (56 percent) was second only to on-
the-job training (71 percent), and classroom tramning gradu-
ates earned the highest average post-CETA wage ($3.94 per
hour). Evaluation of the New York OIC during the same
‘period showed a job rctcr‘n rate of 87 percent after ninety
days on the job. - -

Propexlydone, classroom trainingcan provide a setting and’
a framework wherein all the varous aspects of skills training,
job preparation, and job readiness are copsidered. In those

“Ninstitutional settings where instruction in a variety of

occupauonal skills is offered, enrollees may have a choice of
occupanons Their career options are as open as they ideally
are in the traditional educational system. Unlike oTiehe-job _
ferral to a single occupation classcoom setting,
enroll in multi-occupation c]assroom training facilities
have :ﬂ;ponumty to choose and test possible occupations
beford having to make lcmg-tcrm commitments to a particular
]ob n «

.Duritig the classroom training ‘process. trainees should
learn the chuarelﬁ‘s and employgr expectgtions in the par-
dicalar occupational skills area they have‘c‘}iosen. They are
introduced 10 occupational demands. They master not only
the required skills but also the occupational role thgy will be
expected-to carry out. Classroom training allows tRinees to
build confidence withjn themselves. and trust in their own
abilities before having their skills proficiency tested in actual
job perforrmnee Such a’ psychologica]‘advamage pays
dmdends in employee pcrformancc. cmployer sansfacnon
and job retention. Classroom training gradnates g0 to their
new jobs confident that they canydo the work expected of
them. And employers receive job-ready employees.

Classroom training participants notdhly acquire necessaty
occup?t'ronal skills but also develop personal disgiplibe and
participation habits that carry over into the work setting.
Thost; who have disciplined themseives to attend classes

-




re.g.ularl\ during the weeks or months of classroom lrammg
are less likely to be chromically absent from work.

In addition. classroom traiming participants should be well
known by their teachers and their counselors. Jf so. classroork
tratmng provides the opportumty for a cooperatine staff to
thoroughiy assess a tramnee and to improve upon attitudes and
behavior patterns prior to actual Jjob placement. Classroom
traimng participants recerve skills traming along wath
personal guidance and other necessary supportive services to
enable their smooth trapsition to the world of work. In those
programs that fulfill their true potential and responsibality,
classroom traiming participants are viewed as whole persons.
with both vocational and personal needs, and the classroom
traiming setting becomes a laboratory for personal growth (of
which skills acquisition is only a part).

Ideally. the classroom tramming structure can permit

‘persons m charge of job pladement to do a better placement

1
1

Q
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Job. The staff should know more about the graduates they are
recommending to empiovers than do staff who place
mdividuals as direct referrals {or enroll them in on-the-job
traiming or work experience or hire them to fil public service
empioyment s]gls}l Thus. classroom training can provide the
structure. the staff arrangement, and the instrustional
environment f{or the full prouﬁng and processing of
potentiahities. It 15 equally concerned with the actual needs of
the potential emplover and the potential employee.
Classtoom tramming 15 designed to produce a satisfied.
proficient. and productive employee, which should result in
pleased. persuaded. and contenged employers.

&

As a Holding Pattern .

Classroom traming also has a hidden advantage during

‘periods of abnormally high unemployment, especially with

regard to servingthe needs of disadvantaged youth, Almost
one out of five of the mine million youth aged Sixteen to
ninejeen 1 the labof force 15 unemployed, creating an
uneg'lploymenl rate tniple that for adults. Unemployment
among black youth is twice that of white youth, and official
statistics do not teflect the situation of the most sfverely
disadvantaged who have dropped ocut of bolh school and the
labor market. N .
Classroom traimng recognizes the current reality that the
society cannot support all of its potential labor force.
Classroom traiming performs a societal function similar to
that of the colleges and umversities i the traditional
education system, but it directs its services to a different
population. Classroom traimng keeps unemployed and
previously unemplovable individuals out of the labor force
longer than do other types of training. It also provides these
mdividuals with a better entry point into the fabor market at
the end of the traning period than they would have had
without the benefit of the classroom training experience.
The abnormally high unemployment rate among youth

1
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between the ages of sixteen and nineteen probably results less

* from theiwr work performance potential than 1t does from the

competition with older. more experienced workers for
existng jobs. When the competition for jobs 15 keen.
employers are most likely to opt Tor maturity andexperience
in choosing their personnel. Thus. a CETAPprime sponsor
would be well advised to accept the fact that certain special
groups of individuals will not be readily absorbed into the
labor miarket. Acting on that fact. the sponsor can create
classroom training Spportunities for those individuals'which
will offer decent employment opportumtes at the end of
traming. While performing a shortgerm function of removing
persons from the labor market. classroom training also

provides a long-term service that is not accomphshed by other .

short-term crisis programs such as work &xperience and
public service employment. Classroom training seeks to
transfer ndividuals from the ranks of the unempldyed and
unemployable to the status of workers with income earning
capability. rather than merely transferring payments to the
currently jobless.

Program Independence

One furthet advanthge of the classroom training approach
merits mention. Even though classroom training programs
should involve representatives of business and industry in
every phase of program operation and design (such as
gathering.local labor arket information, choosing those
occiipational skllls that are in demand and will be in demand
m the future, and, designing a curriculum to teach skills
proficiency in those chosen areas’providing jobs for after-
training placement), classroom training nevertheless main-

tains a more independent stance from business and industry

than do other training approaches. On-the-job training, for
example, 1s at the mercy of the whims and enthusiasm of
business and industry. When business and industry feel
pressure to participate, training flourishes. But the relaxation
of pressure i$ usnally accompanied by dwindling business and
ndustrial participation m training efforts. .

Pressure may take the form of a peroewcd moral and social
obligation or a practical pefsonnel need. When employers
need workers, they are naturally more enthusiastic about
participating in training programs to provide those workers,
Or when the government actively pursues equal gmployment
opportunity measures through organizations such as.the
National Alhance of Businessmen, business and industry will

add on<the-job training as an appendage to their other -

activities, even if there is really no strong commitment to such
training programs. But the participatory. enthusiasm in"
busimess dnd industry ﬂuctuates with economic and
government pfessures, »

Of course, classroom training all too often falls short of its
potential. fdeals are to be pursued and approached but rarely
achieved.

11 . .
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The Dlsadval;tages of Claserpm

. Trammg e ,

Y

.3

Even though classpoom iraiming 15 a more independent

training approach and tends to produce greater long-term

«  benefits. 1t 15 not always the best training mechqalsm‘ for all
Of:‘_cupalions or every local labor market area.

Lack of Flexibility . ~

Classroom training 15 the least flexible training approach.
~  Classroom training programs require a costly investment in
staff, equipment purchase, and classroom facilities. Such
programs take.a great Aeal of time to set up; and once
established, they are costly to dismantle. UnliRe on-the-jab
training, public service employment. or work experience,
classroom training programs tend to acquire-an institutional
hfe of their own and are nearly as difficult to dismantle as
colleges and universities. This, ‘after an investment 1n
classroom training has been made and the lraining process-
has been set in guotion, it is much more difficult for a prime
sponsor t0 shift over to a different approach than it would be
with on-the-job training or work experience programs.

e

Information Requirements v

»

inyest in classroom traming 1s that such tramning must be
relavant. 1t must be relevant to the real needs of the local labor
market area and to the real needs of the people enrolled. Such
relevance requires a careful, and complete compilatiogp of
labot market information, the involvement of ;eprcscnt‘:&?
of business and industry i technical assistante and technicd]
advisory capacities, and the consultation and advice during
the plénning process of those who are “in touch™ with the
target population to be served and who understand their true
needs and aspirations. .
1t is simply not possible to garner the necessary information
needed for knowing labor market needs and trends—and for
designing classroom traming programs~based on ' that
information—(rom monthly reports issued by the Bureau of
Labbr Statistics. state labor department job projections, or
job bank lisings from, the employment service, A more
comprehensive and innovative approach to gathering labor
" market information is needed. And as Donald Menzi has
pomled obt. CETA legislation allows prlme SpORSOrs tg take
the initiative in creating labor market analysis. CETA
provides money to local prlmc sponsors for emgloyment,
training, and supportive services 4nd for “other activities,”
Says Menzi; “This *other activities' money mak'gs it possible

*
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The dominant ¢concern of the prime sponsor who decidesto

for the first ume to createa market for Jocal area labor market
information and analysis. Now. because there are funds to
"pay for data and lo buy the time for- economsts and
researchers. local planmers may begin to get some of the basic
tools needed to do the job.™

To inprove ind make present labor market data s)slcms
more relevant o local prime sponsor planning needs. Menzi
suggests the following changes. which could be accdtnpllshed

at a relatively low cost(compared with other emplo)rren! and

training prograrg outlays):

Thc categories used in labulatmg admlmstrauvc data need 10 be re—
examined 10 make sure thal tables are as relevant as possible The most
obvious examples are gevgraphicat bieak downs. which should conform 10

emmemal Jurisdichons, nel jusl 1q agehcies® admibistrative districts.
Data on the industry affihation of Ut beneficaries should also be brokenout
as fineh as afe tables of employment covered by the Unemployment
Insufance system When this 15 done, it is p#ssible 1o calenlate insured
unemployment. rates on an indusiry-by-industry basis. which 15 helpful-in
keeping track of whal 15 happening in diverse segmenis of locat economies

,AfTangements should be made for pewodics pecial 1abulaucns, such as the
charactcnstlcs of low, medium and high wage Ul beneficianes Annual
indusisy-Occupation-median wage tables of90b orders placed m Job banks
«an preseit a thore detailed picture of local economies Crogs-tabutations of

s

the personal charactenstics of Employment Service placements by industry, -

bv occnpation, or by wage would tell us something about the way various
categones of pob-seekers fit into that picture
New spurces of admimistTative data can also be developed The lax

withholding system coutd, for cxﬁmglc‘ elt us something about ;tabor *

wtarnover  Newly app&ripg sociat secunity nnmbers imply addivons 10 1he
payroll, deletions imply tegminaljons l'rq‘m employmeni Tt appgars. n other
words. that these Tecords cduld provide nformahon on hiring and
termination pattekns roughly comparabie 10 data on labor turnover rates, but
without the hmsauons of sample-based data *

- S -
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Where Are the Jobs? . ® f'

~

The greatest disadvantage of classroom ‘training 15"‘11'5-/

dependence upon the availability df a job immediately upon
completion of the training program. For on-the-job training
(OJT), the job is built in. The classroom trainee .is betlert
prepared. but that is no help ifno job is available, and delay in
placement will convince not only the tFainee but others in the ~
community that the program is a farce. v

The keyto comparing the advantages and disadvant ages of”
classroom training with alternative methods of improving
employability is to recognize the differences in objectives.
Work experience is a holding pattern from which income and

possibly some familiarity with work discipline are obtamcd -

Public service employment gcncrally provides a job to the
job-ready when other opportunitiesare limited. OJT provides
a regular job..But the jobs for thosé receiving OJT and
classroom training are generally different, and the two

training methods wre rarely competitivem OJT .is the.

customary way industry prepares people to do semiskilled

*Donald Menai, “L ocal Labas Marker Informaton fos M
Hanpuwer Repore, pA one. wol 3, Mo 4, Augost (974
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jobs. Thus the jobs can be filled at llle entry level by the
untrained, who then move up by small skill increments in an
interna] labor market. Classroom training is the almost’
universal approach to preparation for those jobs#where an

, employer expectsthe employee 10 have the skills todo the job

before o btaining it. Td use classroom training to preparefora |

job more customarily learned by OJT implies that either the
enrollee has special disadvantages to be compensated for or
classroom fraining’is being misused. '

-

-'Cau’ti:ons to Prbgram Designers

“\’, )
* In planning classroom lralmng oro grams designed 1o meet
the real needs, aspirations, and expectations of gnrollees.
prime sponsors should seek the coinsel of both community-
based representatives and business and industrial leaders.

" Doing so lessens the risk that prime sponsor plans may be

[3

based upon unsupported assumptions. An unfortunate
occupational trait of some program planners is making
assumpiions about borh the individuals most in need of
services and employer needs. But assdmptions will not do
where true assimfation of these individuals is requlred The:

prrogram designer must be fully aware of and sensitive to the )

cultural backgrounds and personal needs of the client groups
and to the employer's first requirement to make a profit orto
achnevg lhe mission of the institution.

+

ln‘dustry Involvement ] "

Sqme planners assumethat dis(ladvan}aged minority people
cannot enter into and work within the established business
organizations and that business and industry dre not really
interested ih hiring prcviougiy disadvantaged minority
workers. Such assumptions limit the occupational opportuni-
ties of the most severely disadvantaged to the lowest level
jobs, public service jobs, and other stop-gap employment
measures. ' ,

In designing classroom training, prime sponsors need to
create a “marriage” between business and industry and
training. But marriages not based upon true dialogue and
sharing in the decision-making process have a way of
disintegrating. It is truein the husband and wife relationship,
and it is also true in planning training. Leaders of business
and industry can be true partners with those engaged in
training only if they. are in a position 10 influence training

' designs at the policy and decision-making levels. Leaders of

business and industry iargely determine the possibility of

- realizing the goals of training. As employers, they represent

both the existing labor market and whatever changing labor
market trends will determine the job market of the future.
Classroom training that is not related to employer negds at
every step of the training path is almost predestined to
produce frustration and disappointment for trainees and is

P

sLarry M Blir. Gary deMik.ond John Doggette. ) B

‘ e
preordained to failure in meeting the real human resource and
abor market needs of society.

Writing of the need to involve businéss and industry more
closely in CETA prime sponsor activities, Larry M, Blalr,
Gary deMik, and John Doggene urged: ,

e

= —

Prame sponsors must work (o mclude business and industry management
as a resource used 1n the local manpower dehivery system while at the same
ume ‘demonstfaung thal CETA and the prime sponsor are important
resources (o be used by employers !

To achieve wiable business involvernent 1n local manpower services
programs. the manpower administrator musl generate FANINE activaties that
meet employers’ hirtng requirements The manpower administrator must
also work to eXpand 1he awareness of business and industrial management
concerning how manpower services-are dehivered. how this affects private
firms 1n terms of labor force quantity and quality, and why Business
participat o,n 15 essentml for developing &nd mamuumng effective, locally-

control powcr programs.? .
5

 The aut‘hors further urge “the developmem of an ad hoc
busmess Qmmumty advisory committee to the prime
sponsor”. Eperhaps using the local office of the National
Alllanaq of Businessmen or some similar group as an initial
soutce of comactl which wili permit the interchange of
ldpﬁ and ‘mformation, and provide a base for obtaining a
viable business reptesentation on the manpower planning
council.” The functions of such an ad hdc advisory group
would include: S*Providing input of employers’ reviews -of
manpower activities, presenting and reviewing changes that
will improve the prime sponsor’s relations with business;
providing general review of, manpowe¥ programs and the
comprehensive manpower plan; makiﬁg suggestions for new
directions in manpower programs; providing contact withthe
total business and industry community; selecting the business
representatives for the manpower pilanning councils.™?

As mentioned earlier, a cardinal principle of the QIC

" training philosophy has been insistence upon a close working
alliance between training activities and the employer

community. To ensure such a relationship, the QIC national
organization.is connected with three groups of representa-
tives- from the business and industria¥ communify. The
National Industrial Advisory Council (NIAC) is comprised of
top level executives from the nation’s leading corporations,

NIAC members participate in’ the formutation of OIC
policies, review problem areas; assess program performance,
.and serve as advocates on behalf of OIC training within the
private sector. The National Technical Adwsory Commitee
(NTAC) is comprised of other high-level executive staff of
each member companyin NIAC, NTAC members are able 1o
maintain a closer continuous contact with the OIC program,
and 'the committee is divided into subcommittees covering
such areasias finance, government relations, public relations,

fund raising, and managemem training. The Industry
Technical Assistance Contact (ITAC) is an extension of the
NIAC network into local communities which establishes

and Industry [nvotvement in
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contact .between industry rcpfcscnlalives in local areas and
local OIC executive directors. Through ITAC, technical
assistance and advice is proi-idcd at the local l'évcl. inthe hope
of ensuring the relevance of OIC classroom traiming to local
labor market needs.® Some local OIC's have their own
Industrial Advisory Councils and Teéchnical Assistance
Commitices.

- >

The Nature' of Disadvantagement '

Not only must classroom trammg content and degign serve
the real needs, expectations, and aspiratjons of present and
polenual employers, but careful consideration must also be
gwven to which occupational ‘areas are best taught in the
classroom training setting. Classroom training is not
necessary for some occupational skill areas: nor is it always a
practical method for teaching certain vocational skills .Prime
sponsors must decide whigh individuals and what occupa-
tional skills arcas are best suited Lo classroom training and |
which groups of individuals should receive training priority.
The optimum goal for classroom lrainingprograms would be .
to enroll the most severely disadvantaged in skills trainingfor
occupatianal areas in greatest demand which also provide
maximum wages and opportunities for advancement. But
that optimum goal must be tempered by other considerations.
The term “disadvantaged.” while calling attention to the
needs of those most abandoned by society's institutions and *
most! gripped by hopelessness and despair, is nevertheless
both nebulous and deceptive asa dcscnpuon of those persons
who should Be among the primary target groups for
classroom lrammg The term “disadvantaged” is frequently
viewed as a synonym™for “hardcore unemployed.” .

" Again, Donald W. Menzi has called attention 1o the *myth
of the ‘hardcere’ whemployed™ as describing the “true
constituency of manpower training efforts.” Menzi illustrates
the “myth” by citing an exampie from the neighborhood in
which he lives. In his neighborhood, there is a mall in the
middle of the street where the park benches are frequently
occupicd by persons who appear to be addicted to alcohol or
drugs, Acfoss the street, there is a large fast-food restaurant
where young'blacks work behind the counter at tinimum-
wage, dead-end jobs. And across the street from the
restaurant is a large bank where many black youth are also
working behind the counter in a work environment that

‘encourages learning new skilly-and offers possibilities for

. advancing up the career laddef. Menzi continues:

The realgy of manpower tramntng s iHustrated 1n th!ap between the lunch
counter and the bank counter. The gap between the park bench and the bank
teller’s cage 18 a much greater margin. requiring very specrah2ed manpower
training efforts. There 18 & great deed for such specialized programs. But the
perpetuation of the myth that manpower training is primarily designed to
rehabalitate the *hardcore’ unemployed and make them inte bank tellers 1s. |
believe, damaging to midnpower traimng efforts 1n Weneral, The myth is pot
true. and a credibilty gap 1s created ¥ )

tAnderson. Op et pp _B0-35 —

*Doneid Menty, “Manpower Planning Myths and Realities,™ ddherent. vol L No 2 Aufey 1975,
p &
‘ >

ERIC : )

*

Thus. there are levels of disadvantagement that must be
considtred in establishing™ target groups for classroom .
training efforts. Prime sponsors must recognize and admit
that classroom training programs cannot and will not serve
everyone who. falls within the “disadvantaged” category.
Those who have alcohol or drug abusé problems, or who are
i methdone maintenance therapy—even though they are
among the “hardcore” unempldyed—wiil not be readily
accommodated or ad¢quately served by-regular classroom
training programs. Their needs are spcmal requiring a very
specialized set of suppomvc services, and their training
should be conducted by agencies that have adopted such a «

specialized role and whose staff members reflect such

specialized ex pertise

But at the same time, caution must be exercised so that
aules and guidelines do not encourage or butld in exclusion.
Accountability and gvaluation requirements must not
exclude those among the disadvantaged who could be served
by regular classroom training programs but whose degree of
disadvantagement might require a longer period of training.
While accountability and evaluation are necessary in
determining which classroom training programs are using
their funding allocations cffectively to meet their stated goals
in the established training time frames, such accountability
tan be a two-cdged sword. It jsa blessing to an agency really
doing its job, a means of documenting training success. but jt
is at the same time a temptation to build in assured success
mechanisms. The necessity of obtaining funds can be a
temptation toward selectivity; that is, “creaming” applica- =«
ttens so that only those who have a’ high probability of
successful completion are accepted intoc the classroom
training proggam. If a classroom training programisrequired
to place 75 percent of its earcllees on jobs and further

/

_required to show a 75 percent job retentibn rate, the jnitjal

enrcllment procedure is likely to reflect 2 conscious
awareness that the program can afford only a 25 percent
margin of error.

Within the wider calcgory of the unemployed. prime
Sponsors should seek to identify specific target groups of
disadvantaged persons who would benefit from classroom
training, particularly: those who .are unemployed or
underemployed (even though employed full or part time}
because they lack marketable skills, During times of
unusually high unemployment, the ranks of the unemployed
will even jnclude numbers of young people who are college
graduates. They need jobs rather than more classroom
training. Their major problel is a depressed job.market
rather than a lifelong depression of opportunity.

Specific target groups for classroom training efforts would
include youth and young ‘adults {particularly high school
drofouts or pushduts), persons over. the age of 45, welfare
recipients and members of welfare families. persons with
limited Enghsh-speekmg “ability, veterans, handicapped
persens. ex-offcndcrs ex-addicts. and unemployed heads of
households. The “hardest core” of the unemployed may not
be reptesented in such target groups, but they certainly ,
refiresent special needs within the larger category of the
vocationally disadvantaged. Classroom training efforts. -
should be judged and'evaluated (and funded or refunded) on

.
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the grounds of how well they have served the needs of the
particular target groups identified, rather than by the impact
classroom training has had upon the total economic climate
and labor market picture of a particular community. Such
total impact is beyond the scopé and contrdl of classroom
training or any other employment and training effort.
Fluctuations in the economy and ¢he labor market are caused
by forces beyond the control of classroom training, and

+ manpoweT resources are-never sufficient to be the dominant

deciding factor in economic change.

réquires a computer at the complete disposal of classroom
trainees, That's a prohibitive cost factor. But a classroom
training program, in computer skills can be created by
effecting a working “marriage™ betwegn a classroom training
program and a computer manufacturer such as IBMs The
company can afford the cost of the equipment but would find
the personnel cosis prohibitive if it set up s own computer
training program for the disadvantaged. A cost effective
arfangement comes into being when the classroom training

-program picks up the staff and training costy while the

' company provides the necessary.equipment. As a result. both

+ -

For Which Occupational Skills?
In deciding which occupational skils should be taughtin a
classrcom setting, program planners must consider three
factors—training and equipment costs. space for training.
and" the real requirements for occupational expertise. Some
Jobs obvicusly do not require any formal training at all and
are consequently at the lowest rungs of the occupational
ladder. For example, a messénger, an elevator operator. an
assembly line worker. or a person pefforming any one of a
number of “button-pushing” jobs does not need classroom
training{or any kind of structured training) to successfully do
the job, Other jobgrequire learning and promotion onthe job
and are, a¢eessibldonly by starting at the bottom.
Classroom training is suited to those occupational skill
areas where proficiency requires the mastery of cognitive
skills rather than {(or in combination with) purely mechanical
skills. 1f 50 percent or more of training for a pabticular

“ occupation requires mastering cognitive skills, the classrdom

setting is appropriate. An auto mechanic, an electrician, or a
bricklayer must first understand basic theory in his or her

occu pational skills area before mastering additional mechan- .

ical skills. On the other hand, workeérs who push buttons or

.assemble parts and are not required to understand the

functioning intricacies of the machines they are operating
have no need for classroom training.

The cost of training equipmént and the space required to*

accemmodate it are further considerations in deciding which
occupational areas can best be taught in a classroom setting.
The cost and _maintenance of equipment solely for training
purposes js very expensive and often a prohibitive cost factor,
even if such equipment could be easily accommodated in a
classroom setting. And some equipment is too bulky and
cumbersome, even if the expense of purchase and main-
tenance could bg managed. For exah‘:ple, crane operators,
truck drivers. or ferry boat operators are not likely to leamn
their tradSs in the classroom. They need on-the-road. water,
or construction site training.

But less hulky equipment often is still too expensive to be
used exclusively for classroom training. Computet training is
a prime example. Most planners of classroom training
programs would find the cost prohibitive if they considered
purchasing the necessary equipment for teaching computer
skills. A thorough and intensiye computer training program

B - 10

“marriage’ partners” are happy. The classroom training
program is able to prdvide valuable skills training to its’
disadvantaged clientele, and the company has a reliable
future source of adequately trained potential new employees.

The Qualifications of instructors .

Two further preconsiderations to setting up effective
classroom training programs deserve mention—the selection
and training of teachers. administrators, and managers for
the programs and the payment of stipends to the enrollees.

Teachers whose training and experience have been
grounded in other educational institutions and settings may
need retraining and reorientation in order to serve effectively
in classroom training programs. Such retraining and

recrientation may involve learnming a new edugation
philosophy, new teaching methodologies, new itudes
toward students, and new communication skills, Plassroom

training instruction must always be geared to occupational
application. with the intent of.producing employable
graduates possessing marketable skills and with the
knowledge that skills must be upgraded in accord with
changing labor market demands. Rather than encouraging
students to pursue high grades, classroom training pursues
individual students, encouraging tliem to make the grade in
the world of work. ’

Thus. teachers who are new to the classroom training
setting often must learn to speak a new language. They must
direct their teaching communication to the specific and
unique needs of each student, recognizing that the suecess of
their work as teachers ;s marked by the successful placement
of each student in the*world of work.

Potential administrators and managers of classroom
training programs are also often ill prepared by prior
experience to fylfill their special respohisibilities. They must
be trained and equipped to meet the hard demands of cost
effectiveness and training accou nt:ibilily. They must learn to
live with the pressures and meet the demands of specific
numbers of students trained and placed on jobs in specific-<
time frames. and they musi also learn to reconcile themselves
to the reality that they cannot breathe a sigh of relief when
training and placement are completed. The retgntion rate of
classroom training gradwates is the final Measure of the
success. or failure of a program. '

¥ t\'a .
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- Stipends: To Pay or Not-To Pay? i

Directly related to a reorientation concerning how teachers
teach disadvantaged students and how managers admminister
classroom tramning programs is a change in atutude as o
how those students are motivated to learn. Current policy
appean to be based on the lollowing assumption. IT
Jdisadvantaged persons are going to be trained for somekind
of employment, they must be paid stipends [or receiving that
traning. Since money talks in our society. the presupposition
is that immediate dollars 1 the pocket will provide the best of
all possible meentives Tor tramming. Such an assumption
presupposes either a generally low level of motivation and
self-esteem or a untversal need for immediate income.

Prior 1o the CETA legislation. OIC had a policy of not
paying supends to classroom  training enrollees.
Supend incenuves were viewed as antithetical to OIC’s self-
help and motivauonal emphasis. The refusal wo pay stipends
clearly differentated OIC training from government
eperated programs. Under CETA. all program service
delivery agents must acce pt participants who recelvestipends,

unless the pnme sponsor waives that requirement for some.

supend categories. Welfare recipients, for example. are nos
subject 1o waiver.

Stipend allowances represent only a whisper in our money
talking society, but they stil] present a problem for classroom
training. Stipend allowances are paid at the rate of $2.10 an
hour fer up to thirty-five hours of training per week.
{Trainees with more than two dependents also receive §5 a
week [or each additional dependent up to four, or amaximum
of $20 for six or more dependents.) Welfare recipients,
regardless of welfare category, are paid an “incentive”
allowance of $30 per week. Classroom training enrollees who
draw unemployment insurance {Ul) benefits receive stipends
that. when added to the Ul benefits, equal the maximum

1

. !
CETA stupend allowance. Veterans receive both_veterans
benefits and CETA allowances. regardless of the total.

Even though stipend payments are not a “get rich quick™
scheme for classroom training enrollees. sipends can work to
the qetnmem of motivational goals. The motivational goals
of classroom training are to inspire each student to acquire an )
employable skill and to be eager to put that skill 1o use in lhef !
world of work. In most instances, student§ will begin in entry '
level yobs in their particular occupational area in the hope that
promotion and advancement o pportunities will follow in dye
time. Adding training stipends to other benefits received ;y
some classroom training students creates a situation in which
those students will have to take a cut in pay to acceptan entry
level job at the end of the training peried. Such a finaticial
sacrifice is hardly an “incentve.” Willingness to atcept a pay
cut after training is usually found only among those¢ who
choose religious or social service careers. But classroom
traimng students have not taken a vow of poverty. They have .
expenienced the devastating cycle of poverty. and thedecision
10 enter classroom training represems a personal vow to get
out.

Strategic support for indimdual students would be more 1n *
tune with the OIC motivational concerns than would blanket
stpend payments. The special needs of students could be
evaluated on a case-by-case basis, and financial support could
be designed to enable a student to complete training, Stipend
payments should never be so high that completing training
and being placed on a Yob will be a financial let down.
Strategic stipend support represents the same kind of .
reorientation required of eachers in the ¢lassroom; namely,
looking at the personal, individual peeds of eachstudent and
responding to those needs. However. that option is not
available to prime sponsors for most population groups in
training.

L]
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3. INGREDIENTS OF CLASSR'QOM TRAINING
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The recipe for successful classroom training contains the
following ingredients: Client-centered, individualized instruc-
tion; employment-related personal counseling; team training
and assessment; and internal accountability and feedback.

When those ingredients are mixed thoroughly, and sprinkled -

with a liberal dose of true commitment, the resultNs a
classroom training program “that’s really cookin'!”

Client-Centered Instruction ,

L

Training techniques and concepts, curriculum materials,
classroom procedures, and built-in structures for account-
ability are all important and contribute to the successful
training process. But all are subordinate to the attitude, the

* commitment, the motivation, and the sense of purpose of
trainers and the agencies in which skills training takes place.
The OIC experience suggests that, if there is a substantial

qualitative difference in training at various agencies .

throughout the country, it is less likely to be measured by the
usual statistical modes of evaluation than it is to be found in

. the personal,.day-by-day operational expefience of trainers
themselves.

+ ]

What It Is e

The quality of training can be expected 10 be reflected in
statistical results but not measuréd by them. The
commitment, motivation, determination, and zeal of trainers
will undoubtedly produce super ior results in such statistically
measurable areas as cost per traine¢, number of ons
trained in a given time period, successful job placement, and
retention rates. But those statistics are no more a true measure

of quality than are membership rolls a measure of the social

value and service of a church, fraternal organization, or civic
. group.

Individualized, client-centered instruction is at the core of

ERIC
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any successful’¢lassroom training program. Althoughspecific
training technifies and methodologies are employed in the
process, the important ingredients are attitudinal and
motivational. Individualization embraces, both “personal-
izing” and “humanizing” the training process. Client-centered
ins{ruction means simply that the cliept—ythe trinee—is
indeed at the center of the training pfocess and that all
administrative, managerial, structural, ;and methodological
decisions stem from that recognized focal point.
L What makes individualized instruction truly personal is an
ttitude of yespect and concern on theé part of trainers — a
genuine respect for the rights and feelings of trainees,
accompanied by compassionate concern for. their problems
. and needs as individuals. Training that remains dispassionately
aloof from home, family, financial, and other environmental
pressures experienced by trainees (which indeed may be
overwhelming barriers to the learning procéss) cannot cor- |
rectly be called “personalized” instruction. The labels “indi-
vidualized," “personalized,” or “one-to-one™ training may be
technically correct. But apart from anattitude oftrue concern,
such labels merely identify a process rather than mold and
tring out a trainee’s true potential :;nd personal identity.

The Trainers Attitude ) 3

Openness and caring are the marks of client-centered -
training. An openness requires both the ability and the
willingness to listen. A trainer who is a willing listener
is one who not only hears a trainee’s problem but also is
willing and committed to helping solve (or at least alleviate)
that problem. The trainer should seck to remove external
barriers to the learning process. Thus, the self-interests of
both the tratner and the trainee are served. The trainer cando
his or her job; the trainee is freed to receive that training.

-Openness and caring further require adopting a nonjudg-
mental attitude. Trainers in community-based employment
and training agencies are dealing with clients who have
received negative societal judgments all their lives. Those
directing their prior educational experiences have abandoned
them with the judgment that they are slow, uncooperative,

13




. Incofngible. or incompetent. The welfare bureaucracy sees
them 1n terms of statistics on persons who make no
contribution to social productivity Some*have been so
buffeted by negative judgment, rejection. and abandohment
that they have run afoul of the law. ending up behind prison
bars or an probation or parole

Trainers should view those negative factorsina trainee’s |ife
as experiences rather than “faults. Trainers must seek 1o
establish and communicate a training environment where a
trainee’s past hife experences are neuhgr perceived as faults
nor judged negativety. Honest and sincere chent-centered

. traintng can take place only in such an environmient.
Although the trainer and the training enviroiiment must be
accepting and nonjudgrnemal such openness must not be
marked by permissiveness and a lack of disciplige or definite
standards of expectations. Clagsroom training staff should be
“buffers” rather than “crutches.” The classroom traiping
environment should be a support system, not a playground or
a carousel for those individuals who specialize in the revolving
door practice of *in Gne pregram and out the.other.™ A truly
supportive role requires both encouragement ahd admoni-
tion. when appropnate. Growth, discipline, and achievement
are nterrelated. For example. trainers who care about
l[amees cannot simply tolerate oroverlook absenteeism. They

“will be obsessed with deterrmining the cause of a trainee’s

absence and will seek to correct the fault, whether the blame

falls upon the trainer, the trainee, or social and environmental
pressures -

. .

-
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The Language Problem

Thus, individualized client-centered training that is also
personalized requtres a determined effort dn the part of
trainers 10 see that trainees hear according to their own
language. A sympatheuc understandingand empathy with the
life experences of trainees, with their experiential and
existenbal world view. 1s absolutely essential to determining
the appropriate language for instruction. :

The most obvious example, of course, is mstrucnon in

- English as a second language: The client-centered trainer will
begin with the familiar language. the native toni;e teaching
the trainee what he or she needs to know in that language.
After those communication skills necessary fof coping and
betng successful are mastered in the familiar tongue, they can
then be translated into the less familiar second language. Such

< training wijfenable pr ive employers'or job interviewers
to hear':izinees speaking in the natve tongue df the world of

employ
But the same principle also applies wheltc training in
communication skills does not involve a“second” or“foreign™
language. The jargon of the ghetto is a “foreign” tongue to
many prospective employers. Trainers who are committed to
~ teaching commmunication skili®rather than merely offering
mstruct(n in grammar, sentence structure, and so-called

“proper” English) will begin with the fafniliar and move on 1o = advocates. their dISClP]ll'lal"}F f

the new. For example, a communicatiogskillsclass might use
poetry as a teaching method. Trann%cswguld be encouraged

Q ¢

Aruitoxt provided by Eic:

14 -

.
f

to write their own poems, using colloquial langudge and
familiar experniences. The work produced by trainees would
then be used as a base for exploring and understanding the’
work of other poets, such as Langston Hughes and William
Shakespeare. By beginning with the famillas tonguerd the
perhaps all-to-familiar and painful pe | experienges. ke
“shngs and arrows of oulrageotl Fdrtu“e” pecorne
comprehensible! {

—.._.._“‘

Team Teachmg and Asse iﬂent

. Tt .
- . :

Team teaching 15 also a mark of the successful ¢lassroo
training program. Teachers. coullleors. and job placement
specialists work in unison, on the commorj client-centeted
goal.. Honest listening to the nfkds. apptehensions,’ and
aspirations of trainees — combinggd with a ¢lear tralnf(g goal
— enables the client-centered tea@h to work togethet for the
generat welfare -and total developmant;of the individual |

]
trainee. Team training means that nelther the: trainingy

expgriences of trainees nor the structures angd meth dologles’
of the agency are schizophrenic. Each servm:e prov;ded to a
individual trainee is part of an,integratéd
ihterrelated training services combme Lo f%lf it
. training goal. f

In a classroom training progra whi
spirit is truly and operationdlly dominant. the conce

“team” soon takes on more of the qualitiés of *family.’

common expermence in any farnily for;all oft_he energfe
attentions of family members tg bé directed toward a
baby. The family gears itself to mgeténdservc the ned¢ids of the
newest arrival. R .

In like manner, 1nj_§assr00m training prpgr here the

team spirit prevails. all staff members recognite th¢ priority of
trainees. Program strjjctures and
administrative decisions are based upan the recpgnition that
the program exists for the sole purpasé of urturing and

training trainees and placing them on j0h7 Trainers and

meeting the needs

trainees realize their interdependence. Teérn embers listen
n a truly client-centered way becausg theyjreahize that it is
because of the trainees that they have a ja.

The Role of the Cougelor‘

#

The role of the counselor in classfoom training programs
deserves special mention. The coungelors role has long been
ambiguous and ill-defined. 1n thefr évaldation of the skills
center program under MDTA, farth Mangum and John
Walsh pinpointed the counseling

A rnblguny.'“ Although skills
center counselors universally re BHizbd their role as enrollee

£

"Jankum and Wakk op ot , pp §8-71
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intense ‘debate. Those who argued "agalnst the role of
counselors as disciphinanians insisted that an enrollee was not
likely to seek advice and unburden his or her peronal
problems 1o a “truant officer” who had pravicusly cost the
enrollee a day's payv for being absent
The role and purpose of counselors remain ambiguous in
' too man) classroom training programs and must be clearly
defined. As with all ofher personnel in the classroom training
" program, counselors must see thetr pnmary purpose as that of
ienabling a trainee to function on a jobin the world of work.
The prim\br)* focus of counseling must be vocational rather
“than therapeutic. Classroom tramning counselors must
cognize that their responsiblity ts to get a person into a job.
t Mu¢h of the confusion tn the counseling role can be
clrarlf;ed by dropping, the title “counselor” and subsututing
ployment advisor.” When counselor employment ad-
T:Ivrs see successful job placement as theicultimate goal, they
wlq! redlize that no individual malady is terminal. They will
recogmize the personal problems of trainees as barriers to
successful entry into the world of work and deal with those
problems in that context. Rather than tampering with a
trainee’s psyche. counselor. employment advisors will seek to
“psych up the trainee™ for the world of work. o

-

r
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Ac‘;countability and Feedback’

A classroom trarnmg progrigm that exists solely to serve
traine¢s will organize itself accord:ng to the needs of its
clientele, rather than insisting that trainees adjust their
schedules and theit hves to meet agency requirements. For
example. the open eniry, open exit training structure js a
structural witnéss to client-centered training. Trainees must

.be able to enter traiming at the closest possible proximity to _

that moment when they decide they want to be trained. And
that spontaneity and sense of immediacy must be retained
throughout the training process. W henever and at the precise
moment that a trainee is ready, he or she mustbe able tomove
directly into the world of employment. For the clientele served
by eommunny—based classroom lrarn:ng programs, trainingis
crists training. As in political crises, a sense of urgency is”
present and Should permeate the training process.

Classroom traung that is truly client-centeredin structure
and n “purpose will recognize the recessity of both
accountability'and feedback. Two kinds of accountability are
requtred of classroom training staff — internal and external.
‘External accountability 1s that which is reported 1o public
funding sources. Such accountablity gives statistical evidence
that the contractual requirements have been fulfilled —
number of personstrained and placed on jobs, retentionrates,
cost per trainee, and so on.

On the other hand. internal accountability and feed back are
family matters. They are the means by which a classroom
training program tests its goal against its actual service.

N -
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Intemal accountability and feedback seek to measure the
fulfillment of the contractual obligation a classroom training
program has with its students. Internal accountability and
feedback are the means used to check the program's-
promissory notes to trainees. *

Internal feedback is rather simple. If you want to know
whether or not the real needs of trainees are being met. ask the
traineesthemselves. If the right training environment has been
established. and if trust, openness, and reciprocity have been
achieved, trainees will feel free and willing to give honest
answers. In like mahner, the best way to find cut about trainee
performance on the job —"to test the success of training as
aetual_]ob prepnralwn — is.to ask employers.

Internal accoumablllty is also a team function. Measuring
the job readlness and empl ‘yabrlny of a trainee (both
psychologicai*'and vocational)’ requires a “team tracking”
effort on the part of each team mem ch shared
accountability strengthens the function off the team, if the
client-centered focus is maintained. That is) a team member
cannot blame a client’s unreadiness upon the failure of a
colleague to do his or her job. Internal bickering and “buck- ~
passing” are in reality breaches of contract with the individual
trainee. The'classroom training program and its staff existto
perform a training function. Trainee failures are to be seen as
program failures, and the training team must re-group its
energies and efforts to ellmlnau: the cause of fa:lure. *
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Esﬁrit de Corps. .

As mentioned earlier, the classroomtraining spirit is at least
as important as the techniques, method ologies, and structures
used. It is very difficult to structure motivation or construct a
flow chart for inspiration. Whatever term is chosen to
deséribe a spinit-filled classroom training process, be it
“behavior modification,” “self-actualization,” or whatever,
we're really talking about a process s¥onversion. We re
talking about people changrr'lg When the spirit is present in a
classroom training program. trainers are grippeg by it and
their jobs become morg than occupations. They cometo work
when they might be tempted to callin sick. They stay late and
can’t wait to get 10 work the next morning.

The $pirit is infectious. Trainees catch it from their trainers
and the training environment. T ey find themselves, perhaps
for the first time. in the presence of people who really care,
who reatly understand. Fears and frustrations melt away. Old
habits are replaced hy new seli-images. The elassroom
training conversion occurs when the recognition
internalized: “1 am somebody! Now let me ¢once ¢ on
beconting the person } want to be.” The structure developed
by OIC for dealing with this motivational aspect of classroom
traimng is called the Feeder Program. ht-precedes vocatlonal
skills instruction in the OFC model, and it can embody the
spirit-filled classroom if empathy and commitment 6fstlaffare

1
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' present. Leon H. Sullivan, OIC founder and national
chairman of . OIC's of America, has described the Feeder
Program as follows:

In¢luded as a critical part of all’ OIC traming is the special preparation
called the Feeder Program Each person who enters the OIC traning
program is required to earoli first 10 this attitudinal motivational program
This prevocational trainng provides the foundation necessary for many
trainees 1o (1) accept the idea of going 10 school; (2) understand basic com-
municative angd computatonal skills, and (3) be motivated to & point where
amaore than reasonable certainty can be cstablished that he will remaf ona
Job once trained and pisced After this prevocational traimng, the
trainecs are “fed” into thevocational trammggogrses of thewr selectron. From
Ihis action comes the "Fecder Pragram™ name !

)

Although the OIC Feeder Program concept has been

appropriated by many other agencies. it is seldom
umplemented in the totality of its thrust toward serving the
whole individual, The feeder concept is more than remedial

. education, although remediation is part of it. Communication
and computational skills are taught — emphasizing the
terminology and mathematics used in specific occupational
areas — along with such specialized training courses as
General Educational Development, Adult Basic Education,
civil service preparation, and English asa second language. In
addition, feeder instruction includes such subjects as minority
hstory, good grooming and health habits, cofSymer
education, and methods of job search.

A total feeder program is designed to bring about pefsonal
renewal. Remedial instruction is combined with exhortation
concerning the self-worth, value, and dignity of each
individual. Instruction in ethnic history, for example, is one
way of'Mstilling personal and cultural pride. When the feeder

vy eon M Swllvan Allsemorrees fo fespacr (Valley Forge. P’ Judson Press 1970 p 23

program is successful, it not only “feeds” trainees wto
vocational nstruction but alse “feeds” reborn individuals
back into society — people with new skills, new self-images, .
and-new outlooks on hfe.

L
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Interagency Linkages

'
- L]

A final ingredient of classroom training is the recogaition
by program bperators that they cannot do the complete job
independently and alone. Classroom training is only one parg -
of serving the needs of the whole person. Classijoom training
programs should be linked to other agencies, institutions,and
supportive services. They can benefit greatly from linkagesto
community colleges, to placement services, io on-the-job
training programs, or to agencies designed to serve persons
with special problems, needs, or handicaps,

But when such linkages are formed, the cliept-centered
concept must always continue to p{t\ra’il. No matter how
many differera agencies provide services for a particular —
trainee, there must always be clear lines delineating the
ultimate responsibility for the individual client, The client
must never get lost in a shuffle bef ween agencies. When that
happens, linkage becomes Ie'akage and the client goes down
the drain, ° ! . .o

The sole purpose o’l'gny Iinkagf between classroom training
programs and other agencies orfinstitutions js 1o better serve
thexneeds of the individual client. Linkages are formed to meet

*client peeds rather than program or institutional or,
managerial needs. Too often the reverse is true. Some-
pro;fam administrators seek linkages with other institutions,
agencies, and services to make theik own jobs easier or their
program statistics look better, rather than as a furtheranswer
to the all-importang question (which is the sole rationate for
any linkage): “How can [ better serve the real needs of this
individual client?” .
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Having idenufied the methodological ingredients and
emphasized the spint that must infuse methodology and
nspire those who apply techmques let us now attempt a

» _thumbnaii sketch of classroom training. A clear understand-

ing of those structures and practicalities that contribute to
» successful classroom traning is important. The bone and
marrow of the successful classroom training program are the

"+ training environment and the program structure.

[

The Training Environmen( X

x

q

The-training classroom must always be consciously work-
related and-job-oriented. The vocational skills classroom isa
work station where learning takes place. Every aspect of the
classroom must be directly related to the actual wofk setting
& " trainees will enter after their training js completed. In other
’ words. the classroom is a simulated on-the-job training setting

where real ]Ob duties are performed. Thetraininginstiiution is

the “employer,” and the instructors are “work snpervisors.”

For example, in a secretarial skills classroom, trainees would

occupy their own desks, with telephones and typewriters, just

as they will after they are employed as secretdries in a real

office setting. In the classroom, the teacher would be the

- supervisor of the “secretarial pool.” and swdents would

perform assignments that are also real job duties required by

the “employing” agency (typing memos, preparing correspond-

ence, taking dictation, and so on). An automotive skills

classroom would be a simulated garage and the instructor

+  would be the shop supervisor. Trainees would learn their skills

while actually working on cars brought in by agency stafl

members and others. The food services classroom wounld be

the cafeteria or dining room where agency staff members and
_other trainees are served. .

In every occupational skills training area, the classroomm

must emphasize realism and relevance. The classroom/work

£ration must proyvide real occupational experience before a

e
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trainee is heid accountable for his or herskill performance by
an employer in an actual work setting.

Ihs_truétgrs and Job Relatedness

-

Just as the classroom must simulate a real work setting,
those who are bgst qualified to provide relevant instruction in

. Teal job requirements are persons who have had practical

experience’ in the particular octupational skills area.
Practitjoners of a particular occupation are better qualified to
provide vocational skills instruction than are persons who
have only academic acquaintance with the subject.
‘ When program operatofs are recruiting instructors for

" classroom training programs, they should ¢anvass unions,

shops, cantractors. and recently retired or laid-off persons for
quahf' ed personnel. Such experienced practitioners will need
training in teaching methodologies and techmiques; thus, it is’
very lmportam far classroom traiffing programs to have
active, ongoing staff training components. Also. classroom
fraining instructors should pursucthe necessary requirements
sfor certificatiosr to ensure a oonslstency. a continuity, and a
dard of quality in classroomm training programs. But
certification should not be a pre-employment requirement for
potential teaching personnel. Such a requirement might
exclude many persons with practical knowledge and
experience who might later prove to be excellent instructors.
Job Yelatedness must also be emphasized from the very
beginning of prevocational skills training. Trainees must
receive a thofough briefing eovering the full range of the

various vocational skills ar
training program. . The bneﬁngshould incl

offered %y the ‘clas$room

udea description of

the -job, sajary, and.promotional opportumtm,

a clear

assessment of the necessary qualifications and employer
expectanons for such occupation, and an assessment of the
long-term potential of a particular odeupation in the future
labor market. Such a bricfing enables 2 trainee to make a
rei}iohable personal occupational choice, A trainee then

-
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l:;cgma the prevocational. (o feeder) mstruction in the
nccessary  remedial and,mou_\'auongl areas with a clear
decupational g™ in mind. - : .
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Open Entry/ bpeli Exit

Classroom traimng'should be syructured onthe principle of
open entry open exit, Open entry simply means that trainees
are able to enter training when they come to the classroom
training program and do not have to wait until the end of a
cycle or a sémester beforg they can enfoll. Open exit means,
that trainees will leave the classroom and enter the world of-
work when they have I}Gached the "desired level of
employability:- .

The open entry openexit structure implies othgr slructural
arrangements and iraining lechmq ues. If trainees are enterimg
and leaving the classroom training program according Lo
a :umetable tailored to fit their individual needs and
employment goals, instruction and cdrriculum must be highly
individuahzed. Cgrriculum should be trainee centered rather
than group oriénted. and thé student rather han the
imstructor should be the focal point of all classroom acti'vity.'

During the intake process. when a potential trainee comes
to the classroom training program. the individual's basic
employment goal should be identified and measured against
the program’s capabilities {or guiding the mdlvldual toward\
fulfillment of that goal. After the intake interview, an
individual may be accepted into classrbom [raining.’
transferred to some other form of yob development or direct
job placement. or referred to another agency whose services
might be more appropriate for a particular individual than

rthose offered by the classroom training program. ¢

A specifi¢ employability plan should be developed for each”
N trainee who does enter the classroom training program. The

employability plan should establish spegjfic confidence levels. *
¢ which will be checked off as the individual student moves
along the training path toward goal attainment.

All staff members mvolved m"the training and job
placement proeess should center theit activities on th¥’
individual student's employability plan. Classroom instruc-

~tors will be “managers™ of theé employability plan. guiding
each trainee ‘toward fulfillment of his or hér specific
employment goal. Employment advisors will be at wotk
identifying jobs-that {it each employability plan so that there
will be employment for a trainee at the end of training. Such
job identification should begin as soon-as the trainee enters
thHe program so that a trainee can move directly 1nl0 theworld
of work after training is completed.

The cluster concept is a key ingredient in the open exit
structure. It simply means that a cluster of skills and skill -
levels is offercd in a particular occupational training course.
Trainees in such cluster courses have a choige of completing a
full range of skills in a particular occupational area or moving
directly into employmient after rcccmng training in only one
ﬁklll level. .
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For example.an automotive services training course rriight
, offef a fult cluster of skills sugh as brake specialist. carburetor

mechanic. transmission mechamc front-end specialist. and.

bod\f repair. A trainee who chose to cornplete the ful) range of
.training whyld emerge 2s a fully’ qualified auto mechamc and
body specidlist. But a trainee would also have the option of
choosing-t0 extt from traming as a qualifie® front-erd
1echnician or tune-up mechanic and moving dlrectly intoajob
utibzing that particular skifl.

Thus, the open entry/open exit structure seeks to move a
trainee from employment. tmderemployment. or unemploy-
abifity into the world of work within the ime frame and at the
level of experuse that suits the felt needs of each indwidual
irainee, The ‘open ‘entry/open exit concept views an
occupgtional skill area as a ladder There are a number of
T on the ladder—different levels of occupational
ualification and experkise—just as there is a place 1n the
bor market for each skill level. Trainees who are pressured
by persopal circumstance tostart earaing a wage as soon as
possible should not be required to-climb to the to of the
ladder before getting a job.
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In the dlient-centered, open entry; open exit classroom.
mdwtdualeed instruction is perhzps a misnamer for the
instructional method that, places the. student rather than the
teacher at the classroom Benter. The progess might beuer be
described as mdlvlduallzed learning. T[;le instructor is not
only manager of the mdmdual student’s employability plan
but also a manager of learmng C\rather than a disseminator of
mformanon)

. Individualized lnslrpctlo;l Abegms by determining what

“skills a student brings with him or her into the classroom,

e;lher by standardized testing or a basic skills test developed
by the instructor. These skills are matched against those skills
that the student must take ott of the classroom to Julfill the
employmgnt goal at the end of training.

The course outline and lesson plans are translated into a
series ,of necessary skills. The larger skill area should be
broken down into subdivisions, onmod ules, whichg student
can master in a given period in the classroom. As individual
modules are mastered, they combine to form a cluster of skills
within the broader skill area. For example, if mathematics,
were the larger skill area omli?[issroom training course.
addition, subtraction, multiplicalion, and division’ would
each be a module within the cluster of learning to manipulate
whole numbers Of course, mastery of that cluster would be
only part of total proficiency in“mmathematics. Fractions

would also be broken down into’ modules and clusters, ‘as’

would all other necessary mathematical skills. .

Each module will be presented to the mdmdual student in
terms of clear behavioral objectives. The §tudent will know in
specific tefms what mastery of-2 given module entails (e.g.,
completing a_(berlain number of whole number addition
problems in a given time period or less and getting a specified

f

.




%
P

numb:.r of the problems correct) Subdwv ldmg 5k1|ls area
. curmu]u ms into modules and clusters allows students to leara
. al their dwn paceand level of comperency. Advanced students

will sktp modules that cover shalls in which they have showna

proficiency inintial testing Slow learners will beable towork

on mastery of modules without feeling a pressure to kee p
with The rest of the class or without holding the rest o
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students at a learning standstill 1n the open entry structure.
the indnadualized miodular gpproach permits students to
begin immediately at their owmlevel of indnidual learning
need And.t also s an insyeuction method that permuts other
students (m the classroopf to share In the teaching process.
Students who have mastdred certain modules can assist slower
learners or new students.
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5. PATTERNS FOR

To paraphrase body-building_or weight-loss program
advertisements. classtoom tramning can take place before.
during. or after emplovment. The capacities of tramnees, the
needs of* employers. and ‘the demands of particular
occupations combine to determine whichclassroom trdimng
pattern is q,ppropnale for which trainees aspiring to what
occupations. '

- s

]

-

Pre-Employment Classroom
- Trammg '

The most basic classroom training pattern 1s that which
provides. all pre-employment instruction and experience
entirely in the classroom setting. Enrollees are fiest tested,
both with regard to aptitude and to'determine what remedial
inslruct\ion‘ is necessary before théy can move into vocational

. skills trayning  During the remedial and vocational skills
tramlng perlod trainiees are assisted by counselor/employ-
mem*adwsors in developing those work readiness attitudes

skills for a training graduate tobe truly prepared for the world
-of work. .
In.some classrogm training progran'xs all aspects of the
+ - (raining process (testing, counseling, remedial and vocational
skills instruction, and job placement).are handled under one
- among agencies. But whether the comprehensive single
-project or the multi-agency approach is psed, the classroom
“training pattern is the same. Trainees receive instruction and
work readiness preparation. they apply their newly acquired
skills. and they develop self-confidence in their own expeftise
hefore having their performance tested inthe actual job
situation. ~

.

»
_ off into full-time employment or into other kinds of training
- approaches. For example,some O1C rainees spin off into on-
" the-job training programs after they have completed their

lraining in the Feeder

ERIC
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-This pattern oT classtoom training allows trainees to spin.

Program. The motivational,

CLASSROOM TRAINING

!

attitudinal. and remedial instruction creceived during the
Feeder Program is sufficient to enable students to receive on-
the-job training in some occupations.
Sometimes on-the-job training is built into the complete
classroomn training cycle, with the assurance that students will
be permanently employed at the end of the full training cycle.
. For example, a twenty week training cycle will include twelve
weeks of classroom training and eight weeks of- on-the-job
training. During the on-the<job training phase, students are .
subsidized for half of the salary paid by the employer, and
they become full-time, unsubsidized employees after the full
cycle 15 completed.
Pre-employmem classroom training is 'pamcularly suned
" for those trainces who are most in need of remedial
instruction. who laek confidepce and experience and are *
unfamiliar with the world of work, and who are most in need
of self-assurance before being tested in job performance. Pre-
employment classroom training is also advisable for those’
occupational areas where making miistakes on the job would ®
prove costly and harmful. In such occupations, employers
cannot afford to have on-the-;obiramees, but rather requnre
trained, tried, and tested personnel.

L

and dlsctplmes that must necessarily accompany vocational

fa

Classroom/ Work Expenence
Training

roof; in other programs. different servicgs are parceled out .

In some occupational areas, é]assroom lrammg can be
successfully combined with work experience 10 the mutual
benefit of employers and trainees. Under such an arrange-
ment, trainees are subsidized for a thirty-five hour work
and training week. Thirty hoiirs are spent under close on- the-
job supervision, and five hours are, spent in the classroom.
Thus, trainees have the experience of imMediat¢ly applying
their newly acquired skills during their working hours, while
honing those skills in the classroom and .developing the
necessary proficiency for unsubsidized employment.

+




{ :
\ . :

b T'he clagsroom traming and work e)%.‘rencnce combination

1s particulark beneficial where extra hands and bodies are
needed by insttutions participaning in the work experience
phase of the traming expenience and where learning by doing 15
of equal value 10 the cogmtitive skills learned in the
. classroom But as with on-the-job training, the combmation is
not suited to those occupational areas where the mistakes of a
novice would be costly. harmful. or otherwise detrimental

.

Post-Employment Training

The classroom tramning experience provides only an
introduction to the world of work. Most classroom training
prepares trainges only for entry level jobs. Even though this
function is vitally necessary (especially for the mdst severely

: disadvantaged students). it 1s at the same time one of the
shortcomungs of vocational skills training. Further traming or
skills acquisition 1s required If employees are to receive pro-
motions into higher paying jobs and advance up the career
ladder. Some employers includé on-going training as part of
the company policy and practice. but many employees must

ek such training on their own. .
/AThe classroom training function and responsibility do not
end with the successful placement of initial classroom trainin

graduates. The 1nitial classroom training experience intro-
duces tramnees to the world of work, and it also nstills the

skills. Those who have learned that lesson should also realize

that promotion up the career ladder requires the acquisition

of new skills. In addition. in our highly technological society,
- old skills are often threatenet] by obsolescence. To keep pace

with rapid change n the job requirements of some

occupational areas, former classroom training graduates
»must return to the classroom to upgrade their skills,

Thus, post-employment classroom Lraining is a continuing
education program to bring old skills up tp date and o teach
higher leve] proficiency. Such training is usually conducted in
evening classes suthat-trainees can continue to work while
they are upgrading their skills. Post-employment classroom
training is not a lukury item tacked onto,other classroom
training patterns but rather the fulfillment of the initial
commitment. Apart from post-employment classroom
training, the initial training experience will simply be a
process of moving the disadvantaged from the lowest stratum
of society to the lowest rungs of the occupational and career

ladders. ’
. _ o .

Evaluation of Classroom
Training
The final phase of classroom training is evaluation—the

F ic‘llimatc yardstick by which the inch-by-inich daily classroom
. 22
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"7 recoghiion that-employabitity requires-having -markdtable—-evaiuative questions——

.end of training. Such

r

traiming efforts are finally measured. Evaluation 15 an
mdispensable tool for prime sponsors and planning councils as
well as for program operators. It telts whether or noj class- .
room training programs have traveled the desired distance, |
have measured up to expectaiions, are doing the best possible
traming job with the available resources, and have
contributed substantially {or ai least significantly) to the
employment opportumties and vocational growth of trammees

Evaluation Levels

Under CETA, there are three essential and legislatively
mandated” levels of evaluation--the federal, the prime
sponsor. and the program operation levels.'? At the federal
tevel. the Secretary of Labor 1s responsible for a continuing %,
evaluation of all programs and acuvities conducted under
CETA. gathering information from the several hundred
prime sponsors, evaluating it, and reporting to Congress. To
meet their own reporting requirements, (as well as to
determiffe what programs merit continued funding), prime
sponsors gather nformation. monitor local program
operations. and evaluate the effectiveness of the programs
conducted under their jurisdictions. Finally, program
operators must provide prime sponsors with evaluation
information demonstrating the cost effectiveness of their
particular programs, documenting their fulfillment of
contractural obligations, and answering other appropriate

Evaluation Criteria

The criteria for evaluating a classroom training program
should be based primarily,upon the specific goals and stated
purposes of the ‘program and the resulting gains for the
clientele it chose to Fve. The following questions represent,
valid measures of program achievement:

|. Were there jobs at the end of the line for classroom 1raining
participanis?

A valid measure of classroom training is the percentage of
trainees who are placed in unsubsidized employment at the
information indicates whether
classroom training was preparing trainiees for real, existing
jobs in the labor market or whether it was simply
compounding frustration by providing them with an
unmarketable skill. Of course, consideration should also be °
given to other kinds of positive terminations from classroom
training programs, such as enrollment in" higher level
education or training programs. Those who make a career of
jamping from one fraining program to another arenot
positive- terminations. But those ,whose career appetite is
whetted b’y‘lhe clagsroom training experience and who are
inspited to seek higher levels of expertise reflect a positive

£

rank Redlly *The Role of Ex slustion Lndér 162 Comprehensive Empios ment snd Trsining Act of
1913,% ddherene vol 1 Na 1. Oclaber 1974, pp 43-30 ,

[R5 : . o




L] "

. .-
artitude about their gmitial classroom tza

-f ) N L] N
- 8 ' - '
!
-

" “r
. ] -

ining eiper'uencc, program. and 'tlyat' number shogld-be weighed against thé

- nén-positive terminations (those who drop out: of the from the Progfam . :
program or-are unable to find-unsubsigized employment) ~ @i as rhe program cost fusodfied’

2 What Lind of posi-trabmng wages dd classroom iraining A cediral objgctive of classroom traiing programs i to use

graduates recetve’ the limited resources avaitable to provide effective sefvice to

It 15 fair to expect that classroom trdining graduates will the largest possible number of disadvantaged pefsons. To do
receive higher wages than they would have r%pelved'ifthe}' had| so, program planners and operators must hold down costs
not participated v the training program. Jhe only truly without compronising program elements that contribute to,
dependable measure of such gains is comparison of the post- 5ﬁccessful results for their chents. Hence a valid measure of
training wages of the enrollees with the wages of a control program effectiveness 1s total cost per tramee placed 1n
group having similar characteristics and the same Jabor force  unsubsidized employment. Total cost mcludes all expendi-
statys at the time the enrollees entered the program. However,  turey for administrative, operational. and supportive services
for purpases of internal evaluation 1t is sufficient to add te the  as well as trainee stipends. -
pre-trammg wage the normal trend occurring in that labor A program may fulfitl its stated goal of serving
market for workers of those characteristics and occupations  disadvantaged persons and placing them 1n unsubsidized Jobs
A good test 15 whether the post-traiming wages are sufficiently byt also Spend ifteen td twenty thousand dollars per trainee 10
above probable earmngs without training so that if the the process Such a progsam cost 15 clearly excessive.
dilferential continued for seyeral years. a tramnee would be  Maximum cost per trainee placed should not exceed three to
better off than if he or she had simply been.given the money five thousand dollars_A cos{ standatd in this range should
used for traiming, enable a program to make thefmost beneﬁcia“se of its limited
3 What 15 the qualin Hf the jobs in which classfoom tratning funds.’

graduates vere placed” ‘ . ' -

The desirabilityand value of classroom traiming are called ',
nto question if graduates are ssmply placed in entry level, Dangers of Inadequate Criteria
dead end jobs. It 15 faif to expect that classropm training ‘ .
gt v e st 1 ol 0, DO v rcrashose e o

| . duates will begi ent the actual performance of classroom training programs,

15 Irut‘;Zﬂ_'f clagroom training graduates will D3gin at entry o int their planned objectives. Quite simply. evaluation
level jobs in many occupational areas. such jobs should be the. ; - .
i : should seek to determine how well a classroom training
bottom rung of an occupational ladder rather than adeadend - rogram did what if set out to.do. But there is & danger in
slot with no hope for the futufe. Entry level jobs should be Froo st ou ey s 8 cange

. ) 5 restricting evaluative critéria to measures of quantitative

in to advancément : . -
skepping stones * rather than milistones results. An overemphasis upon numbers too often “numbs
holding workers back. .

o S both primesponsors and program operators to the quality of-
4. Da dassrr{om training graduates stay on the job? the training taking place.

Job retention s perhaps the best evaluative criterion,  Program operators soon learn the tricks of the traimng
because 1t reflects the satisfaction of both the employer and {rade with regard to providing gquantitative evaluation
the employee Job retention measures the degree to which figures. Some learn to “doctor the data” and become s0
both the motivational and vocational skills -aspects of obsessed with their statistical surgery that they ignore the
classoom traming have been imparted and absorbed. quality and content of their classroom prograiis. Whsn the

* Classroom traming graduates who* are both. skilled and guidelines issued from the highest level of evaluation are
motivated are hkely to stay on the job. Their ability todo the | )p ear, ambiguous, or short-sighted, program operatbrs are
job and their new wage-earning capacity will provide personal enesuraged to manipulate placement of Tigures.
satisfagtion, and employer{. will be satisfied with their work .  For example, if definittons of “direct” and “indirect”
performance. . placements are vague, program operators will be able to
5. Who pariicipated in the classroom training program?  juggle the figures to present a positive total pictire of

It is also fair and valid“to ask classroom training program placement performance. As mentioned earlier, job retention
operators Il they actually served the needsofthoseindividuals rates are thé best indicators of the real value, quality, and
they set out to serve. Ifa classroom training programset out to  effectiveness of classroom training. But Jobret¢ntion rates are
serve disadvantaged persons with special needs (such as youth, * worthwhile only if they are based Upon a sufficierit length of
persons over 45, veterans, welfare recipients, and persons with time on the job. Evaluations based upon thirty to ninety day®
limited English speaking ability) but ended up providing a computations tell littie about real. long-term job retention”
vocational holding pattern for unemployed college graduates, And such evaluations tell absolutely nothing about
.quite obviously a hegative evaluation would be in arder. promotional opportunities and career advancement.
Evaluation should me the actual number of “target Local prime sponsors should have flexibility in estabhishing
group” members who were served by the classroom training evaluauve criteria for programs under their Jurisdiction.

Evaluation shopld measure positine terminations against numben of “non-target group“#il’ldltldualb aho gradualed -
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when cost effectiveness and other quantitative measures are
the sole standard of evaluation. length of training. job
placement. and job retention become so paramount in the
minds of those whose performance is thus evaluated that they
may be encouraged to “cream™ their clientete. That 1s. the
program accepts only those trainees who are likely to enhance
evaluation'statistics. T he principle of “survival of the fittest™ 15
* " 100 often applied with a new twist. The "fittest” are accepted
" as clients so that the program may “furvive" evaluation
requirements. Thus a denial of flexibility in prime sponsor
evaluations may work to the further disadvantage of the most
disadvantaged potential classroom training clientele and at
the same time discourage quality and creativity in individual
classroom training programs. Program innovations that
might take longer but could produce a better trained client or
program approaches -designed to reach the heretofore
i unreachable may become casualties of the demand for cost
effectiveness and quansitative results.

Close and earnest evaluation of classroom training
programs 1s absolutely essential, and individual program
operators should be held accountable for the dolars they
spend. But there is more o financial accountability thait cost
effectiveness. Accountability means demonstrating a prudent
use of financial resources, and such accountability requires a
realistic assessment of actual human needs. Training quality
and true commitment to serving those most in need are not

_ likely to be measured by simple and rigid cost effectiveness
. criteria. Classroem training programs may succumb to she
Jfemptation to cream from”the top of the bottle of human
nccd and the'resulting successful quantitative measures may
taste ever so sweet, but the rest of the bottle will turn sour.

' needs of the most severely disadvantaged.
writing in the October 1974, issue of_ Adherem. Frank
. Reilly called attention to the lnadequacy (and often

quantitative results: y

xperts on their staffs, there will be a tendency 1o use extremely simphfied
evaluauon methodology There 15 an mherent danger wn this approach. not
because a comphicared methods of 2valuation 1s betier than a simple
evaluation. bul because a simplified methodology may casily bring an
naccurate §valuation
There are inherent dangers in over-rehance on cost benclit adalysis as a
+  means of evaluating manpower tralnlng programs A major ngredient that is
Jacking n the e'vatualwe data being gathered undec CETA programming is
the cl‘in of concomutant benefits that are realized through manpower
wanng el‘ﬁms There are many concomuant benefits which do nol appear on
sthe professional evaluators’ graphs znd tables or on the cost benefit analysts’
cha‘ns and measurement devices The major benefit overfooked int

Some flexibility should be allowed in evaluation gnidelinesso
that homogenizing will replace creaming in‘serving the real

rushto .
\put 2 price Lag on cvery stage of Lthe program 18 "human dignity ™ The actuat

-
individuals moving off the welfare rolls onto the employmeny rolls The
benefits that this movement creates are highly important to the fvaluation of
a program’s effectiveness 1

Reilly sees two “stages” of evaluation as’necessary and
operating side by side in measuring both q_uahty and quantity:
“formative™ evaluation, which assesses the quality of training
as it is going on, and “summative” evaluation, which measures
the end result. Formative evaluation is a tool for program
improvement, and summative evaluation is a measure of
program performance and fulﬁllment of contractual
agreement. .

As in all other aspects of the classroom training process,

evaluation must be designed to serve the real needs of the

unemployed the underemployed.” and the unemployable,
Cost effectiveness is a must for classroom training programs

because the goalis to serve the maximum number of peoplein .

acute need of training. But cost effectiveness standards must
never encourage program operators to exclude those whose
level of disadvantagement does not-allow them to keep up
with a pre-established pace; nor should financizl accounta-
bility become a barrier to true concern for quality training.

Competition Among Training Services

A final means of evaluation, which measures both
qualitative and quantltatwe 'results, is’ comparison among
classroom training programs. Too often local community-
based classroom training programs are eliminated, and class-
room training services are taken over by local governments—
with the justification of “avoiding duplication of services.”
With the unemployment rate alarmingly high for cestain
groups and the chasm between poverty and Privilege
widening, leaving large numbers of minority group people in

inaccuracy) of evaluative standards designed to measure, the official ranks of poverty, there is certainly pl;nty of room

for healthy com petition among classroom training programs

Because many local prime sponsors wilt aot have tramed manpowe( and a néed for a “free enterprise™ system to deliver

employment and training sefvices.

A structwred, conscious competition among classroom
training programs and other employment and training
delivery systems can result in better program performance by
all competitors. Parallel programs operating side by side can
keep individual program operators on their toes. And the real
beneficiaries of the pressures 'and demands of comparative

ﬂ:aluation are those most in need of quality classroom
aining services.
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WHERE 10 GET MORE INFORMATION
N
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