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This reWort covers the first. hise of BSSR!s activities in the

maluatIon of a highly tnnovative WIN uallty Training Demonstration

Project in which Ismail groups bf femal welfare recipients are being

given high-skill electronics technician training orr a Period of two

'years. The primary purpose of this first report ii, to present an in-depth

portrait of the participants in the study. In addition, soWe preliminary

and therefore tentative observations about the training experience Awl

program functioning are also presented. The report incorporates the

collective efforts of persons at BSSR and in th; field.

At BSSR, John Weidman was chiefly responsible for theylanning

and sypervision of ail' Phase I aCtivitres. In this report, he contributed

the analysis of the data pertaining to training experiences,and client

attitudes (Chapters VI 1nd VII). Katherine Swartz analyzed the data on

participant job.and tr#Ining iiistories and the labor force activIttee

of the control group (Chapters V and VIII). In addition to supervising

field operations, MiriaN Balutis contributed to the data nalysis of

parilcipants' demographic characteristics (Chapter IV). The final report

was written by Richard White.

Among those Outside DSSR who made major contributions Ware

Howard Rosen and Gordon Berlin of the Employment and Training Administra-

tion. Dr. Rosen was.the originator of the demonstration proloct; his

efforts in securing resources and his unflagging enthusiasm and determine-
0

tion have sustained the'projeEt. Mr. Berlinis interest on0 support as

Iv
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w.iI as hls assistance In solving administrative prbbiems hatee.helped

tbe research effort immeasurably. The administrators and counselors

of the Bell t. Nowell schools In Chicago and Columbus. the Sell C Nowdli

Educatioa Group and the pdrsonnel of the local WIN and-GAU offices

have promided valuable information and insight on the progress and

problems experienced by the study participants.4

"*.

4

1

Laura Sharp
Principal I yistigator

,
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ASSESSMENT OF A WIN HIGMQUALITY TRAINING DEMONSTRATION PROJECT
PHASE I REPORT:. CHARACTERISTICS OF PARTICIPANTS

; Execotke Summery

This study was Begun in 1978 to asse0Nhe feasibility
46110,..

effectiveness of training women.AFDC recipients to become electronics

tehnicians. Training sizable numbeTs of.welfare recipients for a highe.,,

.paying occupation of this.type representa a radical departure from

/earlier training effprts: the costs are high, both because of the dura-

tion ot the training periods.(a minimum of twenty months)' and thle hlgh
^?e

tuition cost, but the.potsible pay;offs Cn termseóf Job oopor.aumilles- .

and salery schedules are excepflonally-higS; Thls type of.program Is'
.

.
1

bel.n1 consldered to address the initial Job placement, long-term lob

retention and economic self-sufficiency needs of Iemale heads of house-
.

holds., the largest WIN target population,but a group for. whom WIN has

experienced great difliculties, in meeting these goals. This program

allows the exam4natIon of.a number of Innovations in WIN-provided training,

High skill training, with high labor,market pay-off potential;

Long-term training;

Training for an occupatioTIn which men predominate; and

o The use of existing; private training institutions witrproven
placeawint records, tight14, structured instructionalrmats,
remedial training end special support services.'

The two schools selected to conduct this training are the DeVry Institute

of'Technology In Ch.lcago and the Ohlo.Institute of Technology in Co'lumbus.

both aro operated by the Bell B-Howell Education Grpup, gebstdlary of

the Batt t Rowell .cmilminy.

11"
4

4t
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-.The training being conducted for this demonstration prepares
.-

. . .

.
. ....

graduates for careers as electronics tecAniolans who perform skIlled main-. ..
. .

., .

.

tenance and serv icing pf &variety of OectiOrWcs prOdUctsr The trainifig-
.

.

.
YamillaOles the student with theoretical and pracical knowlledge about

) .
.

I

rediba, television sets, computers; 'and a variety of other electronic,,
.

devices ahd testing, equipment. .A remedial program was available for,

ktudents who needed additional' preparation in mathematics and physical

sciences. The WIN clients are full.), integrated tnto the sfddent bodx,
-

, which is predominantly male and white. With the exception of the provision
4

. of a special WIN spudent'cpunselor, additional tutoring and lower admission

4tandards, there has been no modification of the.school's basic program

fcr the WIN clients. All f the tudents are receiving.e.xtensIve counselint

in the techniques of job hunting, and most can be expected to parlIcipate in
S.

oncempus interviewing with company recruiters. The schools have an excel-

lent placement record. Their graduates are placed predominantly In private

industry and starting salaries are high. During'.1979, the average)bese

starting salary fot graduates was close to.$13,000.

An experimental design Is being used for the evaluation of this
./

demonstration project. .A grbup df interested -and academically qualified

WIN participentt4was identified, and members of.. this training-eligiOe

population were randomly a.ssigned to trainee and comparison groups. .Spe-

, cifIcally, the opportunity to nroll In.the training was puOlicized by

the local WIN offices, and WIN chlents wererintarviewed to asCertaln their

interest In training and,instraining for nontraditional fleids. Those who'

expressed an interest were "given a set of tsts, and those.who passed thls

Initial screening were given_fu rther information about the training, end

. -

were sent to the iocalle11 t *Nowell schodi for further te!,ting and orientation,

13
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Those who passed this second screening constituted the pool of training-
.

eligible candidates. The actual selection of those clients who would

take part In the training, or be ssigned to the "comparison" group was

carried out by.random assignment. All cAlents had previously.been

informed that thls treinieg opportunit; ws demonstration program,'

. that only half of those ound gualMed cobld be selected for trainIng,

and that this selection ws to be mde at-rdndom. .A total of 270 women

Were found to be interested and eligible. Of these,I33 were asilgned to

trining (57 in Chicago and.75 In Columbus) and 137 were ssigned to the

comperison group (61 in Chicago and 76 In Columbus).

Data re being gathered for the evaluation Ahrough a variety of

mens. The major source is a series/of three interviews with both

-training participants nd the comparison group soon afterjhe partici-

pants enrolled, when the parttcipents graduate end tAlve Months after

.graduatIon; Participants who drop out of the training program are givin

an additional interyiew.t that time. The interviews are supplemented

t

by reports from school cdunselors, interviews-with WIN and school officials,

and by DtSR staff observations.

, This first report Is based on the rirst of the interviews and

presents descriptive informatiOn,on the participants and comparison gr'oup

to establish an image of the people involved In the training and to serve

as baseline for comparison'with Informatiofi gathered at the time of

graduation nd afterwards. Because Ihe interviews took place soae time

fter the training:began, information was also gathered about the

school, xperiences of the participantS, the activities of the comparlson

group and on the functioning bf the program.



416

Peflonel and Family Characteristics

The average woman in this study is thirty years, old, black,

mandatory WIN participant, was married at age 19 but luno longer'llvinp

'with her hdsband, had her first child at age 19, has had one'or two children,

but expects,to have no more. She has completed eleven and a half years of

schoolinl) in a generar high school curriculum and left school eleven years

ago: Most study participants have no one with whom they can share child-
-

care responsibilities, but many feel that ordinarily nechIldcare la

necessary.- An Indicator of general ability and-aptitude is the score

achievea on the GATB Aptitude Tes'ts. The average score f the women

in this study was slightly above that established for tijp average

Amerfcan worker.

Comparison of the women In this study with' AFDC women and WIN

women in other studies indicates, that this group is more highly qualified

on characteristics presumed to b4 important for success in training programs

such as years of.education: In some ways, this demonstration project

presents a "best cese" example of tht potential of AFDC recipients for

high qualily training.

jppb N1Slorles

The WIN.participants in this study have had considerable labor

- force experience. Ninety-four percent have held jobfot some time.

They were employed at their longest-held lob for an.average of'4

35 months and those employed In the year before the training program
.

began had held that Job for 14 months. The lobs held were primarily

s
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In low-skill categories, were full-otlme, and Paid an average of one

\ .

and one-half times the prevailing minimum wage. : Factors most often

mentlorie0 for voluntarily leaving employment were hialth. P regnancy

and ldw pay. In many cases, Job separations were idvoluntar.y..

4 The women have experie6ced little upward mobility In the Wor

force. A comparison of the Job beld for the longest perPod of time with

the more recent fob'in the 4ear before this, training shows that most had

stayed the.seme or moved down wibNespect to skill level, and earned

fewer dollars for tlieir work, when allowence-is made for inflatton.

Treinino Histvries

Almost half of the participants in this-study had taken part in

previous training'to upgrade their skills, but most of the training was

for low-skill category occupations. About.half of those who undertook

previous training completed the program and almost two-thirds, of the

completers were emphoyed afterwards. However, most of these Jobs were low

paying, averaging l4D-percent of the prevailing minlmum wage. The. training

'also did litt-le to Incresse their security in the labor market. Being

lid off, doing temporary work and being fired Joined pregnancy and lack

of transportatiOn as /he most common reasons for leaving these Jobs.

Welfare Histories

For most of the women the cufrent episode on welfare is their

only one. The average length,of time on public assistance was 41
1

6

months before entering WIN. Inlone.of.the two.program sites, many of

the women in the study entered the WIN program only after the electronics

techni'clan training program was anqounced, an indication of the appeal

of this type of program for nonmandatory WIN clients 'when they are aware

of the,opportplty.
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The average combined length of time on public assistance and..
11,

'MIN was 49 months. ThilLstatlitic and the length?'work xperience
A. .

of the women suggest that many wore.earning incomes so low the y

remained eligible fos.public assistance.

.

PgrtLiloants' Experiences w(th
' hs Ittl7IncLProgresi

. \

When asked what'ihey liked most.about the electronics tectnIclan
..

training program, students mentioned the'cueeityl,ar stsucture of the pro- ,.
s

-,

graM most often. Difficulty of coursework, racial and pexpal imbalance
u ,

and pre4udic and the absence ot women's restrooms were the most.fre-

ouently dislikes. The students fiund thl coursework as cli.fficulr

. as they had cted but more demanding of their.time.., .

1 . . ,

Students reported thatfinancei andNeariness of support payments
.

l,

were serious problemsfor their cont/nued prticipation.in the trftining.
. . . .

Other problems were transportation and various domestic contingenele
. -.

. ,

especially the need to attend to sisk chl+dren. Those who tfacl.droptri out \
-

of the program by the time ilf the first Inter-N*10w (26% of the.original
.

s. i b r. .
.

participants) listedlealth tid Emotional probiemewith family and frienas .../

... -
.

. ..
.

. -

as additional problem. This latter finding suggests the Importance of
. s

. suppore'fromipmily and friends for maint.ln}ngAenrollment in.nontraditional
4P

training. Othe?'claii sdggest a -strong relail nshlp beitween,pehistence in
_

. *.
..

. ..

the prOgrOm and the perceived quality of the client%s relet,lonshlp with
. . . ,

,

her childrn. Of those still enrokled Ln the r4ogrem who notited &lenge,
,I

..

, over two-thfrds felt the program was havPng a positive effect onIthelr),.....
.

relationships with their chilOen, while 60,porcent of the drop:bud felt
, ... ,

their portIcIpatlei In the progr wes hilYl.ngip ogatIvo ffect.

J

ay :A\ mo
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Attendance (has been a 5rOblem in the performance c4 most students.

Although school offIciaLs have stressed to students the need for regular

altendance in order tolicOmPlOte the program, students it, this study have

missed many more classes khan is coMpatible with good pertformancell The

most often mentioned reasoni for mAsing classes are illnessjof tile-student

'or a family member and lack of'transportatIon,

Self-EVteemilndyork At.titude

Measures of self-esteem and work or)entation were included in

;

the first !It/in:flew to maple thereciprocal'impact on atcitudes of

accoplishmonts In schoorend on the job. 'The initial measures.

ihdt'cateltte self-esteem and work attitude scores o1'

,study to be comparable with those of WIN participe

LaborForce Activities of the'
.101pParison Grouh

e.women in this

In other studies.

J.

The.clate sugoestothat Most comparis group members' lives were

not significantl,/ affected by their elIgI&Tlity for the Bell and Nowell
r

program and subseguentenontetectiOn. Most had not been employed between

their nonselectlon and the time of the first interview., Those who were

employed held'jobs similar to those held by.participant and comparison

group members' earlier in their employment history, i.e.: fulltime, loW

skill, ahd paying aboue orie and one-half times the minimum' wage.

Thine who wove in training were in programs similar to those In

0
, which participant and comparison group members had particihated earlier,

with the exception of those who found their way into electroAics technIcIsn

programs steel' & Howell and other schools. ,
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A major issim of coecern has been the attrition rate from the

training. As of march 31, 1980, 59 percent of the original student pop-

uldtion had dropped out 4'(an increase of 23% from the tiMe the Interviews were

completed .12 months earlier). However, the electronics technician training

program is long and diflicult. School officials report that they anticipate

thIli only 25 percent 'of their non-W1N students who start in the remedial

course and 35 to 50 percent of those welstart inthe regulApar course will

graduate, and that the a rItion for the WIN:Students at this point In

thf program is actually lower than for non-WIN,students. The graduation

of four women f he Chicago schoifl: is a clear tndlcation that the

Aprogram as it exists works for some of the'wcemn and that there xists

a segmeni of WIN participants 46 are capable of taking advantage of
1

the training. However, the attritiOn rate is troubling to local WIN

officials, increases the already high cosl per graduate, and may hinder
"

the wiAerocceptance of similar programs.

4
, A pumber of factors'have been suggested by our analysis as

contributing to the.attrition rate. .Sceat. resulted from the decleicm to

launbh. the demonstration on short notice and from the need to ideotify a

shfficient number of qualifled'WIN clients to form silable participant
4

and compmrs&1 groupt, These demands strained the feeder system, resuitipg

In poor4sllvery of services, Inadequate screenirig, possible pressuring
%.

of clients an the lowering of admiSsions standards.

Poor attendance Is dpother factor which leads to,attrition. The

schools have a rigid ttendance polic; wfilett can lead to usrmlnition for

excessjue absences.. Poor attendance Is felt to be related to poor grades,'
. .

s .

mbich,cm lead to pi'obatIon agd. termination. Student and family member

A
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health and othei* personal problems, inqdequate trensportatio4, Inadequate

1

coordination between public support agencies (resulting In late che ks

and ligibility controversies), financial problems and unsatisfact ry

childcare, especially emergency arrangements, are all factors found to

be felated to Poor attendance.

Some elements of theIraining program itself, most notably the

remedial course, an additional.jrtmester of clasp work to upgrade the

mathematical skills and science knowledge of those scoring low on admissions

tets, also appear to hive contr)buied to poor student'performance.
ts

The self-paced modules used Only during the remedial phase are said to

have been relatd to poor attendance and unrealistic views of .the effort
,

required for the actual program. The absence-16 the Coltimbus school of

bench training to allow the women to become familiar with the tools and

vocabulary of electronics work has,also been suggested as shortcoming.

One-possible solution to the problems leading to poor attendance

and performance has been, more rigid screenihg of applicants in order to

recruit only those who are most free oj healtb, chillIcare and marital
I. afti

problems, and who are truly able and, interested In the training. Another

alternative Is the provision of increased support ser0.ces. A Ihird

alternative, which at present seems the most workable, is.an increase In

the flexibility of'the training program. The highly structured, rigidly

attendance-based program, although said to be an -Important'part in the

accultoration-Of students to'themorld of work, seeMs unreilistic for

mothers who have minimum of resources at their disposal to_cope with

the many crises in their lives. At-present, the only flexibility allowed

IL gained through course repetition or through leaving and re-enrolling

Pn the proilim: The firWalternative has been used by many of the obrti-

cipants, end this.considerably prolongs the total training period. A

S.



more versatile approach td flexibility offered by other ducitional

-Institutions has been effectie for other women who faced similar

problems of reconciling study ndeds and family responsibilities:

_

Althbugh it Is too early to predIct the long-run outcome of

the demonstration perograni, the problems experienced by the students

raise questions about the realism of programs which seek to place young

welface m6thers into attendance-demanding, male-modeled Jobswithout

also implementing massive support to provide childcare end home main-
.

ten/trice services t.6e mothers themselves provided previously. ThOte

students who remain In the program look forward to well-piiyIng new

careers and to the end of welfare dependency, but it will remain to be

seen.what the ultimate training cdmpletion rates will.be, whether the

graduates of the prograM will he able to replace daycare and other
,

support services currently provided through public agencies, whether'

they ale able to deal witli the costs of the.services andperhaps most,

important,-whether they cen accept the changes in lifestyle and role

* conedpt which their new careers will require.

xxl
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I. INTRODUCTION

The mandate of the Work Incenti-ve (WIN) Program is.to help

employable *fare real:dents, find Jobs and thereby achieve economic

independent.. A variety of servIges halkbeen mad: 'available to clients

to accomplish this goal, ranging frIbm help with Medicl or 'child-
,

ca;-e problems and counseling to placement services, training in

'public end private schools, placement in on-the-Job training (OJT) or

public service employment positions. A major ETA-sponsored study

evaluating the impact of the WIN Program in 1974-75 makes It evideet

. -that net gains and cost-effectiveness-ere generally quite limited for

participants who receiwed only placement services but are substantially

Areater for those given classroom training. 1

.

- .
.

Low-income f amities headed by women, especially black-women, have

the poorest chence of moving permanently out of poverty. ManY female.heads

oP households work' but, as a result of their low levels of *skills end educe-
A

tion,cannot command high enough salaries in relation to the number of4
4

people in their families to become independent of welfare And other..
_

publicly subsidized services. 2
Analyses of WIN Pnogram results indicate

'that initial Job placement, long.-term retentJon and achievemint Of economic

self4,sufficiency nmnain Most problem:ItircLfor female.heads of households,

the largest WIN target group.

Schiller, Bradley R., 1976. The Impact of WIN 11; A Lonoitu-
" dinsol'Evaluetion. Berkeley.; Pacific 6onsultants.

2
Goodwin, Leonard, 1977. Till Work Incentive (WIN) Prurom endWilted ExperIenspl. R&D Monograph 49. U.S. Department of Labor,

Employment end Training Administration. Washington, D.C.: U,S. Govern-ment Printing Office.,

2i



I

a

-2-

Togethist, these,findings suggest the need to Inyestigeto further
.t

the role that training can play in ecfOeving employability and self-

sufficiency for women on welfare who are houseitold heads. The demonstra-
. t.

tion project which is the, subjest of this study Is designed to allow the

assessment of e number of innovations in-WIN-prolded training. Including:

I. Nigh-skill training, in thls case at etect,:onics technicians

(DDT professional and kiihdred:. 003.181);

2. long7term training, lasting from twenty to twenty-four

months:

3. Training for en occupation In which Aeri predominate; and
4

4 Use. of a trainiog -institution characterized by:

a. tightly structuredfnstructione I formats;

b. a remedipl education pro4ram flpf those.with substandard

reeding or mathematics skills;

c. speCial counseling and support servlces for pr'agram

participants; and

d. a proven placement record of90 percent in the target

.-occupation selected explicitly because there is an

expanding demand for labor in the bccupatldn and an

expected starting annuewage in excess of $12.000.

The only programs previously conducted which to some extent shared

the orientation,of this effort were,voucher programs, cstrled Out In
.

connection with the Denver/Seattle Income 41Wintenance Pnbject arid the

WIN Program In Portland, Oregon. HOWOVer, these programs did not-emphasize ,

0 . .

high-skill'treining or the use of training vendors with documented piece-.

ment records. 1

I.
1114

f 2
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To launch thls demonstrAtIon, the Deployment and Trainrng Admin-

istration (ETA) of the Department of Labor awarded grants idame 1978 to

two schools to conduct electronic technician training for .10IN clients.

The twO schoOls, the DCVey Institute of Technology In ChIcigo and the

Ohio Institute of Technology in Columbus, are operated by the Bell I

HoweirEducation Group, subsidiary of the Bell & Howell Company, wh)ch

oporates'a total,of seven training institutes thr7ougbout the country.
-

The training:program-is described In Chapter III.

The first students to enter the electronic, technician traleing

program enrolled in Chicago 16 July 1978. Lerger groups of students

entered in Chicago and Columbus in October 1978. The description of the

'personal characteristics of the study population and di fferencei between

the Chicago and Columbus groups begins with Chapter IV.

. As shown in Table I-I, a total.of 270 women constitutes the study

population; 133 of them were enrolled'as trainees at the. two Bell &

Howell Schools (57 in Chicago and 76 in Columbus); the others were equally

eligible but In a random asslgnmept process were not selected for training

and became the comparison group for the study. Screening, testing, selection

and assignment procedurei,are discussed in detail in Chapter II. The extent

to which the+partlAipant and comparison groups differ with respect to

various demographic and socioeconomic characteristinPis evaluated in

Appendix A. Because no stratification procedures were.used and the number

of cases Is slmall, it Is not surprising that the two groups were not iden-

htical with respect to each of the variables of Interest to this study.

Overall, the diffe'rences are not extensive, and insofar as they eXIst,

Can be statistically controlled,in the final outcome anaiysis.
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TABLE 1-1

ORIGINAL STUDY POPULATION
p.

-.
.

Site .

. -

Participant

Group
. .

---

.0-

..

Comparieen

1 Group

al

......wr

Total

'Study
Population'

.Chicago I

EnrolleeJuly 1978 and
corresponding com-
parison group.

1

chicago II

Enroll'OrOctober 1978

Columbus

Enrolled October 1978.

p.

'

35

76

57

30

76

61

65

152

118

Total 133 137 270

By.the time the interviews for this report were completed (April

1979) some participant group members had dropped out of the training

program. Of the 57 original members of the.participant groUp in Chicago,

15 (26%) had dropped out,and of the 76 participant group members In

Columbus, 20 (26%) had dropped out. Since the Interviews were completed,

some of the dropouts have re-entered the training program, while during

the same perrbd other itudents have been droppIng'out. -As of September-I,

1979, 56 percent of the original Chicago participants and 46 percent of

the Columbus participants were enrolled,In the training progr
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The evflustlen of thls program seeks to answer number of

questions:

Is there a pool of female WIN cOlents who can meet ligibility
crltefla for..hl4h-quality skiWtrainIng and who would be
Intrested in adcepting such training If it were offered?.

'What Is the retention power of-such a program? What p;opoftion
of the clients drop out over time, and what are the reasons for
dropping outr

What are the Job market outcomes for those clientA who complete
the program?

A variety of dati'sources Is, being used to answer these questions.

Persona Interviews with all members of the study population, whether they

wer iSS gnome to the-participail o$ comparison group', are the principal

source of information. A first round of Interviews was completed shortly

after the dates the hakoing progrems began. Subsequent toundS are plann

for the time when participant group members complete the'training an

again twelve months after tha time f graduation. Those who drop ou of

the treinIng prtogram are balk given an dditionel .interview at the time
1

10they leave the iraining. We are also 4rawing on thq records of the trainifig

schools and kcal WIN offices, observations and staff interviews to rodnd

put the picture.

This report Is based on knformadon 'num the first phase of tate

_collection, the responses to the'fl.rst round-OrTr;erviews conducted from

-January through-Plarch of t979. .`bur success in contacting Tespondents..

for these InteTVIews Is distussed In Appendlx. 11.' These interviews.were

concerned with backgroun0 InforMation about the demographic charactertstics

orthe study participants, their work and WIaltare history, and some

measures of-attltudes.towards thaMselves and work. The pufpose of,thas

-3".111,--- 4
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Interviews was to.establIsh a basellne'for the analysis of the outcomet

of the training for thei participant group and of other activitles.for the

comparison group. Since this-first cound of interviews took place some

time after training began for...participant sroup meMbers, soMe nformat on
. ,

about the training process and other relevant events Is available from

the reports of counsetors and from staff observations. This information

makes possible preliminary discussion of the impact pf certain aspects

of the program on student ',performance and ability to stay enrolled in

the training.
,

4



THf PROCESS OF SELECflON

.1

laleceion.Procedure% '

TNe process of selection of IhdivIduals who Were qualified for

training began with the local WIN offices. So that the program would

get under way as quicidy as possible after site selection, a small group

of wIN,clients was selected for July enrollment In Chicago. 'The procedures .

for screening and selection were developed for this group and, with only

minor modification, were used for selecting Octobe enroll(eiss at both sites.

Te detailed guidelines that were developed were sent to 4IN staff.at

each site.

In brief, tiection involved seviral stages. First, there,was
s

an announcement of the program which invited interested persons to

_.contact the lo.cal,WIN office. rn Columbus the program was publicized

through television, radio and newspaper spots and through mailings and

F.

phone calls to all WIN participants and eligible AFDC recipients. In

Chliago theie was a_half-hoUr television program on this opportunity, but,

unlike Co.lt:mbus WIN, the Chicago WIN offices otherwise limited direct

dissemination cit infoi-mation about the program to current mandatory WIN

participants. g5

.moth local WIN-offices then began a .screeming process. Clients

were Interviewed by their WIN counselors to.determine their Interest'In

training as opposed to-direct Job placement. Those Interested ih training

were aiked about their Interest in training for nontroditichlal careers for.

women, Particularlv lectronics, welding,and automobile mechanics. Those
1

who expressed such an interest were tested at the WIN office using the

tr,

1
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Employment Service's OATS test batterY. This particular.instrument Was'

chosen because Chicago WIN 'personnel fait that It was the least culturally

biesed of the vocationalvaptitude tests readily available to them. (At the

Columbus office the GATE, tests were preceded by8BOLT tests to insure that

the clients had sixth-grade academic functionihg ability so that their

GOB results would be valid.)

orr
All clients who obtained .GATB:G (general learning ability) e.cores

above one of two pre-establtshed cutoff points (either 90, or 80 for

clients who had completed,high school int expressed an interest in

the specffic training being offered at the Sallee Howell schools3) wire

A
given further infOrmatIon about the Bell and Howell program: It wes

emphasized that the training was king term, taking a Mlnimum of 20 months

to complete, but that the pay-off would be a profession that would allow

the graduate to get's! high-paying Job which would provide self-supporting

income and Independence. from welfare. They were also told that In addltion

to the regular course of study and school servites, WIN cltents would

receive additional support services, including extra counseling, study and'

career orientation courses, tutoring, a preparatory trimestbr for those

who needid remediar tralning, and placement poen graduation. Clients were

also informed that an orientatIon session and additional testing at the

local Bell t, Howell school were required and they were liven an arithmetic

review booklet to help them prepare. Flnally, it war emphasized to the

.

3
This original cutoff point of 90 was modifled because local WIN

offkes wore not identhfying enough interested clients who scOred above
90 to fIll both the participant and comparison group*. Toward the end of
the selection period for the October group, some clients were sent to
Bell and Howell for testlng Without first taklng the GATB test babtery,
because of the short arm available for selection.

29



clients that this was a demonstration program, and that only h'!If of

those who attended the orientation session and quelifled on the Dell &

Howell tests cou)d 6e,selected for the training. The final selection

was to be made,at random, so each fully qualified client had 50-50 chance

of being selected. Ig addltion, clients wart told that regardless of

program status, all eligible clients Would be isked to participate in

\the resea'rch to assess the program. .

The orientation session at the local Bell & Howell sqhool

lastd approximately three hoors and included film and slides on

the electronics field, specifics about the school nd.its wrogram, a tour

of the faclilty, individual screening and testing, and lunch. School

academic and attendance policies were stressed, as were-placement oppor-

4.tunities. During the session, clients were given a 25-questiorr'arithmetic

test developed by Bell & Howell and the Stanford AdVanced Reading Achieve-

ment Test, the same tests routinely
.

given to all applicants for the elec-

tronlcs technician training.program. All clients answering at least nine of ,

the arithmetic questions correctly were, considered qualified for enrollment..

. .

For clients scoring below this.level on the arithmetic test, those whose

reading level on the Stanford Achievement Test was at least ninth grade

were also considered qualified, (This last standard is lower than that

for non-WIN studenti.) In Chicago, all clients received both tests; in

Columbus, only those who did not qualify on the arithmetic test were also

tested on reading bility. ,

The final selection of-eligible clientWor enrollment at the
. 4

1
Dell S. Rowell school or assignment to the "comparison" group was the

respensibility of SSW As clients were determined to be qualifie#, their

o

names mer.submitted to OSSR by phone. There was no apparent ordering of

40)

-.., , ,

he names either alphabetically or by Wit scores. SSR hard recommended

k
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postponing the final selection process until the naaes of all qualified

clients were available. but Oke local WIN offices. .4figed BSSR to make

the essignments,as group's of qualified clients were .14entified because

of need to arrange childcare and complete other paperwork for the

clien $ who would be entering the Bell t Howell program. As the names

were phoned in. .they were numbered consecutively and then half of them

re selected tor training by means of a table of random numbers. The

1mes of the individuals thus selected were phoned to the appropriate

WIN office and later a check was made lo tee that the clients who entered

training were indeed the ones selected by BSSR. During the seleCtion of

the secon&group in Chicago in October 1974, the process was modified.

The pool of qualified clientewas stratified accorlding to regional WIN

offices within Chicago-to ensure proportional representation for 'the

clients of each office.
t .

Some of the clients selected for training chose not to enroll.

They became members of the comparison group. Their replacement was not

always random. In some cases, another name was selected at random from

a list of those'who were qualiflisd for. the training. In a few instances,

the recoamendati7)Iof a local WIN representative with respect to which

client should be subitituted was taken. The substitutions made 1.1 this

manner tended to be either highly qualified or highly committed clients

who had taken the trouble to contaCt their WIN counselor after learning

of their initial nonselection. In other instances, replacemerits were

selected on the basis of ethnicity,,e.g., an Hispanic tlient was added

,in Chicago.
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It should be stressed thAt no attempt was made by BSSR to stratify

the population by such characteristics as test scores or yeah of education -----

completed.before the assignment to the participant or comparison grourti wes 4

made. It was postulated that these factol-s were not necessarily good

predIctors,of potential success In the training pfogram, given.the non-e

traditional nature of 'the clientele (I .r., females In a male-dominated field,

1

minorities in a ma)ority-dominated field). In addition, the aptitude tests

used in the selection process had,notimbeen stanaardized for mi4Ority populations.

WhIlionly the final reskilts of this study will indicate which, if any,

of these chlracteri,tics are actually important in predicting the succeSs

of an'individual In this proOm, early.analyses indicate that there

Is littie correlation amongahese factors. Of ihe tests used by the'

local MIA offices to determine which clients to send to Bell,s. Howell

. feu- Jurther testing, the GATB:H test for numeral aptitude turned out
. ,

to be the best.predictor of performance on the Bell 6- Howell arithmetic

test and thus pualification for the program. However, the correlation

1)

between these tests is onl .:45 for the ChIcagori grotA, .42 for the., .. ...

Chicago 1 k group an.d .45 Ear the Columbus group. The correlation between

the number of years of schooling comilletedaha test' performance was even

illlower. It was highest' wItlithe arithmetic test at .27 and with. the GATB:V
:0

test of verbal'ability at ..J9. Because of thl low correlation among

these fectors, It'seems unlikely.that all Of them will be found to be

strongly llnied to iuccesi In the program, but at this time it Is dIfficult

to determine which, If any, should have been controlled for to ensure

their equal distributIons and thus.equal Ottributions of characteristics

loading to sucsets.jn beth the participant and comderison'groups.

32
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With the exception of the nonrandom replacement of dropouts,

differences In the distribution of characteristics among the pertrcipant

and comparison popuJetions may be attributed to the probabilities of the

occurrence of such distributions when making random 'selections without

stratification. Tbe impact of these differences on our ability to

effectively evaluate ,the Orogram/111 remain unknown until the completion

of the program and the determination of the relative importance of such

factors for sw:cess in the training program'and.later on the job. If
i

appropriate, the-data analysis will incorporate.statistical techniques,

such as regression, which.correct for nonmatching distributions. Odf the'

whole, the comparison band'participant groups appeaT well mitched bn all

of the characteristics mentioned in this study. Those differences which

do,exist are piesented and discussed in Appendix A.

An Eitilte 9f the Pool of WIN Silents
.

HIgh.-Qua kV. Nontraditional training

Looking ahead to the possible adoption of a high-quality training

component in the regular Wit,i pTogram, we.felt that it would be helpful for

policy maker:s to have some estimaee as to the total proportion of. MIN

clienls who'have the necessary academic qualifications to become eligible .

fOr participation and who Would be interesad In making a- commitment to

this type of trainlbg. Although we have attempted to'collect the relevant,

data.for Ahis analysis since the beginning of the project, this has been

very difficult task for the following reasons: *
1, An unknown quantity Is the potentiarpbol of folUntary clients.

4

Mil know frogpour earlier work with WIN vouchers that the availability of

0
, 4

Richardson, Ann, 107. Iformhered $1gli Ireinine 1Q. WIN: pyourimis
921411II9e1 and,p1acte0 EmelOcet FIndIngt. WashIngtoe, D.C.: Bureau of
Social Science Research.

3 3
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attractlyis training optima resuPts In the enrollment of substantial

ntAbers of well qualified voiuite.r1. Thls her been agaInsconfirmed In

Columbus'in.connectlon with the current high-Auality training program:
AI

f' 2. WIN,offices follow widely varying practices pith respect to

thejr "backlog" of mandatory clients. Most of the Information we have

ben able Co gather about interested end eligible clients Is limited to
I

"nem Intake."

3. The availability' of other training oppOrtunities, including

those available under CETA, reducecLthe number of persons who sought to
,

establish eligibility for the Bell E. Nowell program, either becatise

counselors had already made other arrangemenq forsome clients. or

because the clients had already become'committed to ancether,type of

training. 'Therefore we have reason to believe that the figures shown

im Table II-1 represen't an undebtatement,'especially for.Chicago where

only.a limited effort was made to publicize the program. iTis shown in

this table, which summarizes the statistics which were furniihed by the4

two WIN offices: .

Only befweón 10 and 45 percent of mandatory clients s eek training,
. althOugh this low number may reflect MIN--emphasis po placement

rather than the free expression of client preference; and

Under "outreach",conditIons, the proportion of voluntary clien.ts
seeking training Is considerably hlpher, perhaps on the order
of 20 to 25 percent.

.

.1

e.

MO,



TAI1LE 11-1

INTAKE AND INTEREST-IN TRAINING, SEPTEMBER 1978,
CHICAGO AND COLUMBUS

II

r,

Chicago Columbus

(N) (N)
/11.1M`..

OW,

Total-WIN Intake Septomber MS

,

pandstory ,

Voluntary -

(1,570)

(14256)

(314)

100

. 80

; 20

(4,395)

(879)1

(3,516) .

100

20

lao I

Perilcipents seeklitg training (240) 15 (959) 22

Mandatory (192) 15 (192) 10

Voluntary. . (48) 15 (767) 22

Number of clients fromearlier
manthsl intake soaking training , :(101) 100

Mandatory I KA (21) 21

Voluntary. . NA (80) 79 .
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Tables 11-2 and 11-3 summarize the result,' of the selection

process for the electronics techniolan,progrem. it should be noted that

informakion for voluntary vs. mandatory clienti 4 not available for

' Chicago. .The Information is also somewhat uncleei with respect to the

number of clients tested by WIN; for example.some1WIN clients Were 0

aPparently tested alehough tNLy were not interested in thft
t 1

1100.11 program--some Chicago regional offices test all new registrents

aspart of the standard'intake prvcess. But Oveeak the data suggest

the following:t
\

In Chicago, over half of the clirnts (mk of them mandatory)

whopartlCipated in counseling sessions about,the Belt & Howe!) program
%
A

Were Vnterested in high-guality training for .nontradlional occupations.
.

1

In Columbus, the number was much lower 24%) among bott mandatory end

voluntary plients. Conceivably, the explanatiod Iles lin the greater

availability of treining'alternatives In CoirMbus.
1

2. Interested clients were moee likely to receqm,Oassing GATS

scores In Columbus than. In Chicago; similarly, in Columbtir, those with

4

passing GATS scores were md're likely to pass the Bell & Nowell entrance

test".

3. The nd result Is that In both sites, roughly the same proportion

of clints who expressed an interest In the high-quality train4ng program

qualified for acceptance into the program. ,This proportion wal.16 percent

In Columbus nd419 percent,in Chicago. however, the Chicago figures vary

sharply from Wave to Wave II, with only 5 percent of Wave 1, but

33 percent of Wave II potential candidates qualifying' for admission. These

results suggest that screening for Wave II was more selective, since only

half as'many WIN clients participated IA the "counseling on nontraditional

careers" during MaW II as Was the case during Wave I.

38
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TABLE 11-2-

ENROLLMENT IN NIGH -QUALITY TRAINING: ATTRITIO

Mandatory

(N) %

POINTS - COLUMBUS

Voluntary

(N) %

Total( number of clients coUilseled
on nokradltIonal careers ' (182) 100 (7(7) 100

Of those counseled the number
Interested

plumber referred to WIN for

testing

Number actually tested'

Number who received scores *Itch
qualified them 63r referral to
telt t Howell.

Number actually tested by Bell
t Nowell

Number who quallfied-for Bell
t Nowell

Number enrolled In Bell 1. Howell

progrIm

Total'

(N) %

(858) 100

(47) 24 (185) .24 (232) 24

(76)

(47)

40, -(308), 40 (379) 40

tk

24 (185) 24
u

(232)O-

,

A.-

(35) 18 (140) 18 (175) . 18

(33) 17 (131) 17 (164) 17

I s,

(31) 16 (123) 16 (154) 16 '

(16) 8 (60) 8 ,(76). 8

Bar Ali percents based on "total number of.cllentsicoupseleeon nontraditPbnal
careers."

3 7

1
4
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TABLE 11-3

ENROLLMENT IN NIGH-QUALITY TRAINING: ATTRITION POINTS - CHICAGO

June - July
Intake

(Weve 1)
(N) %

Sept. 4 Oct.
Intake .

(Wave II)
(N) %

Total
Chicago
Intake

(N) %

Total number of clients counseled;
, on nontraditional careers ,(440) 109 (215) 100 (655) 100

Of those counseled, the number
Interested (24i) 55 (125) 58 (366) 56

Number referred to WIN fór

tistIng (293) 67 (98) 46 (391) 60

Number-actually tested (263) 60 (98)' 46 (360 55.

Number who received scores which
qualified thm for referral
Bell s Newell (118) 27 (112) 52 (230) 35

Number ctually tested by,
Bell t Howell - (82) 19 (98) 46 (I80) 27

Number who qualiflod roc 6011B
Nowell admission (52) 12 (70) 33 (122)11 19

'Number enro1lP4 In Sill
program

, . (24) 5 (37) 17 (61) 9

Ma: All percents basd on "total number of clients Counselid on nontraditional
careers:."

44, 38



a

.-18-

What can we conclude from these data as,to ehe potential pool

of WIN clients for high-quality training tor nontraditional occupations?

In the first place, high'proportion of clients, who may or may-not

have'the necessary academic quallf1Cations, had no intvest In a program

of this type. We do not know the reason, The nontraditional nature of

the progreml the length of tha training period, andsthe assumed difficulty

of the study course have all been mentioned locally as possible reasons

why clients did not wish to be considered for such'training. But Of

those who are interested, the majority can actually meel the entrance

requirements stipulated by the training program, as shown,in Table 11.-4.

While only about 4 percent'of all new WIN clients in September 1978

established eligibility for the electronic technician program, this

proportion is low because the great majority of clients either did

not seek any trainl.ng at ill or were not interested In this particular

program. Of all those interested in training, 16 percent in Columbus and .

29 percent in Chicago established eligibility; of those interested In the

particular program, 66 percent in Columbus and 56 percent In Chicago

established eliglb4lity.. VolUntary clients were no more likely to qualify
1

than mandtory participants. The limited data now oval le suggest that

there exists indeed a pool of academically qualiffbd WIN Clients who would

be eligible for high-quality trainin

4r

3 9
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NIGH-QUALITY TRAINING IN NONTRAIIONAL OCCUPATIONS: INTERESTID AND ELIGIBLE'CLIENTS
(eased on September 1978 Data)

V,

Columbus Chicago

Mandatory Voluntary Total Mandertory Voluntary Total
wpm

Total intake

Number seeking training.

Number interested in
electronics technician
program

Number tested by Bell B,
Modell

Number eligible for

lectronics technician
program

.e79 3.516

192 767

k7 185

33 131

31 123
it

4.395 1,256 314

959 i , 48 . 192

232 ..

4

164
,PS

154

1,570

240

.125

se

70

Pervint olk total Intilke

ligible for lectronics
technician program 4% 3% 4% 4%

Percent of ttiOse seeking
' training ligible for

lectronics technician

program 16% 16% 16% 416- 29%

trcent eligible among
those Interested In

' electronics technician
.. program 66%

A

64%% 56%

.
ka 4 0 ,



III. THE ELECTRONICS.TECHNICIAN TRAINING PROGRAM

Selecting the Training Institution

A number of criterla were considered.by the Department of Labor '

during the process of selecting a training institution for the assessment

of the effectiveness of high-guality training for WIN women. Foremost

among these was finding an institution-which trained students for an

occupation which paid a high enough wage so that the graduate would

become economically self-sufficient, and one.for which there was and '

would continue to be a demand In the marketplace. In ovder to find

such a training program, it was necessary tcconsider programs which

differed greatly from those previously offered to women through WIN,

training programs which were rigorous ar;c1 demanding, took a fubstantiai

amount of time to complete, and which were for occupations' which were

nontraditional for women. Frost such programs, it was decided to

select one for the demonstration which was as challenging and difficult

as WIN participants could be expected to;.successfully complete, tO rbie

111

off is much as we thought they could possibly chew." Finally, it was

also decided to lOok for training that was proytded.by a private institu-
,

don, accredited and respected by employers of its graduates, one which

had a-proven record of placement success, experience In educating dls-

-advantagod studnts, and.which was,w1 I I ing- to provide special counseling'

and remedial training for those WIN clients who needed it. After cdnsi-

daring number of different institutions offering training in a varl,e7ty

of occupations, the demonstration project was :Warded to the iell & Howell

Education-Group (a subsidiary of the Rell ikllowell Company) to train WIN

women to beccmwelectronics technicians.

OF;



To allow those familiar with other WIN .training programs to

make comparisons between this training and that provided in

earlier trairiing programs, and to acquaint the general reader with the

'nature of the training provided by the Bell 6. Howell Educatvion Group, this

chapter presents a description of the program and the schools ih Which

It was offered.5

Program Description

The graduate of the Electronics Technician Program is prepared
for careers that emphasize the skilled maintenance and servicing

.

of sophisticated electronics products of many kinds, including
radio, television, communications systems, computers, controls and
instrumentation. The graduate has prepared for such careers as:
communications technician, computer technician, electronic systems
technician, productionitest technician. . . . Graduates from the
Electronics Technician Program work primarily with the mainienance
and operations of equipment. Jhis,requires troubleshooting4:to
locate problems, and then repairing, calibrating and adjusting the
equipment.6

Basic Curriculum

The electronics technician curriculum Is a five-trimester program

whith extends over 26 months. Each trimester is 15 weeks long. Twenty-

two hours Of class.and laboratory work are reguilipeach week. The
P

typical curriculum as described in.the school catalog Is as follows:

First Trimester (TECH 1).--

Electricity lf basic' concepts oiliect.ricity and eleCtOcel
circuits.

A.
5
The efectronicatechnician program offered by,thewSill & Howell

Iducarion Group undergoes constant revision to reflect change. in elec-
tronics technology and in Job market conditions. For example, radio and
television are currently receiving less attention in phe curriculum to
.reflect the declining employment opportunities In theie fields. For
,c1arity of presentation, the curriculum is described as it was when the
students first enrolled In 1978. ,Some changes In this description 'have
already been mode and experiences' by the WIN students, and.future changes
may also be,leplemented. Not very student, therefore, will have experi-
enced the seme curriáulum, as the students entered ihe program at different
tlesst are talting varying lengths of time to complete the program, and.arsi
enrollot In two separate schools which arsi.adopting changes at different times. 42.-. 1

tiOnIe InetItetelif,technelogy, Acadom!, Catalog 1177-1978,

e



Basic Electronics I: survey of the field of electronics, and a study
of lectronic devices such as transistors and printed
circul.ts.

Mathematics i equations and formulas, graphs, ratios, trigonometric

Technician Electronics Laboratory: pracclke with various devices and
circuits, reaaing schemat7c diagrams, fabrication of
circuits, use of basic test equipment, troubleshooting
of circuits and units, fabrication of a testing
instrument.

Second Trimester (TECH 2).--

EletriOty II: continuation of Electricity I with emphasis on AC
circuits including: frequency effects in R circuits,
impedence.matching, passive waveshaOng ancrmodulation
principles.

Basic Electronics II: imtegrated circuits, low-frequency and high-
frequency amplifier's, oscillators, multivibrators, and
clippers and clampers.

10 Mathematics II: right triangles, monomials and polynomialsN ioga thms.

Technician E.lectronlcsAaboratory: practical exercises, fabrication
or breadboarding of electronic crrcuits, use of
oscilloscope, troubleshooting.

Third Trimester (TECLIA).--
.,

Digital Circuits an0 Systems: digital logic And switching circuits,
computer memoeies.

\

Digital Computers:. study of Ahe digital computer as a system, coaputer
trouble isolation teChniques, computer structure
and organization.

Computer Interface: computer communidations, transmission codes,
digital-analog and analog-digital convertors.

Technician Electronics Laboratory: peactical exercises related to
digital circuits and computers', troubleshooting.

Communications Skiils: written communication skills, grammar, spelling
and punctuation. Papers are written itn which classroom
and laboratory subjects are discussed. (This course
may be offered in any of the first three trimesters.)

Fourth Trimester (TECH V.--

Two-Way Radio: seticly of various tro-way radio circuits and ictems.

Consumer Audio-Radio Systems: basic AM and FM receivers, audio
amplifiers. .

4). 43
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Special Communication Systems: functional systems which re a part
of radio communication includihg regulated power
supplies, transmission lines and antennas, microwave
devices nd applications are also discussed.

Technician Electronics Laboratory: practical exercises to develo0
familiarity with radio systems and the skill to

effectively test, troubleshoot and servlte communica-
tions hardware.

Fifth Trimester (TECH 5).--

Television Signals and Signal Circuits: bapic television principles.

Television Control. Power Supply, and Audio Circuits theory and
practical aspects of the control, power supply and
audio circuits of TV receiver.

Industrial Controls: measurement principles, transducers, instrumen-
tation amplifiers, motors and generators, and four-
layer control devices.

tip Technician Electronits Laboratory: exercises to demonstrate principles
of TV receptioq, to de,/elop familiarity with TV receivers
,and TV test equipment and skills in testing, trouble-
shooting, servicing and repairing representative televishon
receivers.

As can be seen from the description of the electronics technic.lan

urriculum, the coursework required familiarity with mathematical concepts

and skills. In the early.1970's the school developed a remedial training

program called "preparatory studies" for those students who were Inde-
.

quately prepared in thls respect assdetermined by the entrance examination

score*. These students were required to successfully complete the remedial

cour.se before being allowed to enroll-In the 'first trimester of the regular

technician course. The "Prep" course added-an additional trimester to the
t,

normal five-trimester sequence. The distribution of the women In thls

study as "Prep" or "Tech" starte Is presented.ln Table III-I.

4 4
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TABLE 111-1

ASSIGNMENT OF PARTICIPANT GROUP MEMBERS TO PREPARATORY
AND TECHNICIAN I COURSES, BY SITE

(In Percentages)

chl.cago Columbus Total

"PREP STARTS" . 72 57 63

"TECH WARM . 28 43 37

Total X. 100 100 -100
(N) (5 7) tilt (76) (I3)

-!:Rectuired to enroll Id the remedial program (low score on
entrhnce arithmetic test).

:Admitted directly to the technician program (high score on
entrance-arithmetic test).

The preparatply studle, curriculum was as follows:

Mathematics: develops mathematical sk1.11s. In arJthmetic Including:
whole numbers, factors, fractions, decimals and
percentages.

11
.Science for Electronics: basic ph$sical science Including: motion,

energy, atoMic structure, vibrations and waves, sound,
electrostatics, MIgnetiim and heat.

.

Communications Skills: basic features of standard English: noun
plurals and possessives, making subjects and 'verbs
agree, punctuation, -spelling!.

Program Characteristics

Compared t most 101N sponsored (training programs, the technician
6

program is long and rigorous. School officials estimate .fhat 35 to 50

percent of all stupnts admitted Into the'technician program graduate.

During the training, students experience time demands and requirements for

self-discipline that school administrators feel resemble those existing

ih the working woridt The administrators argue that the restating social-

%Ization gives students the values and self-dIscIpline that they need to

succeed and for which employers are looking 415w employees.

,;4!
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Th. schools.have a numbr of rules and regulations regarding

performance and attendance because It is believed there Is a relationship

between regular attendance, good grades and program completion. Each

student is expecked to attend every ciass, nd Is responsible for.the

10
work missed and fOr contacting the inatructor about make-up work. if

a student misses a given number of hours in a course, she Is placed

on probation or suspended. 7
A student Is placed on academiL probation

Lf hef cu ulative grade.point average fills below 2.0 average (out

of a pdssible 4.0). If the student's grade average for the next term

e does not exceed 2.0, or if hrr cumulative average Is still below 2.0

after twp terms on Probation, she is suspended from the school and
All

may not reapply for one trimester. A student who falls a course must

repeat it, and both the old and new grades wil.1 appeas on the student's

transcript. A student may not repeat a course more lhan twice.
I.

During the technician program, classes teed to be large, especially

in the firs.t trimesters. Conventidnal lecture classes range in size from

40 to 70 students. Classes using other teaching methods such as team

teaching or modularized instructi,on may reach 130 siudents per class.

Laboratory sessions.account for 20 to 30- percen't of instructional

time and also tnnd 6 be large, but there are faculty and faculty assis-

tants available (one to every 70 students) to help the students with

their assignments. Within the laboi.atortes are individual student work

spaces. Each space tuts basic electronic equipment such as an oscilloscope,

'power supply and a volt meter. Also in the lab are a sheet metal shop, a

printed circuit etching facility, swept) alignment equipment, digital trainers,

analog and digital computers, TV system, microwave and servo mechanical

7Prohatior1 results, from the equivalent of missing one week's
. classes, 'suspension from missing the equivalent of two weeks' classes.

1

7
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trainers, and Induitrial electronic devices, Laboratory assignments'
%

are given to two-persoo student team.' As pert of the course materials,

each student rocelwas half of the parts necessary to cooduct.the

laboratory xercises. School officlils argue that thls arrangement

gives students lessons In group dynamics and the skills necossary.to be

an ffective member of a work team.

The Schools

An effort -has been made to create a collegiate atmosphere at

the two Bell & Nowell Education Group schools taking part In this study.

Both have attractive, new facilities with cionsiderable space devoted to

studenetiounges, dining areas and game rooms. A Ode range of student

activities Is available including a student senate, theater, chess and

amateur radio clubs, intramural and varsity athletics, and'school dances.

In addition to the electronics technIcian prograly, the Bell 6.

Nowell Education Group also offers a seven-trimester Asiociate Degree

program and a nine-trithester Bachelor's Degree program In electronlcs

englneering technology. The student body at DeVry numbers 2,500, wlth

1,200 In the Electronics Tethnlcian Program. At the Ohlo InstItute of

Technology In Columbus, the numbers are 2,300 and 1,065 respectIvelly.

The faculty and the non-W1N students are predominantly male (94W)

and 1While (67%). Eighty percent of the regular student body Is in the

college age group, 18 to 21. About two-thlrds have had some exposure

to lectronics and have an interest In It. About 70 percent of the

students are from "noncollege" famIlles, and many might not be enrolled In.

post-secondary education If not admitted to a Bell IS Nowell school.
9.

8
M111s, Virginia, 1977. "FroM School to Work: The Experiences

Of:Bell and Nowell Schools in Matching. Graduates to Careers." Paper
. presented at the Labor Market intermediaries Conference, National Commis-

siOn for Manpower Policy, Was4hlt1gton, D.C.

4'7
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About 50 percent iof those admitted in 4978 came from families with

incomes of $15,060 or less. Forty-four percent had been In a general
.:.

high school program, wh I. 33 percent had been in a college preparatory

high school program. Nearly all (98%) of the non-WIN students hold a

high school degree or t.t.D. at the time of admission. During their

time as studnts, about 85 percent hold a part-time Job, averaging 20.

to 25 hours per week.

Placement Servrces

Students are given extensive preparation and counseling for

finding a job. From early in the program they are given descriptions

of the kinds of jobs they will be qualified to hold upon graduation.

At the start of the itudent's last term, placement sessions begin which

cover the formulation of career goals, resume preparation and Interviewing

technique's and etiquette. Individual Interviews with the placement office

staff are
*
scheduled for ail students, and arl resdmes are reviewed by

the staff. The placement office also works to attract employers to the

school and its graduates, nd encourages employers to send recruiters to

the campus. In 1979, representatives from 58 componies Visited the Ohio

institute ofiTechnology In Columbus and 54 visited the DeVry institute

of Technology in Chicago. The placement office also prepares a weekly

lob lead package of companies which are Interested In Interviewing

graduates off campus and contacts those students who have expressedn

Interest In those positions. The placiment office closely monitors the

activitievand success of each graduate, helping those who encounter

problems. Of those students who asked for assistance In 1979, the Bell

Wowed! Education group placed 96 percent within 60 days of graduation,



4

-28-

In 1979. the average base starting salary was $13,032 per year for

technician graduates in Chicago, and $12,588 for graduates in Columbus.

Modifications of,the Program
for WIN Clients

The WIN women who ntered the Electronlbs Technician Program in

1978 entered with characteristics which differed from those of the

average non-WIN student For one thing, they were on the average aca-

demically weaker. A-higher proportion did not hold a high school diploma

or a G.E.D. certificate on admission. Also, many more of those who

qualified for admission did so with admission test scorep which ware
441

lower than the class average. The proportioo of WIN students who tested

Into the "Prep" program was much higher than Welt of non-WIN students.

The WIN women entering the program:also differed in the degree of family

responsibility. Nearly all were single heads of households and had one

or moreNkildren to care for. They were also dependent on public assis-

tance programs to provide the means for this care and it was necessary

for them to continually interact with a variety Of agencies to maintain

their level of support.

There has been little modifieation of the basic technician program

on the behalf of the WIN students. There have been no changes in the

structure or scheduling of the program or of the leVdt-of difficulty of

-the coursework. Tho WIN women are fully intlegrated into the student.

:body and take no classes or lab sessions assa special group. Some

provisions hatte ben made for the special academic needs of the WIN

students, however. etutoring and supplementary instruction re

available to the WIN students than to the rest of the student body.
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Additional faculty assistants have been hired especially to help the

WIN-Students In the laboratories. The laboratories have been made

available to the WIN students In the evenings and on weekends for extra*

work. Supervised study periods hmve also been set up. In addition, a

number of faculty members have donated their own tiMe to conduct classes

and review sessions for WIN students wtio express an interest.

To help the WIN students becomm familiar with the kinds, of careers

for which thex are being prepared, a number of special activities were

held for them. These included guest speakers from companies which employ

electronics technicians and tours of companies where they could view the

kinds of Jobs and work settings which they might experienc in their own

careers.

A major modification of the program has Ilein the hiring of a

special counselor by each school to work exclusively with the WIN students.

The counselor's major duty has been to help the students overcome any

problems which might Interfere wi staying In school, doing weji in

'their classes, or getting a job after graduation. A mejor responsi-

.bility Is to be avallablento lis en to the students' personal problems,

sometimes loading to intensive individual counseling, and where possible,

to help students (-eke action to solve their own problems, or to mike

arrangements to solve problems beyond the scope of the students' capa-

bilities. This has led to frequent talks withifIN, SAU and welfare

*.
counselors, and an advocacy role for the rights of students. The counselors

also refer students to other.agencies and source of aid for their legal,

physlarl, and domestic problems.
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Another important aspect of the counselors' activities has been

to provide inform& emotional support for th e. women; to !hare In their

successes and their worries. This has involved ,. for example, going to

court with a student involvd In a child custody case, taking a student...-

to the hospital, or helping a student find a place to rive safe from an

abusive ex-husband. The'counsslors also work Informally to help the

women build their own peer support networks.

The counselors have also worked to help the women function

successfully In school. They hav monitored student grades and atten-

dance and arranged for special tutoring or othet servlces when they

spot a potential problem. They prbvided academic counseling to help the

women see how their awn behavior might be contributing to their problem,

to alert them to behavior which could lead to probatlon or to dIsmIssal,

and to encourage them to taiwthe initlative In using school resources

to their fullest advantage. re counselor's official duties also include

reporting on student attendance and-performance to the local WIN office.

The counselors have planned and conducted seminars for the WIN

_women. Initially, the seminars were Intended as a vehicle for building

peer support 'networks and for gIvIng help In understanding the workings

of tho school. The purposes of the seminars has expanded to providing

overall support services related'to academic performance, program comple-

tion and successful Job placement. Among the typos of seminars whlch

, have been conducted re;

1. School related seminars covering suCh topics as: orgenIzatlon,
schechiles, regulations, study skills, "meth anxiety," and
advice from more advanced students on what to expect In future
classes and how to cope with them.

51
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2. Seminars related to permoinal..growth nd the development of
interpersonal skills such as: assertiveness training through
role playrng, advice on how eo cope with stress, effective
listening, communication skills, and the development of
effective strategies for dealing with instructors.

3. Job related keminars such as: industrial tours, talks with
C371WWWFWFresentatives, talks by previouswomen graduates,
mock Interview sessions.

4. GrouP solidarity functions such as: Christmas parties,
IncentTve awarcis presentatioAs, women's dinners.

5. Public agency related topics Including-Map with: WIN pro-
ceLres,lixal stamp eligibility, childcare services,
emergency food services, and legal ald.

/

52
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IV. PERSONAL AND FAMILY CHARACTERISTICS OF
THE STUDY POPULATION

.\

This chapter describes the personal and family characteristics

(I,e age, marital and familly status, ethnic background, schooling and

geographic mobility) of the Women selected ta take part in this study.

The cbalacteristics of both/the participant and comparison groups have

been examined, and on most of'the characteristics of interest in this

study, no statistically IA plficant difference was f8und. For clarity

Of presentation, the fin ngs discussed in this chaOter refer only to

those women actually enrbIled In the training, the participant group,

'The characteristics of comparison group members,,insofar as they differ

from those of training participantsare discussed tn Appendix A.

4
WIN_Status

On some of the characteristics described below, significant

differences were found between participants in Chicago and Columbus. It

Is not surprising that the groOps of study participabts In the two sites

do not have identical characteTIstics, as the populations served by the

two WIN offices are,not identical. Another key is the differences in the

recruitment procedures used by each local WIN ofiice as desCribed in

Chapter 11, As a result, tip, proportions of mandatory and voluntary WIN

participants differ between the two sites. As shown In Table IV-I,

there 'are proporAlonately more WIN volunteers in the Columbus study popu-

lotion thah there are In the Chicago study population.

offr
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TABLE IV-1

WIN REGISTRANT STATUS' OF TRAINING PARTICIPANTS. BY SITE
(Percentages)

. a

Reglatrant Status Chlego

..

a
Columbus

,

Par t I clpent

Group
TOTAL 1_

411 WIN
Reg i st rants

18788

WIN Job
Ent rants

1978a

Voluntary 9 79 57 17 18

Mandatory 91 21 . 43 83 82

fot a I 100 100 100 100 100

(N) (57) (76) (133)

Chl Square 0 61.4
Degrees. of Freedom - 1

Probability 0.00

V

1912al: WIN .968-12.78 A Ryon at 10 Tars, The Work Incentive Program, Ninth Annual Report to'
Cong ess, U.S. Dept. of Labor, , U. S. Dept. of HEW, Washington, D. C., 1979.

Not!: Succee ing tables wIll be broken down by te only wilen significant dikerenqiis between sites

were f Rd.

.2
;



4

For Most women. the determtnation of WIN status Is based on the

age of their Children. Those with children under age .slx are usually

voluntary participants, while those whose chlldren are six or older are'

usually mandatory participants unless they are not thd head of a househeild.

As the age of their oldest child is highly correlated (.74) withthe age

of the women in this study, and ss the Columbus training program has'a

higher proPortion of volUntary WtN participants (Table IV-1), it is not

unexpected that the groups of women., at the two sites differ weth regard

to characteristics related to their ages oP---to those of their children.

Age
a

The average age of the women in the participant group at the time

of the first interview-was 30. 'twenty-six percent were younger than 26,

pertent were between the ages of 26 and 34, and 19 percent were 35 and

olier. This distribution Ls not unlike that for all WIN registrants who

entered jobs during fiscal' year 1978. As anticipated from the differences

in. WIN status in Chicago and Columbus, Columbus participants are younge

than Chicago participants (Table 1V-2).

Marital dnd Family Status

Mostot the women in the participant group have been married

at one time but are now either divorced (34T) or.not living with: their

husbands (26%). .Usually,' they were first married between NI ages of .

18 and 20; the average age was 18,8: This average is soMewhat yoUnger,

than the national median age of women at the time of therr first marriage,

which over the last 30 years has fluctuated between 20.2 and 21 years of

age.9 The largest portion of the women in the participant group also had'

their first child between the ages of 18 and 20; the average age. was 19.13

and a large Minority bec.ame mothers at age 17 or younger (Table 1V-3).

U.S. Bureau of the Census, Statistical Abstract of the United
Stktes; 197Ar.,(99th edition), Washington, D.C., 1978.

55.
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TABLE 1V-2

AGE AT THE BEGINNING OF THE STUDY, BY SITE
(Percentages)

.

.

Ago at the Begng
of the Study

.

.

Chlcago Columbus

.

'

Participant

Group
Total

.

, WIN
Registrants

19784

,.

WIN Job
Entrants

19784

.

Under 20 Years 0 4 3 9 8

20 to 21'. years 4 7 5 6 7

22 to 24 Yiers 13 23 18 10 12

25 to 29 years 31 36 33

30 te 99 years 47 23 33 - 34

40 to 44 yekrs , 2 2 /10 8

45 to 54 yeris 4 7. 5 10 7

55 to 64 years 0 0 2

65 yeaii ind ovr 0 0 0

Total % .101 101 99 101 101
(N) (55) (75) (130)

Chl Square . 17.3
Degrees of Freedom = 6
Probabillty-= .008

alource,:. agt

tillv in thls and

Op9ct at 10 m, The.Work incentive Program,
. . 614. o Labor,: U.S.. Dept. of HEW, Washington, D.0

succeeding tables percentages wl 1 1 lolways total to

4

Ninth Annual Report to
., 1979.

lop due to rounding rror.
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TABLE IV-3

MARITAL AND FAMILY STATUS OF TRAINING PARTICIPANTS
(In Percentages)

JO
Percentages

1dhich of the following best describes
'Your current marital atatus?

Worried, living with husband 4

Married, notliving with husband 26

Divorced 34

Widowed 0

Never marrled 36

Total % 100
(N) (129)

H6w old were you when you were first married?

17 years old or younger

18 to 20 years old

21 years old or older

Total %
(N)

How old were you when your first child was born?

29

51

20

100

(82)

17 years old or younger

18 to 20 j'ears old

21 years old'or older

Total %
(N)

404
28.

49

23

100

(126)

How many children do you have?

One

Two

Three .

Four or more

Tralning
Pert icioants

Total % IOU
(N) (11Q)t.

Female Heads
of Househeads

with Children
Nationwide

38

29

17

i5

99

'Source: y,s, Bureau of the Cenaus, Statistical Abstract of the United
$tatet, 1978- (99th IditIon), Washington. D.C.
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Ali of the women In the partLeipant group hav had at loett one

child, alid half have had more than one. Judging from Census data thelirOmn

in this study hays slightly larger families than do all U.S. female heads

of households who have children (Tab)e iV-3).

Most of the women in the participant group said they diö not expect

to 'have any additional children during their
lifetime, and the majority

of the others xpect only Ape more child. Reports of a number of preg-

nancies since the program began suggest that the women in this program

may not in fact have chosen to defer planned Oregnancies until after the

training is completed, although unplanned pregnancies are ot course an

alternative explanation (Table

, Childcare,

Most of the women in the participant group have no other adults

With wh-om they can share childcare responsibilities. Each,of the 24 women

who said they did have another adult to help them,had only one other.,pepon,
A

and their mother was the person most often mentioned (Table 1V-5).

a
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TABLE 111-4

HOW MANY MORE CHILDREN DO YOU EXPECT
. TO NAVE IN YOUR LIFETIME?

In

Percentages

None
71

One
21

Two or more 8

Total

(N)

TABLE 1V-5

AVAILABILITY OF ADULT HELP WITH CHILDCARE

100

(128)

Ars there any adults who share with you the responsibility for taking
care of these children? Include anyone who is 18 or older.

In

Percentages

Yes 22

NO # %.
7 8

e".

Total 7
(N)

If Yes, who would that II?

Mother

Husband

Sister

Brother.

Grandmother

59
Boyfriend

Close remote Friend

.-

100

,(107)

Number of Times
Mentioned

II

6

3

I
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A variety of arrangements were made to care for the children of

the women in-this study. but overall the largest group of ; e s pone! ent

reported that childcare was not necessary, ither because their children

were old enough to look.afjer themselves or because their children were

4

in school during the same hours they were. The arrangements for

AhlIdcare differed between the Chicago and Columbui groups, reflecting

the greater provision of daycare by WIN In Columbus and the ifferences

In age of the children, The Columbus group, which had more luntary WIN

parOcipants and thus more young children, was more likely to use day-

care facilities apd "other" arrangements. Chicago perOcipants were

more likely to take their children to the home of a friend or

ho childoare arrangements were necessary (Table 111-6).

TARLF IV-6

WHAT ARE YOUR CHI LDCARC ARRANGEMENTS FOR THIS.,CRILD?
(In Percentages)

feel that

Chicago Columbus TOTAL

Child taken care of in home
' of respondent by relatives

.-

CAild taken care of in home
of relative

13 9 I I

5 5

Child taken care of in home
". of friend 22 11 15

Daycbro 7 21 15

No childcare necessary 40 29 34

ONIer 13 25 20

. .Total 190, 99 100

(N) (55) (75) (130)
Missing ,Data ( 2) (' 1) ( 3)

Total (N) (57) (76) (133)

/1

Chi Square . 10.7
Degrees of Freedom . 5
Probability -

'4.

60
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WIN usually bore the cost of childcare arrangements, and as a

result, most respondents pald nothing or very little for whatever child-

care arrangements they made (Table

TABLE IV-7

HOW MUCH DO YOU PAY PER WEEK FOR THESE CHILDCARE ARRANGEMENTS,
IIj ADDITION TO WIN PAYMENTS?'

(In Percentages)

No cost

$20 or ss. . ......
More than $20

Total X,

(N)

Olcago

4
100

(43)

Columbus' , TOTAL

91 79

5 21, .

5. a 9,
t

101 -IGO

(610 (107)

%Chi Sguar'e

Degrees of Freedom se 2

Probability = 0.00

Ethnic Background

The majority of the women p)rticipatIng In the -study are minority

group mernders. The...ethnic composition of the groups ;elected to take

part in the training varies bv-slie. Eig6ty-one percent of the Chicago
,

particiRantsloported they were black, 9 per-eart wt;ite, and 10,percent.,

Illentioned other ethnic groups. At Columbus, 47,percent slid they wen* black,

51 peTsent sald white, 2 percent mentioned other 9rotips. Canpered tO
.. ea

the national Figures for WIN registrants and job entranti, blacks are over-

represented and whites and other ethnic groups are Onder-repreiented In both

the Chicago and Columbus groups (Table 1V-8).

81



TABLE 1V-8

OF WHAT RACIAL OR &THN1C GROUP DO YOU CONSIDER YOURSELF A MEMBER?
(In Percentages)

,

Ethnic oup

. .

Chicago Columbus

Participant

Group
All WIN

Registrants
WIN Job
Entrants

TOTAL 197881 19781

'White, not Hispanic 9 51 314 56 66

Black, not Hispanic 81 47 61 39 30

Hispanic 6 0 2

American Indian or Alaska Natlye 2 le

Other 0 1 1

Total X.

(N)

100

(53)

.100

(75) '

100

(128)

100 100 ,

Missing Data ( 4) ( I) . (. 5)
' Total (N) 457) (76) (133) A

Chi Square 27.5

Degrees of Freedom = 4
Probabllity 0.00'

4

a
Source: WIN 1968-11r1 A Report at 10 Years, The Work Incentive Program, Nintn Anntib1'Report to

Congress, U3.-Uipi. of-EiNor, U.s. No. of HEW, Washington, p.c., 1979.
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The average member of the participant group came close to

completing high school. The mean number of years completed is 11.5.

Of the 133 participant group members, 55 percent had completed high

school education or more. This compares with a figure of 42 percent

for all WIN ri4istrants.ln 1978 and 49 perceriot for WIN registrants who

entered job% through the WIN program, suggesting that the women par-

ticipating In the Bell and Howell training are among the most highly

qualified WIN registrants (Table IV-9).

The majority (71'M of the women assigned to the participant

group who had completed at least some high school had been enrolled in a

general high school program rather than a vocational or academic program

4 (Table ly-9).

Half of the women assigned to the participant group had been

out of school for eleven years 'prior to the start of this study In 1978.

The median year for the end of formal schOoling was 1967 (Table 1V-9).

The participant group members in Columbus tended to have finished

schooling more recently than those in Chicago, corresponding to the dlf-
(

ferances In Age and WIN status reported earlier. However, the differences

wer'a not found to be statistically significant at the .05 level.

Geographi Mobi 1 I tV

A rough indicator of the geographic mobility of-study participants

is available from the IntervieW item regarding the state in which the parti-

cipant last attended school. Since on the average 11 years have elapsed

slncelthe women last attended school, the women in the study do not appear

to be highly mobile, at least across state lines. Ninety-eight percent

of th Chicago group last attended school In Illinois end 87 percept of the

Columbus group in Ohio.
1;\
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TABLE IV-9

SCHOOLING COMPLETED BY TRAINING PARTIcIPANTS
(In Percentages)%

.

. .

Training
Participants

All WIN
Registrants

1978a

,

WIN Job
Entrants

1978'

Years of $chool in_q_ Completed

Less than high school 45 58 51

High school 38 314 39

More than high school 17 8 - 10

Total % 100 100 100
(N) (129)

Type of High School Program

General 71

Academic II

Vocational 10

Total % 100

(N) (126)

rt.
Year Flnished Formal Schoolina

Prior to 1960 12 #8

1960 - 1969 41

1970 - 1978 47

Total % 100

(N) (130)

aSource: WIN 1968-1978: A Report at 10 Years, The Work Incentive
Program, Ninth Annual Report to Congress, U.S. Dept. of Labor,
U.S. Dept. of NEW. Washington, D.C., 1979.

64



ADM,* Test Score'

During the process of selection for participation In this study,

all of the parlicipants were given a battery of the GATB aptitude tests

and an rithmetic test designed by the Bell S. Howell Education Group. The GATB

test wes used as a preliminary screening device to avold'referring large

numbers of unqualified candidates to Bell is. Howell for further testing. The

cut-off point was a score_of 90, 80 for those who had completed high

school and expressed an interest in electronics testing. The scores for

participants are shown in Table 1V-10.

The GATE, test scores are among Alle variables on which the par-

ticipants from the two sites differ, with the Columbus subjects scoring

higher on every exam, as shown in Table 1V-11.

For the Bell S Howell arithmetic test, which was used to determine

actual program eligibsility: potential students had to correctly answer

9 out of 25 Items (36%) to be considered qualified for eraining by the

schools. (Students who scored lower than this standard but who had at

least a ninth grade reading ability were also considered qualified. The

participants'in this study scored lower as a group than do other applicants
,

to"the Bell & Howell Education Group schools. As on the GATB tests,

Columbus participants scored higher than Chicago participants (Table IV-12).

,The literature on the GATB tests indicates that 100 is the average

score for the general working population, with a standard deviation of 20.

10

U.S. Department of Labor Manpower Administration, Devplopeant of
. WES AptIklado Tie Battery f9r Electronlc Techniclan, U.S. Training and

Emplotment Service Technical Report S-293R, June 1970.



TABa

DISTRIBUTION OF, SCORES ON WO APTITUDE TEST BATTER'i FOR ALL TRAINING PARTICIPANTS

tip

Percentage Whose Scores Were:

.87 or
Lower 88-1b0 101-112] HFgher

113 or

Men [
S.D.

core I

GAM G

GAYS: V

GATB: N

Genera! Ability
(N127)

.

Verbs! Aptitude
(N127)

(N127)

A

9

9

35%

25

19'

34%

33 11'

43.

26% .

33

29

104

106

106

12

12

I

I

it-

u,
s

4
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TABLE IV-11

GATO TEST SCORES BY EXAM TYPE AND SITE, TRAINING PARTICIPANTS

Chicago

Columbus

(N)

GATB: G (General.Ability)

Percentage Whose Scores Were;

87 or
Lower

88-100 101-112
113 or

Higher
Mean
Score

S/anciard

Deviation

12 Chi Square . 9.72
Degreess.of Freedom 43

12 , Probability - .02

GAMMA . .30

ig

GATB: V (Verbal)

ClOcago . '(51) 12% 22% 37%- 29% 106 11 Chi Square 2.2
A

.
Ddgrees of Freedom u 3-

Columbus (76) 7 28 30 36 108 13 Probability - .54
i

0

GAMMA - .Q7

GATB: N (Numerical) -

Chicago . (5j 16% 29% 37% 102' 17 Chi Square . 12.9
Degrees of Fredom 3

14,Columbus .

m
(76) 5: 12 46 37 2 117 11 Probability .01

GAMMA .8. .47

Total N for Each
Table (127)

MIstIng Dots (6)

Total Experimental
. Population (133)



TABLE:IV-t2

sccrEs ON THE BELL, & HOWELL ARITHMETIC TEST, BY SITE'

.Chicago Columbus TOTAL

Percent.of Questions Answered CorreCtly:

Mean percent correct

Standard Deviatioc

47

21

Ir

4

18

51

19

Percent of ApOicants who
Answered Correctly:

t73 percent or more of the questions.
. . .

et la64 - 72 percent "

12%

16

13%

26

13%

23

44,- 60 percent "
. . . 32 32 32

43 pbrcent and fewer of the questions: . 40 29 3.3

Total 'X 100 100 101
(N) (57) (76) (133)

S. Chl gquare = 2.9

Degrees of Freedom - 3
Probability 40

It_ls also suggested that persons working in electronics technician occupa-

tions like those for,which these perticipants are being trained score

3 to 15 points higher than average. The tests and standards have noi

been normed for members of minority qiOups, The average scores Ijoe the

women designated as qualified for the Bell Howell training In this

study were higher than the average of 100 for the general working population

hin.1 t argo I tlt IV( t !Mil 0 tPi hil i I
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The everage-vmmbn In our study populailon Is 30 years.old, bleck,

mandatory V1N participant, Married at ige 19 but no longer living with

ber husband, had her first child at age 19, has had 1 or i children but

e xpects to hove no more, and hos completed eleven end a half years of

schooling In a generak high school curricuTum.

The wqmen selected for this study have clearly Seen "creamed." They

bre highly qualified with respect to the thAteristics presumed td be

Jmportant for success gln training Orograms compared to the general WIN poo-
,

;dation. In some ways the demonstratron koject be1n4 assessed in this

0 study present% a "best case" example, of the potential of AFDC recipients

for high quality training. , On-each background characteristic, however,

there is considerable variation among the members of the study population,

which will allow the,meisurement of the impict of different combinations

of backgrOunditharectehstics on success kn the program and employment.

:
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V. 'JOB, TRAINING, AND ,WELFAR( HISTORIES

This chapter describes the. ehployment Miltory of study participants

prior to beginning the Bell CHowell Training Program. Training programs

ln whith the participants have Rreviously Participated are alSo discussed,

as is their welfare experience, A; In thie previous chapter, most of the .

specLfiu figures PresTted describe those women enrolled in the Bea&

Howell programs, the "participant group. However, differences between the

participant and comparison groups have been examined and, where relevant,.

are discussed. in Appendix A.

, Job Histories

Virtuelly all (941) members of the study population reported that

they had,held a job atosomf point in their ii2ies, and a surprisingly large

number ClIZ) hod held jobs4related in some way to electronics. By the

time theopportunity for enrollment in Bell & Howell training was

announced, almost all (90%) of the respondents were unemployed and 4ad

been unemployed for more"on six months, Those who were working fell

within the Fategory of low,wage and/or part-time workers who earn $0 little

that they remain eligible for WIN services (Table V-l),,

The design_of the interview.schedule uied during the first round

of interv4sws Allows us to examine two aspects of the eMployment hi.story

of study participantsthe job held for the longest time and the job held'

in the year prior to the start of the training program.,

S.

-07o
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TABLE V-t

EMPLOYMENT STATUS OF PARTICIPANTS AT TIME
TRAINING PROGRAM. ANNOUNCED

In

Percontion

Employed 10

Unemployed 90

Total % 100
(N) (130)

Length of Time Unemployed

0 months 10

1 - 6 months 20

More then 7 months 70

Tots I % 100
(N) (130)

JO4 Meld for the LOM9eSt Period of Time

Table V-2 shows the distribution of job titles classified by

occupational category. Seventy-six percent of the participant grotip

Iworked full-time (40 hours or more) at the job thdy held for the longest

time, avalbgIng 154 percent of the minimum wage established for the year In

which they left this Job. The year In which participants left this job

ranged from 1945 to'1979, with most leaving In 1974 through 476 when

the miLum wage ranged.fr:om $2.00 to $2.30.. The average wage not

corrected for inflation wes $2.84 per hour. The average wage cornecteil .

di

for inflation and xpressed In 1967 dollars,was $2.01 per hour (Table

71
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TABLE V-2

OCCUPATIONAL CATEGORY OF "TITLE FOR LONGEST JOB EVER HELD
RY PARTICIPANTS, BY SITE

(In Percentages),

Octupational CategorY of Job Title.

'.! Professional

I, Sub-Professional and Technical
1

Manatierial, Administrative and Proprietary

Chicago

2

0

it

Higlier Clerical 4 ,

Lower Clerical 35

Forenen, Craftsman and Kindred 2

Operative and Kindred 23

Service Workers 31

Columbus

2

2

2

12

25

3

9

46

-Total 'Y. 101 101
(N) (52) (68)

I.
Most members of the study group were employed at locations con-

venient to their residence. More than half lived within 8-miles of their

place of work, spent 30 minutes or less commuting by lass transit or
1.

personal car, and spent less than $5 per week for transportation. RespOn-

dents mentioned that transportation had been. a prohlem only when specifically

,asked About this factor,, and then only 14 percent said transportatipn had been

a problem at the time they ieft thls job (Table 1/L.4). .
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TULE 11.-)

1:11AMCMISTICS OF Tlit 1.0111IST .1011 IV( N NILO
TPA1111114 PARTICIPANTS
(le Perimeters)

bantam.
221ereVorked Per Wee4

2* hears or so

II to 39 hews 17

MI hours 52

41 Mors or more 17

Teta) % 100
(1) (12))

ihrid.L.ten
$1.90 or loes II

$1.51 - 2.00 15

111.01 - 230 24

$2.51 - 3400 17

$3.01 - 4.00 17

24.01 or more 15

VIIIM r

Total %
00 (W)

Percentage tamed
of 11111111HM %rage
Thom ILlfect I vs_

0 .to 7911 4

te Ian 13

101 to 125% 22

IN to 150%

555 tO

201% or mono

drTtal %
(11)

73 .

4,

100%
(103)



X

Mistime

*
Less then 2 mlies 37%

3 - 9 miles 31

10 - IS miles 19

More 'than 16 miles 13

Tote1(Z;

A

TAGLE V-4

TRANSPATATION TO LONGEST JOG EVER NILO
(In,Parcentages)

Type of Transit Ui*d
It

Mess transit 53%

Own car 20

Car pool. 13

Welk II

Otheru 3

Tine Spent Connoting I Cost Per Week of Transit

Less than IS mlnuies. 20% Free il%

16 - 30 athletes 30 $1 - 5 47

31 - 45 minutes 12 $6 - 10 27

More then 46 minutes. 30 $11 T 15 6

Mere than $16 4

100%
(106)

100% 100% 101%
(108) (107)

(103)

4
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The-means of transportatiog to \\he Job eld for the longest. tip,

varled by site, reflecting the availability of mass transit in each city.

Seventy-seven percent of the Chicago participants used mass transit,

compared with 33 percent of those in Columbus. Conversely, In Chicago

17 percent of participants used their own car or car pooled, while in

Columbus 46 percept used a private car. As a result, Chicago participants

spent more time in transjt (66% spent more than 30 minutes) than Columbus

participants (17% spent less than 30 minutes).

The most common means for finding their longest held Job was

/hrough friends or relatives and through self-initiative. Thirty-six

percent found the job through 'friends or relatives at /he firm, 22 percent

simply walked into the employer's office and 10 percent answered news-

paper advertisements (Table V-5).

Members of the participant group were employed on their longest

job ever held for an average of 35 months. (The median was 24 months.)

Qnly 10 percent stayed 6 months or less at the job, while 48 percent

stayed more than 2.years. This-evidence of Job stability Is in sharp

contrast to widely held beliefs about the wo0 expe ience of welfare

recipients,

to become regular members of the labor force (T4 le V-6).

and suggests that this select group of women have the potential

Participants in this study were asked about their reasons for

leaving their longest Job in two ways. First they were asked to list

therr main reasons for leaving. Those who had not-atready mentioned

these factOrS were then sked whether health, childcare, pregnancy ox

transportation had ben prob)ems at the time they left the Job. Preg-

nelly stands out as the main reason for Which the participants left their
Al.

job, followed by such factors as health, moving, the-job being only

temporary and belng laid off (Tabla V-7).
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TABLE Y-5.

HOW LONGEST JOB WAS FOUND
(In Percentages)

I n

PorcanaDoS

Fr-lends/relatives at-Job

lialkedin to employer's office

36

22

Newspaper civertiseaent 10

Friends/relatives not at Job 8

SFhool counselor 6

Stets employment agency 4

Prlvate employment agencv4t
411/14,

Job training p;ogram

Other 11

I.

Total

(N)

TABLE V-6

LENGTH OF TIME EMPLOYED AT LONGEST JOB
(In Percentages)

In

1 Patcentaass

1 - 6 months

7 - 12 months

13 - 18 months

19 - 24 months

25 - 36 months

37 - 48 months .

49 - 60 months

Kora than 61 months .

Total 7,

(N)
7 6

10

17

14

14

13

6

15

10Q
(104)
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TABLE. V-7

REASON FOR LEAVING LONGEST JOB EVER HELD
(In Percentages)

Mein Reason
Mentioned
Without
Prompting

Additionar
Percent Mentioning

Reason
With Promptim_

Total Percat!tage
Mentioning

This,Rrason

Qult: Pregnant.

Qult: Health

Quit: Daycare

Quit: Transportation

17

9

6

0

27

18

15

14

44

21

.

21

14

Quit: Rspondnt moved. . 9 (Not Probed) _ 9

Job temporary 7 (Not Probed) 7

Laid off . 6 (Not Probed). 6

Quit: Disput . % . . . 6 (Not Probed) 6

Quit: Pey too low 6 (Not Prtbed) 6

Fird 4 (Not-PrObed) 4

Quit: Company moved/failed. L. (Not Prc)bed) 4

Qult: Fami.ly problem. . . . 4 (Not Probed) 4

Quit: Didn't like job . . 2 (Not Probed) - 2

Qult: Poor working
-conditions 1 (Not Probed) 1

ii: Other reasons 14 (Not Probed) 14

ot r
...,5

I
(Not Probed) 6

Total % 101 1751/

(N) (108) (108)

4a
Percentages sum to mor than 100.due to multiple responses.

7 7
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Job Held In Year Prior to the
Training Program

Forty percent of participant group members held A job In the

year prior to the training program, as dld 36 percent of the comparison

group. The distribution of lob titles by occupational category is shown

in Table V-B. Most study participants were employed in low-skill positions.

Sixty-nine percent worked full-time at this job, for which they

/received, on the average, 136 percent 0. the minimum wage established

for the year in which they left the job. Most respondents whO were

working in the year prior to the trailling program left this job in 1978

when the minimum wage was'S2.65 per hour. The average hourly wage

reported was $3.53
11

(Table V-9).

Informal job finding means were the-most usual ones, as was the

-case for the longest held job, with self-Initiative and contacts through

friends and relatives acebuntinq for the bulk' of these placements (Table V-10),,

Training participants had spent an average of 14 months (the

median Wit 8 months) on the job they held in the year prior to the

beginning of the progyam (Table V-11). Being fired, having health

problems, and receiving low pay were the most common reasons volunteered

for leaving this job. When specifically asked, additignal participants

mentioned that health, childcare, pregnancy and transportation had been

problems (Table V-12)-

11

Expressed in 1967 dollars the average hourly wage was $'1.95 per
hour, somewhat less than the average of $2.01 per HOur for the longest
Job ever held.

a
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TABLE V-. ,

OCCUPATIONAL CATEGORIES OF JOB TITIES PDR TOE POSITIONS HELD
BY PARTICIPANT GROUP MEMBERS EMPLOYED IN THE YEAR PRIOR
TO THE BEGINNING OF THE BELL S HOWELL TRAINING PROGRAM

(In Porcontages)

Occupational Category In
of Job TM.

EttelitP4

Professional 0

Sub-professIonal and Technical 0

Menegerlal, Administrative and Proprietary 4

illeh Clerical 16

Low Clerical 16

Foremen. Craftsman and Kindred

Operative and Kindred 10

. Service Workers i SI

Total %

(N)

4. 99

(49)

TAILS V-9

CHARACTERISTICS OF JOB HELD IN YEAR PRIOR TO TRAINING PROGRAM
(In POrcentages)

In
NOWA WOrkod Per WOek PerGenteoesi

Less then 20 hour, 15

21 - 39 hours 15

40 hours 50

Moro then 41 hours If

Total %
I 99

(N) (52)

itexclaiase
$2.00 or 1ess

12.01 - 2.50

$2.51 4. 3.00

$3.01 - 4.00

$4.01 or more

Totl %
(N)

10

25

)1

25

99
(SI)

Percentage Earned
of MInleum Wagett
Then [ffocOve

to 7SA 6

76 to 100% 10

101 to 129f 35

126 to 1509 16
ta

151 to top% 16
tors of more

Total f 90
(M) (49)

These flours. Se% notcadjusia Air InflatIOnl
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d
(TABLE 1.(-10

HOW JOS HELD IN YEA
i

PRIOR TO THE PROGRAM WAS FOUND
( n Percentages)

In
Percentages

Walked into employer's office 25

Answered newspaper advertisement 21

\

Friends/relatives at the Job 19

Friends/relatives not at the Job 12

State employment agency 6

Job training program 4

School Counselor 2

Union
2

Private employment agency 0

Other
10

Total %
(N)

TABLE y -11

LENGTH OF TIME EMPLOYED AT JOB HELD IN YEAR PRIORI
TO TRAINING PROGRAM
(In Percentages)

Length of Time
on Job

1 - 6 months

7 - 12 months '
. 4

I,

.

15 18 months

19 - 24 mont s

25 .. 36 mont s

37 - 48 months

49 -.60 months ,,

Nora than 61 month&

Total %

(N)

0

101

(52)

.:,

0

4 .
..

41,

lb

PerCelltages

42

25

k
. 10.

8

4

4

4
v

2

99
(48)

J.
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TABLE V-I2

REASON FOR LEAVING JOB HELD IN YEAR PRIOR TO THE TRAINING-PROGRAM
(In Percentages)

.

-

it(

Main Reason
Mentioned
Without
Prompting

Additional
Percent

Mentioning
With Prompting

Total Percentage
Mentioning

This Reason

Quit: 'Health

Quit: .Transportation problems

Quit: Day care

'Quit: Pregnant

Fired

Quit: Low pay.

12

0

22

31

24

34

31

28

8 18 26

14 (Not Probed) 14

. 10 (Not Probed) 10

. (Not Probed) 8

(Not Probed). 8

I
(Not Probed) 14

Job was temporary 8

Quit: Didnit like job 8

Laid off 4

Quit: Dispute 4

Quit: CoMpany moved/folde 2

Quit: Respondent moved 2

Quit: Other 12'

Other reasons 12

Total -4

(N)

(Not Trobed) 4

(Not Probed) 2

(Not Probed),--- 2

-

(Not Probed) 12

(Not Probed) 12

100

(50)
1958
(50)

aPercentage totals to more then 100 dueto multiple responses.

81

.4
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M 91Snt In Ui. Labor F "
r-s.

For 24 percent of the members of the participant. group who held

jobs in the year ptior to begionin9 tiaining. this job was also the.inngest

.tob they had ever held. For the remaining 48 participants, however,41k is

pos.S4ble to compare the longest job eve'r held to the more'recent JOb to get

a feeling for their moyement in the JahOr force, A comparison of various

characteristics. of the two lobs for.these individuals- Is presented in

Table V-13,

TABLE V-I3

COMPARISON OF ASPECTS OF THE LONGEST JOB EVER HELD AND THE JOB HELD
IN THE YEAR PRIOR TO THE PROGRAM FOR THOSE A

FOR WHOM THESE WERE DIFFERENT JOBS

Mgyement In OciupatIonal Category .

of Job Titre

Had higher/Skill level on most recent job 27

Stayed the same 33

Moved down In skill level (85% of these moved
to the.lowest skill category) (33) 39

Per Hour Jstandardized
to 1961 Do ars

made a higher wage on more recent Job 32

made a lower wage on more recent Jon

Hours Per Week

Worked longer hours .cm most recent Job

Wored the same hours (W% of these worked 40 hours)

Worked fewer hours (half of thes'e reduced.thelr
hours to 40/week) (36)

(31) 68

00

e. 39

aFrom part-tTme to full-tIme jobs.

- bFrom-f6117tIme to pea-glme Jobs or from very long'hours tO
.40-hour week.

82
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dkOverall, there has been little advancement in terms of the skill

level of:cher+ ocvpations; the largest portion of those who changed Job

titles actuality mo,ed downward into the lowest skill 'category. The
. ,

'As

reported wageincredise is lirgely.an artifaCt of Lpfittl'on. in trms
'

of stable (1967) dollars, 68 percent experienced a decline in earnings.

The hours'worked shifted towardA a 40-h our work week, 'either moving from

a part-time to a, full-time lob or moving from working very long hours

to a mode customary 40 hours per weak.

in addition, comparisOn of:Tables VA7 on4 W-14, shows tyat on

the'mdre racent'ijob, -childcare naper't4en pregnancy became a mjo roblem. :

,

,Tralr;ing Pr9grm Histories

Fpr 45 per'cent of the pacticipants, the Bell & Howell .

a
t*nIng prograM was not the first vaininvrogram in whi'ch they 'had ?qt.

. ... .

Ai most common types of 'jobs for which pa(ticipants had been

0.alned in earlier vocationizel programs werclerical andiservice occupa

such as' dice!

or

aide. beautician, end bakery he4p.4,
A

The programs undertaken 6y 39 percent or the4mei.C.IPants
.14

.0'

"it 140ast partially,4ponsored by the -federal governmeril:.:Zwenty-two'percent
..

'.... .A. . s'.:'" .
.

_

hail"eaken vocational education coUrses and'24 prcett 'aduit'aducation courses...,

C.
-

A
1 .

- . - . . .

A
Only 10 percent had taken part lh a formal-training program offered by-'a

..

.40cdmpany in the pxolvate sector (Table V7I5). t.

Paynmnt for the Arning'came from a iariety of 'sources, mostw''.
.

often from an employem and 'seldom from .the participan r a faMilymember

(Table V-I6),

.

, .

.1. 'e
Nt '

0

\
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Fifty-seven percent of the participants,compliAd their previous

training program. There wasno relationship between the skill level of

the Job being trained for and the likelihood of completing the training.

The primary reasons listed for leaving these training or-ogre/Am:tare boredom,
,

pregnancy and a large "other'reasons category. Medical prob)ems were
0

not mentioned aVII.Preaions for leaving' (Talkie V-I/).
6

$

1 ,

:4
6 .:

F.
1

.

TAB(E-V-11!
k,

p
6

. e bCCUPATIONAL CATEGORY FOR WHICH PARTItIPANTS WERE TRAINED

'.:46,

' .IN MQST.RECENT-TRANING PROGRAM'

'..;, In
..b

: 4
Percentagei

.

t
..

,

.. .' No training, reported 55 r ..
. ,

..
".TralnIng reported 45 *e

. ,
, , e

c-..

-Total %
(N)

100

(130)

:e
a

Of Those Receiving Tralgring, OccupailOnal. I

.1'
Category of Training

--

Prafestlonal t)
. 2

e'Sub-PrOfeSsionlf..ind Technical 10,

Managerial,'AdmInIstrative and ProPrietacy

High Clerical ' , 2 5

Low Clerical . . 35

"Foreman, Craftsman and Kindred
4

Operative and Kindred .7

SerVIce.Workers 18

Total.%
(N)

8 4
. . .

,.
101

(57)



Adult education

TABLE V- IS

TYPE OF MOST RECENT TRAINING PROGRAM
(in Pectentagas)

Manpower Development and Training'ind CETA

1m

Percentages,

. . 21

ft
.

1 'Government financed apprentitefhip , .. . 16'

, .

Vocational education-private ichool- ; 14'

10Prlivaite company formal traini.ng.

Vocational.education In hign,aohcbi. 5

Vocaticeal education in a. community college 5

Job tea 1 n 1 ng

Job C orps

pnion,apprenticeship
J

(N)

v

'

I

. .

.%.

2

2

101

(58)

111.
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TABLE V-I6

SOURCE OF PAYMENT FOR MdST RECENT
(In Percentages)

TRAINING

In

Percentages

Employer 18

44
, CETA 16

-. Federal Government, unspecified II

WIN / 9

Manpower Development and Training 5,9

Respondent 9

State government, unspecIfied, 7

PublIc aid, unspeafled.: 7
.. .

si

Basic EducatIon ORpoiltunIty G5ant.
1 .4

Other 9
C:t=

Total % 99
(N) (58)

-

t,

00

,

-4

'

0 a

411
4
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TABLE V-17

MAIN REASON FOR LEAVING MOST .RECENT TRAINING PROGRAM GIVEN
BY THosE wmp FAILED TO COMPLETE IT

In

Percentages

Bord, program wasn't for me 20

Pregnant . . . P".
A 12

Wanted full-time work 8

Redrganization, trainihg opportunity curtailed 8

started WIN Program

Closed profession, little opport6nity to break In or
little promotlon oppolpnity 4

Felt discriminaied against 4

Afraid to take bus at night

Disliked school/classes

Medical A 0

Other 32

Total %

IP

4

C

190

(25)

11.
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Of those who cp leted a vevious training program, 62 percenk

were eolployed afierwards. An additional 28 percent sought work but weir

wable to find a lob. Seven percent did not luole'for a job because of

stmh problems as poor health or pregnancy. Only 2 toercent of program

comptIliters did not work because they were not interested in working at

that time.(Table V-18).

ea.
The charactelisticc of the Joh% found differed little from those

\
of the longest job ever held or the Job held In the year prior to thf1/4

Bell E. Howell training, suggesting.that the previous training undertaktn.

did littlepto change the position of completers in'the labor market.

Most of the iohs found were in Ipw skill categories and averaged 140 percent

of the minimum wage.which prevailed at the time (Tables V-I9 and V-20).

Onevdifference between the Job found after previous training and

the drher jois discussed Is the means by which the JoOrwere found: State

employment agencies were more of a factor and walking into the employer's

office less of a factor than had been the case with the other jobs descr4ped

(Teble Vr21).

Most of thp,jobs f6und after training lasted a short peniod bf

time, more flan half lasting leas than a year. The fluctuations of the
.

labor market were more impot-tant factors in the clients' leaving this Job

than were such factors as hewIth or pregnaricy. Apparently, in spite of

whatever increlses in skills.they had gained through training, the clients

were not able 'eo find.a secure position in tile labor force and were still

at the mercy of fluctuations In the labor market, (Tables V-22 and V-23).

ir
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TABLE 11-1 8

.a

WORK STATUS AFTER COMPLETION OF MOST RECENT TRAINING PROGRAM
(In Percentages)

In

Percentam

Employed

-Working while in training, stayed at same job 17

Already had job.lined up at time of completion 7

Sought job after conpletion% found one related to training 24

Sought job after completion, found
t training

Unemployed

not related to.
14

Sought jdrb after completion, did not find job 28

Not interested in a job at that time

Old not seek a Job for other reasons 7

' Total % 99
.. (N)

. (58)

At.

r

6,49

If

.1
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TABLE V-19

OCCUPATIONAL CATEGORY OF TITLE OF JOB HELD AFTER COMPLETING
MOST RECENT TRAINING PROGRAM

(In Percentages)

In

Percentages

Professional 10

. .

Sub-Profes'sional and Technical 0

Managerial, Administrative and Propriitary A .

0

High Crerical 15

Low Clerical .4125.

Foreman, Craftsman and Kindred 0'

Operative and Kindred.L: 10'

Service Workers 40

Total %
(N)

.

r4.

100 .

(20)

I.

a

_
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TAKE V-20

CMARACTERISTICS OF .1011 MELD AFTER COMPLETING
MOST RECENT TRAINING PROGRAM

(In P"ercentages)

In

Percentages

Q - 20 hours 25

21 - 39 hours
o

40 hours 75

Nore than 40 hours 0

.
Total %

(N)

yage For Hour.

$1.50 or less s

$1.51 2.00

$2.01 7 2.50

$2.51 - 3.00

t3.01 - 4 00

34.01 or more

Total.%

(0)

105

(20)

19

5 )

29

19

14

14

100
21

Asrcentago earned

of MInImum Wa9e

Then Effetivt

0 to 75,4

26 to 100%

10

0

101 to 125% e 24

126 to 150% !

43

151 to 200% --. ..... ss ...... 14

201%, or Fiore
10

*

total %
101

(N)
(21)

*These figures have not been adjysted for Inflation. The year In which

they were earned ranges from 1962 to 1975. The ver,ape unadjusted wa9e was

$2.611. The veralis wage lexpressed In 1967 dollars was. $1.64.

9 1
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TABLE V-2I

HOW JOB WAS FOUND AFTER MOST RECENT TRAINING

(In Percentages)

In

Elalaa2/1.

Newspaper advertisement 19

State employment agency. 19

FrIends or relatives at the lob 14

Friends or relatives not at the Job Ui

Walked Into employer's office )0

School counselor 10

Job-trainIng program 5
1).

Other 10

-Total % 101 .

(1) (21)

TABLE V-22

LENGTH OF TIME JOB WAS HELD AFTER MOST RECENT TRAINING PROGRAM

(1n,Percentages)

In.

Percentages

I - 6 months 45

7.- 12 months 18

13 - 18 months 0

19%. 24 months 4

25 - 98. months 9

'*\37 - 48 months

49 - 60 months

More than 6.1 months

Total % 4

(N)

1. 18 months
. (One person Is still employed st thls Job.) .

92

23

99
(21)
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TABLE V-23

REASONS FOR LEAVING JOB FOUND AFTER MOST RECENT TRAINING

(In Percentages)

'Main Reason
Mentioned
Without
Prompting

Addttional
Percentage
Mentioning

w1tb
Prompting

Total
Percntage
Mentioning

Laid off

- pregnant

Quit - transportation

Quit - Daycare

Job was temporary

Quit - company folded or moved.

Fired

Quit - health

Quit - pay toO low

Quit - respondent moved

0

Quit - family/personal problems

Quit other

Other reasons

Tota-I

(N)

tA.

24

5

5

0

9 ,

9

9

5

5

5

5

14

5

100 ,

(21)"

(Not Probed) 24

i5 20'

15 20

9 9

(Not Probed)
, 9

,(Not Probed) 9

Not Probed) 9

o 5

(Not Probed) 5

(Not Probed) - 5

(Not Probed) 5

(Not Probed) i4

(Not Probed) 5

139a

a
Percentage, sum to more than 100 due to multiple responses.

b
One person is,still employed at this job.

''N\
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WIN and Welfare History

The hIngest time A Chicago participapt had been enrolled in

the WIN program was nine years. and among Columbus participants, four

years. However, most of the members of (he participant group'have only

been in WIN for a short time, eraging light months. In fact, In

Columbus, more than 70 perce t'of the particiPants joined WIN only after ,

the Bell & Howell training opportunity was announced. This reflects

the different means used in the two sites' to advertise the tralning

opportbnity, and the different mixes of mandatory and voluntary partici-

pants*reiuiting from the recruiting efforts. AA may also- reflect the

appeal of such a program for nonmandatorytrients who are eligible

WIN benefits but are not attracted by the usual opportunities available

' through WIN (Table V-24).

Prior to entering the WIN program, the women tad been on public assis-

tance for an average of 41 monibs (the median was 36 months). The Chicago '

' women tended to have been on public assistance longer but the differences

between the sites were not statistically significant. Throaverage total

time on some form of public support at the. time flhis program began was

thus 49 months, a remarkably long time when the employment histories of

the participants are also comsidered.12

For most of the.women, their current episode on public assistance

was'the only one, and few had been on public assistance morer-<b-joece

before (Table V-25).
1.

Almost all of the participants. are eligible for and receiving

food stamps and Medicaid (Table V-26).

12
Undoubtedly, many of these participants had received welfare

supplementation while employed in,low-paying jobs; the extent to which '

this was the case cannot be determined on the basis Of the currently
available data set.
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TABtE V- 24

MONTHS IN WIN PRIOR TO START OF BELL E. HOWELL TRAINING
(In Percentages)

.

0 months qjoinad WIN when this proven
began)

1 month

2 to 6 months. .

7 to 12 months

13 to 24 months

More than 24 months

1.
Chicago Columbus

PartIcIvant
Group
Total

.....

Total %
(N)

12 40 28

19 32 27

31 13 20

8 4 6

12 8 9,

19 3 9

101 100 99 -
(52) (127)

Chi-Square 2549
Degrees of Freedom = 5
Probability n .0001

MONTHS ON PUBLIC ASSISTANCE BEFORE WIN

1 to 6 months . 18 18 18 s.

7 ip 12 months 16 22 19I
13 to 36 months 9 ..-- 23-

1.8
137 to 60 months 24 15 18

Moro than 60 months .

33 22 26,

Total % 100 10;i- 99
(N) (55) (73) (128)

Chl-Square - 6.7 ,

Degrees of Fteedom u 4
Probabllity-m..t5

I.
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TABLE V-25

NUMBER OF TIMES ON PUBLIC ASSISTANCE
(In Percentages)

1 time

2 times

3 times

14 times

More thew 5 times

In

Pelcentage..

y

.59

. 10

5

2

A.

Total %
(N)

TABLE V.-2u

FOOD STAMP AND mEolcAlp STATUS
(In Percentages)

- 100

(130)

Food-Stamp Stt'4us medicaid Status :4

Eligible and rece6ving .

Eligihje. not recelvir*,, .

Not eligible

'a Total
(N)

95

2

3

4-

41P

, 9Z

8

100

(12.!4)

S

16§

a

41%

'

; P

,

C''`

if

1.
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Nearly all of the participants in this study bad considerable

previous work xperience.-usually in a low-skill, low-paying position.

Even though most had been working full-

constdering the'size of their families

level. Some of the women used welfare

time, they had not earned enough,

, to raise them bove the poverty

apd other public resources to

supplement insufficient earnings,while others were relatively recent

Jecipients of public.support.
Although they held their longest job

lor lmost three years on the average, pregnancy, poor health, child-

care problems and being laid off or fired led to loss of continuous employ-

mert.

Many of the participants had exhibited the motivation to escape

dead-end situations by upgrading their skills in tralning programs previous

to the one being ssessed in this study. These programs usually trained

them for clerical and service positions; furthermore, some of the

programs, In portico* dult education, provided few direct place-
r

ment opportunities and little articulation with the labor market:

Alternative WIN programs generally place women' in service, clerical

and sales occrations, the categories in which more than two-thirds of fists!

131979 WIN Job placement's for women took place. The average Wage for women

who gained employment through WIN in 1979 was $3.24 per hour, and among male

nd female WIN clients placed in jobs in 1979,,dine In ten remained eligible

14for welfare supplementition. WIN placements are measures in terms of Jobs

.

1, ,

.

A

"WIN Prov es 297,124 Jobs for Registrants:" ETA interchange,Vol. VI, Nos. I and , January-February, 1980, p.8.

14alit.
4



1.

-77-

lasting 30 days or more, hardly guarentos of a career. The high-skill

demonstration program seeks to identify the most capable female WIN clients

and to provide them with the opportunity to achieve economic self-sufficiency

so as to become totally independent from welfare. It remains to be seen

whether significant number of thls well qualified group of welfare reci-

plants con complete this program, and whether the prograA with' Its promise

of well paying Jobs will lead to more successful outcomes than earlier'

training efforts or the more usual ervices provided by WIN.

t,
%

a

9 S



VI. CLIEN110 EXPERIENCES WITH THE DELL AND HOWELL
TRAINING PROGRAt -

,

The intervrews' to gather baseline information on study dartl-

m
clpents were mdministered.sdme months afsigitralnIng began.

rer diSto to gather some 14ormatIon about dig traineesi

-.with the Well s Howell training program. It should be noted that this

Information is preliminary and tentative, being predomlnentlyNa desoription

of early impressions. Included are: (1).the tHings about the irogram

Thus, we

early experienebs

'hat clients liked most and least, (2) their assessments of the eXtent

to which Various aspects of the training met'pre-enroliment expectations,

(3) problems emcountered by itlents In completing the program, and (4)
. %

factors related to poor attendance..

At thq time the Interviews mere conducte'cl., a total of 35 trainees

had left the program; there-,were IS dropouts In Chicago and 20 dropouts

In Columbus. Throughout this chapter, information will bedl-egorted

separatelyrby Ilia aftd program status.

Feelings Toward tke Program

\\ The spects of khe training program that clients liked most are
'

reported In Table VI -1. the most frequently. mentioned "likes" had to do

with aspects of the curricular structure of the'training program, namely,

the laboratory exe rCisos and thi instructors. Classroom work was mentioned ,

lest often than the labs by all categories

edrolled In the prograM, Columbus students,

tounterparts, respond d, that they ilird the
si

(40% vs. 10%) and the,'Iabs less freqttently

4

of clients. For thdse ollents

as compared with their Chicago

instructors more frequently 4

(27i vs. 54%). Very similar

patterns occurred fqr dropouts at both sites. Interestingly, roughly a

quarter of 0.11 four voups indicated trot they liked the

nity for,learning and obtainsing career preparation best.
.

99

general opportu-

4

V



TABLE VI-1

WHAT CLIENTS LIKE MOST ABOUT THE BELL I towELL TRAINING PROGRAM, BY SgE
(In Percentages)

k

..1

Labs

Instructors

.

.1:44*k Career Preparation

Enjoy Learning

Classes'

,Self-paced Instruction In "Prep"

Other. ,

NOthIng

In Program Dropout

Chicago
(N40)

Columbus
(N53)

VI/

Chlcago
(Nw15)

Columbus
(No.119)

. . 54

10

,q... 17

29 27

17 4o

)
17 /13

16

. 53

16

10 7 1, 0

5 14 0 5

2 9 7 5

0 .9 o 5

-2 . 4 o 0

a

100
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Table V1-2 shows what clients liked least about the Dell &

Howell training program. Among clients still in the program, "difficulty

of classes" was most often mentioned (by 45X of those in Chicago and 20%

of those In Columbus). Roughly quarter of the dropouts at, both sites

also singled out .this aspece of the training. Two other program enrollee

dislikes stand out in Table.Y1-2, namely, the race and sex lAalance of

classes and the absence of women's restrooms at both schools. Thls

suggests that these WIN clients perceive the VII & Nowell program to

be geared primarily toward males, esPecially white males, and that this
\

"vowsorientation ir somewhat problemati-C. Note, ver, that the dropouts

do not mention either of these factors--their responses are far more

general and cover a range of more or less idiosyncratic Ositkes as shown

by the frequency of "othee' responses from dropouts at both sites (40X
.

1.n Chicago and In In Columbus).

Fulfillment of Expectetlian,

Another way of looking at clients' experiences with tho training
'"Ne--,

program was to ask the extent to which various aspects met pre-tralnIng

expectations. The findings from these questions are shown in Table VI-3.

'The majority of students in all categories found the difficulty of the.'

coursework to be as they had expected. Those whose,exporience differed

from _their expectations found the courSework more difflcul't chan;a;ticipated.

Thill was-especially true amorig'the Columfous dropouts.

; The major area, In which.the students' expectations were nbt met

was in the demands on their time. Most of the students found studying

and homework.toek more time than they-had expected. In Columbus, a sigher;

percentage of dropouts than of those still enrolled in th: training found

their expectations of the time demanded of them exteed.4.

101



TABLE VI-2

WHAT CLIENTS LIKE LEAST ABOUT. THE,BELL & HOWELL TRAINING PROGRAM, BY SITE
fin Percentages)

In Program Dropout

Chicago
(Nft40)

Columbus
(N*55)

Chicago
(N15)

Columbur
(N20)

t
Difficulty bf classes 45.0. 27.3 26.7 25.0

RimP, sex Imbalance, prejudice 25.0 27.3

Absnc of rstrooms 17.5 21.8
a

Teachers, administrators 7.5 7.3 '6.7 151

Physical inconvenience, 'travel 5.0 14.5 13:3

No place to study 10.0

Finances 540

Othir %IDta 1.8 40.1) , ,o.o

No dIs1llt4 15.0
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*.( V1,)'

SIOUAN IliffellbCIS AS COMMAIO WITN PREAMIOSAAA MUTATIONS, ST Slit
(In foreenteoss).

Is the teuraerk In the tralmIrvg program
mire dIffieult. less dIffigult. or Just
about as dIfficult &sew, hod empectod1

In Program Dropout

.CAloago Columbus Chlteso Columbus
0040 (00'55) (MmIS) (11.40)

Mere difficult 25 tO ll 40

As expected 65 50 67 SO

Lees difilcult ..>-. 12 al 20 10

:1tudilno one homework seem to take mace
11k, less time, ow shalt es much time as

yeu had emposted1

Mere time
!

4. As espeeted

Lees time

Total

f00 100. 100 1 100

56 '40 54 55

3, 3, 3) 35

5 SI 1) 10

100 100 100 100.

In sonerel, do you feel the teachers hare
been mere helpful, less helpful. or about
se helpful as you had expected,

Moro helpful . . 22 64 55 $6

As empeeted 51 21 40 ti

Less helpful 27% 1$ 27 16

Total 100 104 100

Op yo feel your nonAilli students
here been frIondller, not es friendly, or
Moque as frIondly se yeu hod expected, .

Irlsodlpse . 34 . $4 /0
:

Ala empseted , . . 46 4) 60

: Lees frlenily , .0 5 10

%tit ice 100 300

100

70_

14

1$

cy

1 0 3
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Well over half of bosh the enrolled and dropout groups In

Columbus found the teachers at the school more helpful than expected.

Interestingly, in Chicago, those who dropped out of the program were

slightly more likely to report findinAthe teachers more helpful that:

anticipated than were those still enrolled.
0

The non-JW1N stUdenti at Columbus were reported to be friendlier

4than expected by both the enrolled and dropout groups, with 70 percent

-Of the dropouts reporting thli Impression. Chicago WIN students were

loss enthusiastic abyit thIlr fellow students, but almost ail found
N

them to be at least as friendly as anticlpated.

Problems InIrogreM COmoletion

s Clieilts In both sites experienced several problems that were
.

sufficiently serious to endanger their chances for completing the Bell s

'Nowell program, as shown In Table VI-4. The mqst serious problem '

for all cikents was personal finsinces. Half of the Chicago clients still.

-enrolled as prpared with 13 percent of their counterparts in Columbus

felt that fiftnces were a "serious problem." Of the dropouts, 27 percent

In Chicago mind 45 percent In Columbus also identified flnances as a

"serious problem." From staff freid visits tp both sites, It was also
/

apparent that the timeliness of payments will a recurring problem.

TIOnsporation to the loCal Bell t Howell school was also.a

"i6rlaus probles41 Pair sUbstantlei numbers of cilents in both'sites,

especially ColUmbutyropoUts'(55%).. Another problematic'dimension of

thi nonacademic support system was childcare arrangements. Almost half

of the folumbus end one-fourth of the Chicago dropoqts cited thises a

.0
- serious probir.

Two otirr-iroblems cltill'reletively frequently by dropouts were
!,,

emotional probleie WI t1'1 fall* members or friends (40% of Chicago dropouts

itpd 25% of tolumbus,dropouts) end hsaitth (33% of Chicago dropouts).

pa
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TABLE 111 -4

PR05LENS OF CLIENTS, BY SITE
(Percent Responding "Serious ,rokiem")

In Program DropOut

Chicago

(040)
Columbus

0055)
Chicago
(1015)

Columbus
(N20)

finances 50.0 . 12.7 26.7 45.0

Transportation . .. . . 25.0 9.1 13.3 55.0

Childcare arrangements

4.,

Emotional, fainily or frlends

15.0

- 7.7

9.1,

9.1

26.7

40.0

45.0

25.0

Health . . .7.4 33.3 .5.0

Right clothes to wear 25.0 5.5 13.3 . 5.0

Difficulty of studis 10.0 5.5 13.3 ;0.0
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This latter finding suggests the importance of suppOrt from family and

friends for maintaining enrollment In this type of nontraditional training

program. The data In Table V1...5 suggest strong relationship between

program persistence and theperceived quality of the client's relationship

with her children foi those clients who indicated that the training

program did have an affect on t'lle relationship (over half of.both groups

of'clients at each site). More than two-thirds of those still enrolled

In.the Bell & Howell school at eacheite felt that their participation

In the.tralning program was having a positlide effect on their relation-

ship wilb their children (children were either doing better In school

or more respectful, or the client was getting along better with them).
.

. '.

For dropouts, on the other hand, 62 percent felt that their participation
. '

In tfie training program was ing negative impact (e.g., they did not

111have as much time for their c ldten as they would like and children were

unhappy).

Factort Billeted to Poor Attendence

Attendance et classes Is essential for successful gompletion of

the Bell t MoweIl program. In fact, as described In Chapter III, there

Is strict at,tendance poliCy at.the schools In both sites. The clients

at both si,tes kayo tended to miss more classes than is compatible with

. keeping up with clast work. Virtually all of the clienti in Columbus and

over 70 percent of the Chicego.clients have' Missed some classes. Table V1-6

shows the numbers of classes missed, and Table V1-7 shows the reasons given

by clients as the mein causes of absence. It Is important tO note that.

, absence ?ram class Is particularly striking for Oolumbus clients: RI percent

of those still enrolled end all of the dropouts missed at leist 16 classes
) 7

,during the first six months of training.
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TABLE VI-5

TRAINING PROGRAM'S MAIN EFIECT ON CLIENTS' RELATIONSHIPS WITH CHILDREN, BY SITE
(In Percentages)

In Program

Chicago
, 0142)

columhus
(*.34)

Dropou

_Chicago
(N4)

7-

Do you think taking this training program
has affected your relationships with your
'children in any wey? (IF YESt)
In whet way? '

Total Percent Reporting Pgsitive
Effects

Toial Percentage Reporting Negative
Effects

Positive Effectit

Children doing bettr In school, more
respectful

. 45 :47 _ 13 23

Client getting along better with children. 23 23 -. 15

Other (positive). . - 25 . -

68 70 38 38

Neeative Effech

pot as much time for ch4jdr.n, children
unhappy with srrangribbt 32 30 50 62

Other (negative)

32

12

Columbus

(1003)

30 ).62 62
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1 - 5 classes\

6 - 9 cfasses,

10 - 15 classes

16 or more classes .
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.
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In Program DrcipOut

Chicago
(tI32)

CoIynius
. (N-53)

,

Ch I cago

(W7)1 7 (N19)..'

28.1

21.9

,31.3

18.8

k 20.8

22.6

37;7

°

28:6

. 8:6

14.3
-

28%6
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From Table VI-7, It is apparent that the primary reason given for

t4nce Y.rom Class It illness, either of lhe client herslif or of a

4mily. member. 'Th.ls finding Interesting, ince relptiNtely.fini of
/

:the Co.lumeus clients tited hlaith.as 00."stiousprobtomr'In completing
-

.

. the progrem as shown In TtOle V1-4. Perhaps.these client, are oot

as fully awarev.as they should be either of the consequence of missing '

classes or of the effects of Illness oq their attendance.

Also Interesting from Table V1-7 is the ftngling that a quarter

of the enA)lees in Columbus cited-transportation as the main reason

for mIsslnq classes. Of thesC9lumbus enrollees, 80 percent wither drive

'themselves or car pool for a trip of 145 mrnbtes oi less, as compared

with Chicago wheie 83 percent take public transit (most for a trip .of

more than 45 minutes), Apparently, the Chicago clients.ere either more

willing or more accusiomed to traveling long distances.

Table V.1..8 shows the average number of classes missed according

. lo the ivason respondents gave as their main reason for being ebsent.

If one interprets this as AK. number of classes a.person experiencing

this problem,is likely to miss, probleMS in the area of personal security

and home repairs appear to be major'ones in compiling a.successful

attendance record, in addition to transportation difficulties and 111-

nesses suffered by the student or her family.



TABil Y1-7

WHAT WAS THE MAIN CAUSE OF YOUR ABSENCE? ey SITE
(In Percentages)

In'Progrem
1

Dropout

Chicago Columbus Chicago Columbus
(Plis311) .(N755) (N11) (N19)

0.

Client's illnss
-

26.5 27.3 26.3

Family membs;.'s Illness, other problem . 35.3 16.4 54.6 36.8

Transportation 11.7 27.3 10.6

Weether, lack of worm clothing 1,14.7

Other 11.7 12.7. 18.2 26.3

110
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,) TABLE VI-8

AVERAGE NUMBER OF ABSENCES FROM CLASS ARRANGED ACCORDING
TO THE MAIN REASON GIVEN BY RESPONDENTS

FOR MISSING CLASSES
(Moen Number of Classes Missed)

Reason

/ .

Mean Number of Clews, Missed
Ity Woolen Lls.tIng This !

As Their Maln Reason
for Absnces

Vandalism, harassment, other
personal problems 30

Maintnance problenm at home . . . .

l

22,

'Illness - family Amber 21

Illness-- respondent 20

Transportation - snow, car break-
down, ride didn't show, etc. . . . 15

. 4

Other family/child related problems. 120

.Weather 12' 1

Lack of warm clothing 10

Transportation finances 10

111

a
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TAO women taking part in thb tectronics technician training, .

,program have responded poshtively to the curricular aspects of the program.

, 6
The studehts indicate that the nonschool aspects of their, lives may.be

- causing their mpjor difficulties'. This Is particularly true fOr hpndling
4

emotional tensions within the famliy, for Oranging4satisfactdy child-

care sltuallons. for coping with the.occasional 44ness of the.cliJents
.)

.

or the family member*, far transportation to and from training', and for.-

ber;onel finantes. Just w!1%--if anymodifICations to 6. iipport,
4

system, the'recrultmeni Process, or the training program should'bp made

Is mot clear at this point in our assessment, For example, ihOwld

increases In support services be provided or should the training prograb
*

be made.mo?* flexibl so that the women may make up classes missed while

solving their problenIs? If a student's child is Ill, should WIN furnish.

funds for a babysliter, furnish funds to pay other family members to care

for the child, arrange for the mother to take make-up'classes, or arrange

for extra tutoring2 Or should WIN atteeptlo streen out clis111,4 who have

children pron. ta ilinesses?

It

11 2,

s
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\ VII. SELF-ESTEEM AND WORK ATTITUDES OF .

STUDY. PARTI CI PANTS

As 'pert 0' th: overahl design for the evaluation bf Os demon-.

stration vogi'am, Information about clients' self-esteem 'ibc1 Work ttitudes
: . . . . 1

:

was gathered both during the process of datermrning their qualification.
I

4 for admission to the training, and as pari of the first interwiew. The s

ten items of the Rosenberg Self-Esteem Scale (RSE) were used, as were
/6 ...,

nines Items from Goodwin's extenave study of welfare clients' work atti-

tuges. Each item was scored'on 'fduf-point scale, -.with a score of fburI.
dleating a positive work attitude or self-esteem response. Since these

Inal Items were included in the vtudy for the purpose of assess,ing
-

ciprocal impect cif accomplishments (both in the training program%and

In posb-training jobs) on attl tuck in. the. long run, theaesponsas gathered

during the first months of traltiing re primarily of interest las benchmarks
4

for comparison with those to be gathered In later interviews.

, Examination of the self-esteem end

and VII-2 reveals that there were $ent maJo
e

the grouch, at ,each site at the ItIme plop+.

work It tl tudek:I't

r differeinces

determination of

quall fications for .the training. There was only one self-concept item for

em s in Tikbles VI

attitudes be;tween

the appjiC ants'

whi.ch the distribution of early scor s of dropouts and those still enrolled

et )1e tlme.of the rsi Inter:A wore slipiflciintly diffient:
,

19
,Rosenberg Morris." 1979. ;ono; vine the Self. New York: Basic

Books.

16CoodwIn, Leonard, 1972. GO the Poor Wens "to, 1(2 rk?\ M.ashIngton,
D.C.: The Ilrooklngs Institution. .

'
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Chicago persIsters were consfdenebly more likely than dropouts to
_

disagree strongly with the item, "I wish.that I amid have more.respect

for myself." Dropouts also tende4 be considerably more likely than

those still enrolled to agree with the item: "A women can't really
. I

think well of herself unlespshe has a job." Perqaps theldropouts at
-

both sites were morejo4. %Lien training-oriented.

-The overall score s tended to confirm the lower self-esteem and

greater work orientation of dropouts. Those who were to drop out by

"the tIme,of the first Interview Were somewhat lower on selflesteem than

8 those who would remain In school or 'who were assigned to the control

growl., while their %ark attitude. Scores were somewhat higher. 'Aighough

these differences-are small, It ma94* lhat,

. of !Sirs Istence in the training, such sc9res

applicants most likely to complete the tilt.'

bined with other Correlates

While our ultimate analytical inter

useful tn targeting

n these. Seorei is Un relation

-to indjvidual change over time:, we haste attempted'to compare these Rata wl'th

inforration ,Ilaided,by other studies, although exact comParlsons cannot
,

be made, tn a previous study of WiNipartIcipaots,"conducted In Portland,.

Oregon, six of Ire ten items of the Rosenberg scale were used as a measure

of self-esteem. Table VII-3 Presents a comparison of the scores for the

.partIcloants in the present study onjhe same six items, categorized intti

high, medrum and low self-esteem. The tabl Shows that jnore Chicago-than

Columbus WIN partImipints could he classified ai having high self-esteem,

that the participants in this study at both sites were.more likely to
?

be categorized 64 haviiig high or mediuril self,esteem then were the Portlaqd

WIN participants, and that there had bean general Increase in Self -.steam

'aetwaan the time when clients were teste'd for the training program (TI)

and the time of th: first interview ct2t.
a

..
, 171 '

i
miming, puce 11.,, 4e. P0S%trainlitt ONAUMNIC 1040096$

vet; Atilliand elittheinterelnIna Program. WitehingtOn. D.C. Dureau

101014
.
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TAKE 211-1

KAN ATT11011( SC1A15 4 NIASURING Inv-mum rem CONTINUINe PARTICIPANTS,
ipROPONTS ARO NONPARTICIPANTS. fie SIT1

lueetienweire Items NeaturImp
Self -Isles.

At 11.6.44 Petermleatiem of guelitications

Chicago

Pert lei-

pants

(11.114)

*repeats
(mos)

emwertiel-
pants .

(e41)

4'

Og the whble, 1 em satisfied
1.11th weself 1.71 1.73 2.75

$1 tlmes 1 lhfn4 1 oo. no $004
et 811.(-). 5.17 3.27 5.27

I fell shit l hey. a number of

pled 'wallies 3.42 3.53 3.56

3.39 3.40 3.45
am able to de thinec Ss well
meet ther people

1 feet I de oet Nevesuch te be
Prime f (.), JP

' -
3.34 3.1) 3.35

I tortainly feel, dr. ,a1 .

times (-) . . . 's 1.71 3.33 1.74
.,

3.49 1.60 ' 3.53

3.03 .,' 2.40 3.11

All In all. Spodjasfined to feel

"1" 1 10-0011uro (-)

11/0
) wish

4/
I- 146%04 more rosiest

fe. .) t

, .

I take 6 hoiffleo attitude taword
yself 3.0 3.40 3.49

( feel thee I am a person of
worth. at least on an yowl .

plane with others ),A6 3,53 3.47

SCAL1 KOMI ten Item sum 32.11 51.5 32.76

At TIme of firet interview

On the whole, i se satisfied
with myself 3.15

It thmes,1 ttink I em no good

'at all (-)°
.:

3.13

. 1 feel that 1 hese a number el
geed quelitles 3.40

1 se obis to de Os well ea.thinse

meet ether mete 3.38

. . 1 foal I de net have much till be
proud of (-) 3.43

I cartalnly Teal useless at
times (.) 3.00

r All in all. I em inclined to feel 1

that 1 em a farturs (-) 3.43

I wish 1 cbuld have more respect .'

for myself (.) 3.0)

1 take fs peeitlys attitude tiword
myself 3.63

I fool that 1 em person el
worth. at least on an roust %

plane with ethers 3.43

ICALI SCORE tem Item um 33.2)

2.73 2.118

.

3,33 3.54

. 3.53 3.48

3.40, 3.41

3.37 3.41

1.110 f.73

3.27 3.41

2.80 ,' 3.111

3.27 3.56

3.40 3.)6

.31 .83 32.98

Celt...ewe

Pe rt 161-
pants
(046)

enamel*

(N30)

.

nanyartici.
pints

(11-76)

2.72 2.85 4.74

2,89 3.00 4).0i

3.5) 3.50 3.11

3.47 3.30 3.40

3.14 3.10 3.07

1.64 2.47 2.66

3.3) 3.10 .3)

3.116 . 2.65 2.36

3.20 3.15 4

i

3.19

3.44 3.60 .3.45

31.01 30.113 31.06

3.02 3.05 144

3.04 7 3.05 2.96

3.42 3.50 3.42

1.26 3.60 3.311

3.46 h. 3.35 3.311

2.96 2.70 2.6;

3..142 3.30 3.311

3.04 2.68

3.21 3.35 3.27

3.27 325 3.35

32,11 31.10 31.44

The responses to these Items were mode on s 4.point scale where s score f I meant there was strong

disagreement with the item. end 4 meant strong agreseent with it. Larger ***ors indicate greater self-esteem'.

3h8 responses did not cluster at any pelnt en the scale. Th6 stendord deviations tof thermions, although solo.

060t seollef, wife ceeferable with these found IN 61101011 be Nesembere and previous 01311 studies of mon parti-
sleente. 4

bTho Items followed by a minus sign ( -) were red.

$

4
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Mien A2217101 1120216 142111011111 gen AVIIT110211 Idle Ile CONfleglet loallelfeers

$20110101 MIS neelfAITICIPAIITS. Of 2111

0

enbetignoelre Item NowerIeg
Week Attltolai

At'irlme of esteemImatIoo of 114,11fleetlses

Plots Soludive

Pottle.
Note Orineets

Nowearikl-'
pato

Iertlel-
pots Oregewte neopertlei.

pots
(0.41) (pie) (041) 10061 (o.20) (*A)

it

Settle reeegoitiew for my Ma ,

ger* le hipeetoot to me . . . . .- 3.44 3.41 3.33 3.01

.r

3.46 3.57
A woes really Wokv6..4 well

of herself voles. she hes e job .

fe me. We leowlent to hove this

1.1e 2.22 1.18 2.14 1.60 1.96

Idol effort thst elves es ill ,

developstow, to le, OMR epeeist

ebIlltIes 3.88 3.91 3.64 2.82 3.73 2.42
W le a rod belliter of

r

rit

abnegator

he no, loareosed
reopen AS. ly md friends

3.42 3.27 3.32 3.44. . 3.ys 7.31

15.0100 Of kipottoot rowels
ekeettlog *peed lo on oesweetlen .

lane. It's hopertimet I* so
lweepettem that portse be ebbe

7.10 3.00 3.15 3.0e 3.10 3.2t

te ooe the results of her ewe werk. 1.711 3.44 3.03 3.55 3.6e 3.14
Ileesta lo I.

,,
ea eneontleo MONly

e ratted ef how week yaw how. . . . 1.72 2.91 . 3.311 2.20 t.83 2.03

Souses le eempelloo Isse Reiely
meteor et hew gosh yew pet Into

1 It 3.12 3.41 3.53 3.61 3.70 1.62
1
1 Mill 10 aeopetloo Isan Ioly

getter of lord were
.,

,3.21 2.18 2.11 3.22 1.54' 3.13
. .

KAI 11101W oho lege owl . *al NM./ 48.81 28.91 35.10 le.*

. At Ass* Fleet In5.r4len
..

'stelae reeepoition fee wy ern
,110 IspseIat Owe

..1 A town ent't really think well
91 *reel/ votes§ she hos Job

3.411 f 3.07 3.65

1.11 2.07 2.12

3.44

2.*

3.42 ,

'Lee

3.4e

2.0$

,

Voge. It's leoertoot ft hove the
tiled etworlithet ghee me o
ghee* I. noels, sly eon spoils! .

1.

ebIlltles . . . , . 343 3.07 3.41 3.46 . 2.65. 1.56
Vert Is e geed builder f sheregter . 3.23 3.2e 3.11 3.35 3.42 3.11

To me% gelelmg the 1m:reseed
respect of fealty ame frlsoes it
MS of the hoorteot rbwards 0/

1 saltine ahead In eo eseopetleo. . .

yeah It:s lueorleoe In Iwo senofb-

2.22 2.116 2.74 1.29 3.25 3.11

tten thei WIWI be abl to see
the rosette f her go won . . 3.110 3.47 3.47 3.06 3.55 3.41

Sole* to 40 oesoollen I. eeloly
matter of how 1ih-you Mew . . . 1.15 1.40 1.20 2.55 1.73 2.07

Immo IMP&M OSOMPAISM Is solely
getter of Iwo mush yew owl

tolie It

beseee, le asi wwwpotiem lo ellely

7.45 3.13. 3.0 1.36 344. 3.42

ostler of bert.werlw. . .... . 3.1) 2.11 3.18 3.13 e.28 '. 3.06

81012 121M1, %toe Item eve 19.76 27.30 .34.64. 17.00 22.78 28.02

°The attitudes wee relit eoia topeliti $4410. *one e two of 1 todisated thet the respoodect strongly .

Clooprobil wish the stotemset and e owe of 4 1,41elted Wong 1 wlth It. lover ooteers hellhole
letater eielemeat With the weft et51e1 1.00-112011wde,tenere r5, telholovelgood es oreesupstlool gest,
2* kW seller Obst one's efforts egotrol emisese. the stores fee three of the Items. the onos mootioning
40,4101101ot of eeeelel ebilities. Helot the rewrite of web mail work so o Wilder of ehoroter. elastered
Ot %WI "Illfeerj Wig" 060 Of tbe Nett, hbe stModord.olealitisme lo ll Its* were solliewn imetsr Own theme
"11111/11 shid Wrissibm.
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TANK U11-3

DISTRISUTION OF SII.F-ISTIEM OF STUDY POPULATION AT TINE OfitTIMMINATION OF QUALIFICATIONS (TI).
AND TIME OF FIRST INTERVIN (T2), SY SITE

(In Fercentaees)

Ulf-esteem

ChTcaeo Columbus

WIN PertIcIpants
In Fortlend

1977°Participants
T1 11

Dropouts
TI

MonparticIpentu
TI T2

Perticipangs
T1 T2

Dropouts
T1 11

Nonparticipants
T1 T1

NI,h. il 35 33 47 40 44 22 24 25 25 19 30
.

31

MedluM yl 60 60 40 45 41 65 '16 57 55 74 65 47 39
r s

Low . 17 5 7 13 IS IS 13 15"r 20 5 IS 23 31
,..)

Total 11 100 100 100 100 100 100 100 100 100 100 99 100 101
*. (N) (41) (40) (15) (15)

1
(SS) (41) (54) (54)

.

(20) (20) (72) (66) (141)

4

. °Self -esteem was scored on a Male of 1 for stronglytilsieree to 4 for-strongly gree'on the slx Items measuring elf-concept that were
used In the present study end do a previous *410 of. female WIN particloants lh Portland. The ren*Ss of scores out'of a possible 24 tor each'
csteeory were: Nleh a 22 to 24. Medium IS 41 21 and Lom 1 to 17. -he six Iteall used were: "I take e pastel.% qttitude toward mydalf," m
"T feel thel I have 6 number of good quelltles," "I am able to do thingu as well as most people ,fl ul feel thet I'm a person of worth, at least on
an equal plane wlth others."'"Sometimes I thlnk I am no good at all" (rnveTse scored), and "I feel I'do not he4e much to be-proud of."

.1

b
Source,: Dunning. Bruce B.. 1977. Posttralnilm Outcomes: [xpur.lences with'the Portland WIN.youcher*TralnIn2 PrOgrem. Suteau of Social

Salience Research, Washington. D.C.

. ,
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In Table V11-4 the ttitudes toward work scores have been compared

with those investigated by Goodwin In his 19?2 study Of povertyspopulations.

His scats consisteeof.15 items. While we hays used only 9 of these

items, rough comper.ivon of the two sets of scores shows the WIN parti-

cipen ts Oh the present study to 4,vs somewttat less positive attitudes

towards work than did WIN woken at the time of Goodwin's study, some ten

years ego. The attitude scores ot the present participants most closely

resemble those of long-term welfare mothers, those who had been on welfare

an average of 16 years at'the time of Goodwin's study. Although few of

ihe participants In the present study had been an welfare fqr that tang;

of time, it may be that their low scores reflect their welfare experience.

After %Being a rough draft of this chapter, Goodwin has suggested18

another explanation for tht differences in scores. He hes pointed out.
that we have changed GM of his original Items.from "A men cannot really

think will of himself unless he has alob" to."A WOman'cannot really think

well of herself unless she has a Job." This change was made to make the -

question more applicable to the women In our study and therr feelings about

their employment. However, Dr. Goodwin feels thet.the two items are'

clearly not comparablei that the ratings given our Item are considerably

lower than on hls and that by including this Item;Inieur. average scort(In

Table V11-4 we arrive at an average that is lower than it would be if the

original item were substituted. W11-114 we cannot go back and change the

Item asked, raii can eecomputel our averages without thls Item. As shown

In the corrected mean of means column of Table the new imerages are

higher and bring the scqms of the women In 'our study closer to those found

by GooJWIn inhIs sarlisr-work, altho h the sCores.for the woisen.ln our

study remain lower than fer those In G

til%oothiIn, Loonard, 1979. Persona vmmunIcatIon.

p
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TAKE. VI 1-4

see,

CAPARISON Of WORK' ATTITUDES AMONG THE FEMALE PARTICIPANTS .
IN TNE 'PRESENT STUDY WITH MOSE HELD BY WOMEN INTERVIEW6

BY GOODWIN IN 1970

Group

Mean of keens on
Individual Items

in the Work
Attltdde Scale°

Corrected Mean of
Means on.indIvIdual

Items In the Work
Attitude Scaled '

Goodwin's $imple (1970)

WIN.Women

Long Tenn Welfare Mothers----.
Sho;'t Term Wel fare ' Motharsc

Chicago (19781119)

PerticIpenti - Time I

Participants - Time

.Dropouts - Time I

Dropouts - Time 2

2

Cinperison Group - T i,rne I

ComParlson Group - Mile 2

Columbus (1978-79)

3.45..

3.21

3.28

3%19

3.20'

3.27

3.03

J.20
3.12

ye'

3.32

3.33

3.33

3.16

3.33

3.24

Participants - Time" I 3.21 3.33
Participants - Time 2 3.10 3,24

Dropoutsi- Time 1 . . . 3.34 . 3.44 ',
Drbpouts - TIme.2 3.19.

Carpet !son Group - Time I 3.23

\-t Companison G.roup 7 Time 2 3.11 3.25

.
. °The attitudes were rated on a 4-ppint scale, where a.,score of I indicated

. ;that the respondent strongly disagreed with the statement Ad score of 4 Indicated
strong-agreement with it. Larger 'nelmbets indiCate greeter agrieMent with the work

.

ethic, Le:, attitude toward Selfwdevelopment at an pccupational goal, and
the belief that one's fforts c trio!' succbss.

. A

bThe average length of time on welfare or,Tfterm wel fe're mpthers- was
16-Oars. These. women wen' not enrol Led..In wl-N.. .

t-- .,. , to,.

CThe thweragt length .of t Ime mew. l;fa re for short-teOm
0

on: yem.r. These woafn:were -not enFolled 'In WIN.

dThe Corrected mean ormeans was computed ilitaletIni the
. "

the ltearnA women cannot really think well of herself unless she has

r

welfare mothers was

score for
a Joli."

3
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It Is also pos'sible that In the past few years,.persons living

in'pover.ty situations have become increasingly allentt'd and discouraged,

and this has been reflected in declining work attitude scores. Table VII-5

presents the sors for three specific Items used 1.1 Goodwin's current study

of work'attltudes, his earlier work and this study. Goodwin's figures show

a drop in the scores on all th.r.:pe items, which may reflect general. changeS

in the attitudes of poverty populations, although he cautiOns that because

of possible sampling differences and other factors, interpretation of the

diffe-tences is difficult. The WIN'women In the current study fall between
s le

the scores Goodwin coklected In 1970 and 1978 in neerry every .instance,

suggesting that their attitudes are pot unusual for female WIN participants

and that tho women foUnd qualified for the training.offeced were among

those who held more positive work attitudes than the btik'of WIN women In

1978.

-

,10

4
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TABU V11-9

CONPAAIION OF RESPONSES. TO INDIVIDUAL 1TtNS COMMON TO GOODWIN'S 1,70 AND 1970 INTERVIEWS ANO, TNII STOOP

11

WIN

rps.

(N.900)

Success In s job I. mainly
a skeeter of herd work. , . 3.40 2.95

T0 mo. lt is Important to
have the kind of work
that lves me a chance to
develop my OM special
Otitis. 3.76 3.48

Ile.tt..121fecoenItIon kir my .

rk Is important
;71:17 . , 3.70 3.12

.1

Chico% Columbus

8

At Time ofAgtermination
of guallfIcatlogs (191)

At Timm of Determination
of Qualifications

Participants'
(M42)

Dropouts
(N.15)

Nonparticipants
(10.61)

Participants
(N.56)

Dropouts
(N-20)

Nonparticipants
(01.76)

3.21

3.65

3.46

3.18

3.91

3.46

3.21

3.64

3.59

3.22

3.65,

5.61

3.50

,

3.75

3.65

3.62

3.57

-*The attitudes were lilted co a 4-polnp scale, whore a score of P Indlcated that the respondent strongly disagreed with the statement
and a scorrof 4 Indicated strong agreament with It. Larger numbers Indicate greater agreement with the wDrk ethic, attitude toword
Work, self-dsvelopment as an occupational goal, end the belief that one's efforts control sUccess.

b
Source: Leonard Goodwin, 1879. Personal communication.

121:
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. VIII. LABk.EQCE STATUS AND ACT(VITIES,OF

NONPARTICkPANtS (COMPARISON GROUP.)

*

At the time of the interview,most o.E the members of the comparison

group were unemployed and receiving welfare support, Only.41 percent were

either working or participa1ing in a training program.

TABLE V111-1

,LABOR,FORCE STATUS OF NONPARTICIPANTS
AT TIME OF FIRST INTERVIEW

(In Percentages)

Homemaker

Employed: .

Training

Total %

(N)

4.

In

Porcentages
------r-_-_

,
1 59. .

19

- -100

0(112)

.==
The types Of Jobs held by the women Who are.employed mre similar

to those which were held by the training participants in 'the year prior

to program eilry,(see Chaptee V). Most were working in low skill occups-

tionel categories, worke#40 hours per wtek and erned an average of- $3,41

'per hour, 129 percent of the minimum wage.
19

Most lived' their

plece of emplOyMeqt, an average of 5 mlles and lesi than 30 mlnutes away,

9Expressed In 1967 011ars the average wage Is $1.59 per hour.

\

1.

122

.1
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... .

A large portite used their.own cars to commute and 28 percent used mass

:transit. fing simbilt more tham $10 per week for commutleg. The comper4-
,

son group members found their Jobs through friends or relatives or

through self-,initiative (Table VIII-2).

Of the 21 women '410 were enrolled in training programs, almost

half were in vocational'programs In public or private schools; only

21 percent were in,Programs'directly fineeced by the Udders] governMent.

But the majority indicated that their t'raining was paid fOr through some

type of government.iirogrem (Table

The occupations for which the women 'were.training were concentrated

in the lower skill level categories; the distribution was not'unlike that

for,all the comparison group, members who had,been in training programs

. p'rlor to the.begInnIng of the selection process for the Bell & Howell'

Parogram. The main departur'e is i'hat six of the women enrolled in"

electronics technician training, either at one of the Bell & Howerl schuols
*

using other WIN funds, or atrsimilar eralning institutes.

MR For thi. comparison group members enrolled in training programs,

travl time and distances were greater then for those who were working.

Torty-ftve percent lived more thin-nine miles from Ihe place of training

and447 percent'spent more thao 30 minutes commuting, suggesting a willing-

nets to forego)mot only Immediate earningi, but also to undertake more
,

difficult commuting to upgrade their skills.

All of the women enrolled 1-n,tralnIng expected to complete

their programs. They. mentionedcfinances as-a major obstacle tdcompietion,
.

and they said that peribnal and family 14ness Was the male cause of

absencis4able

4
I - 123
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TABLE Y111-2

CHARACTERISTICS OF JOBS HELD BY EMPLOYED NONPARTICIPANTS
(In Pdrcentages)

Percentages

A. Occupational Category

Professional
t

0.

Sub-professional and Technical 4

Managerial, AdMinistrative and Proprietary 0

High Clerical 4

Lob+ Clerical 33

Foreman, Craftsmen and Kindred 0

00srative and Kindred 17

Service Workers 42

Toter% 100

(N) (24).
'

(7,

O. Hours Worked Per Week,

,Liss Aim 20 hours 24
..

24 - 39 hours. 4 . & 16

40 hours , 56

More than 41 hours 4

Total %

(N)

C. Hourly Wage
AN ig"

12.00 or less

. $2.01 to.$3.00
.

$3.01 to $4.0o

$4.01 or more

Total %

(N)

124

100

.(25)

8

32 1:

40.1(

20

100

(25)

a



yAni V111 -2- -Icontinued)

.Fercentagls

0. Percntage tamed of Minimum
0111241 fhen Wective

0 to 75
. 8

76 to 100 4

101 to 125 44"

126 to :150 24

151 to 200 16

200% or more 4

TotalS 4 100

(M) A (25)

E. Dlstence from Home to Work

Less then 2 mils 28

3 - 9 mlles' 56

10 - 15 miles 16

14Total % 100
(N) (25)

,

F. TimeApent _Commuting Home tof/Work
.

Lessthen 15 mlnutes , 32

16 - 'minutes

51 - 4' minutes
...- ,

..t, '

12 '

More then 45 .minutes 16

Total 5 100

(M) ' , (25)

S. Kind of.TransPortatIon Weed.

Mess transit" 29

Own ter, 50

Car pool/paid ride 8

Wolk

Total %

111 (M)

13,

100

(24)

/



.TAB1.4 VIII-2--(continued)

Percentages

M. Olt Of Transportation Per Week '

Free 8

$1 J.- 54' 16'

$6 - 10 40

$11 - is 8

Hors than $16 8,.

Total %

(N)

100

. (25)

How Found Cb

Walked into employer's office 32

\Friends/relatives at Job 20

Newspaper advertisement. . .

13.

State employment agency 8

Friends/re,letives not at )ob . t
4

,

Other
,

28

Total % 100

(N) (25)
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TAM V111-1-°

CHARAIERISTICS OF TRAINING PROGRAMS PARTICIPATED
4 - IN SY NONPARTICIPANTS

(In Percentages),

4*
Percentages

e
A. Type of Treining Progrem

Vocational training In private school 29

Government financed apprenticeship 19

Vocationertraining in high school 10
4

Vocational tfoining incomaunity college 10

Manpower Development and TrAning 5

Other' 19

DidnIt know/no answer 9

Total %

(N)

B. Somrce of Payment for !rainint

WIN 29 .

DEOG A, 29

Federal GovernMent -'unspecified 19

Respondent -10

Publlc Aid - unspecIflid 5

Other 9

' Total %

av (N)

C. ftsmaailonal Category Of jobMT, minim' fore
ProfessionAl ,

Subprofessionel and Technital . ... - .

Menagerie!, AdministratIve and Proprietary
.

High Clerical

Low Clerical

Foremen, Craftsmen and.Kindred

Operative and gindred

Service Workers

A
. Tetel% . 1 2 7

(N) .

, .

q

. .

4

101

(21)

5

5

5

24

10

33

5

14 \

01=111.
101

(2))
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TARE 1411 -3--(continued)
1,

IP

.Current Previous
Training Training

%

D. CONIPeli UM Of irli ,COttlOr las , ,...

rrInth Ikeln4 ralntcl for and Thous
for IT tortIcTiants Prior
42 inn 'no pf tips 49i1 g plowel 140 i

ri n nit Program

14ofesslonal '

Sub-prt;fesslonal and Technical .

5 3

. . 5 11

. 1 5 8

24' 24

10, 22

. 33 8.

5 . 3

14 1 22

Managerial, Administrative and
Proprietary. . .,. . . .....

nigh 'Clerical
Las Clerical
Foreman, Craftsmen and.Kindred .

operative and Kindred
Sarvice Workers.. .

44,.,.. -
. a

. Total S 101 101
(N) - (21) (37) t

,

E. ./obs for Which Nonpartjcipents
re Tralrirnt

.1v

Electronics Technician 28

Secretar !al 28

Bidet !clan 10

Data.ProcessIng 10

G E D 5

Auto fune-up 5

Social Work 5

.0ther. 10

Total %
(M)

r.

1 29

mi
(21)



TABLE V111-3--(continued)
t.

Percentages

F. Coletante. from Nome to Training

Less then 2 miles
1 30

. 9 m11es ..
25

10 - 15 mIles. . . 1. . 35
More then 16 miles

10

Total % loo
(N) (20

G. Time Spent Traveills.from Nome to Training

Lees then 15 minutes
7.9

16 - 30 11,11es
24'

31 -.45 miles
14

Nomthan 46 mil'es

'Total %
100

(N) (20)
0

H. Ty'pe of.TranspOrtatIgn to Training

Ness transit e 57
eon car

24
..

Car pool/definite ride 14

Other.
5

Total %
- 100

(N) (2))

I. Cost of Transpprtation Per Week
A,

Fre. 04
2 $1 - 5

$6 : 10.1. . , .........
$11 15

43

. . . , .. . ., ... . dp 43
.

Total % .

100
ea, (N)

. (21) p

.0

1 9

C-
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TABLE VIII-4

MAIN REASONAIVEN FOR ABSENCES FROM.TRAINING
(In Percentages)

Illness of respondent

Illness of chlid/family member 20

Other child/family prOblem 20

Transportation ;13

IlabysittIng

Total S 100
(N) (15)

When nswering our questimn about plans.for seeking .future emp!oy .

ment, a large proportion of th, oomperison group'members (52%) either replied

they didn't knowor did not ansWer the question., .4Those yiho hed definite plans

xpected to work 40 hours per week and earn less than.$5 per hour (Table VI I 1-5)
.

TABLE VIII-5 "

*-

EXPE6TED HOURLY WAGE FOR JOB ATTAINED AFTtA TRAINING

Loss than $5 00

$5.01 -.6.00 ... st

$6.01 - 7 00

Total

(N)

In

Parytintooss

10

8

100

(39)
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The data suggest that most comparison group members' lives were not

significvtly affected by their ligibility 4or the Bell & Hower, program

and subsequent nonseiection. One might have assumed thii havihg success-

fully pssed several screenings, these women might have sought to obtain

oiher high-skill training or placement In better Jobs. Apparentll this

wes tho.cese only for a handful of clients. After. they foiled to gain

'acceptance to the Bell s Howell prograni, most women either found (or

.were placed)-1n low-level jobs or resumed their, fm1F-time homemaker status

with tielfare support.. Theee fIndils'suggest that 1n\the absence Of speolal

progremMlng such as the ku & Howell demonstration, few among even the most

able of welfare mothers ili succeed In up9radIng their situation to

the point willer 'they can move some distance beyond poverty cirditIons.

.1114.
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.1)i. OBSERVATIONS ON PROGRAM RETENTION TO DATE

The comments in this chapter are not meant to be taken as final

recommendations, or as valuations of the'prOgram to date. Rather, they

are a iummary of Issues which seem to be most Important.at this tip.

The issues raised here will be more fully investigated In futu4 phasds

of data collection and analysis..

Tho 43mments are based largely on the Impressiont reported by

Beil i Hawaii 'Personnel and WIN 'office staff. These are iupplemented by-
,

observations mad: by BSSR staff on site visits and occasionally by data

collected in the first Interview. Thus, thls chapter is not data based,

but serves rather as a gdide for structuring further inquiry.
4

Progrem Retention

. The two Major success criteria of adult training programs oriented

toward Job ntry re retention an; placement. Alia it can be al.gued

convincingly that there are other valid success indicators (personal
*4

growth, skill aceulsition, clarification' of 'yocafione.1 objective's are

bui few Of the most obvious ones), operators of training programs tend

to taus-policy decisions on the program's retention and placement record.

At thls stage of the Sell 6. Nowell demonstration, only retention can be

discussed, since few of'the enrollees had completed the program and were

*ready for placement et the time thls !sport was prepared.

Retention or program completion is e complex phenomenon. Students

may 'choOsi to "droW the program for personal .reasons (because they become

III, dislike some aspect of the program, decide to move to another city.,

etc.) or thiy may be terminated by the_school (because of poor academic .

,.1

u

...
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pe'rformence, poor attendence, bed bohavior, tc.). Often a combination

of factors can be identified. The "dropout" rear thus reflects a variety

of problems. It should iso be noted that lectronics technician training is

long and difficult program. Officials of the schools report that they

anticipate only 25 percent of their hon-WIN students who start in the remedial

or "prep" program .and 35 to, 50 percent of those who start in the Technician I

Course to graduate from the program. The's. officials report that the current

dropout figures for tit WIN students re actually better than ior non-WIN

student* at tho same point in the program, whiCh implies that i'he program

is functioning well for the WIN studenti. Ncentver,-.It i imp.;(14ant to note

that as of March 1.960 more than hal f-(59%) tof the students hod 4eft4v
program, and there is some indication thdt others are persisting only

because of the financial benefits they receibve from WIN and the false fear

of having these benefits cdt off if they were to drop out. '

training program xperience soy be thought of in terms.of

process of institutional and individual adjpstment to a _situation that

is ,flOW for all involved. Problems in the "fit" between the two parties

have been observed .to originate from each side. Attempts to solve some
I.

. of the problems observed hive been Institutlid by the schools and by the
.s

tWIN sponsors,*but others defy solution In this Orogr:lee 6td In society

at large. ;

Survey data from our 'interviews with enrollees and dropouts,

school information pirtaining to grades and attendance, and-tnformal

discuselons with students and lel I'S New&l stff

0101 observations on thenourse of the project, suggest Several important

considerations: 1 4

33

4.
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I. A portion of the attrition mey be the result, of specific

decisions made about Ahe means for conducting this demonstration project

1

and Its evaluation, end perhaps would not have occurred under more "normal"

circumstances.

2. Poor attendance, usually leeding to poor academic performance,

Is the mein obitacle to retention and,prog#sm completion.

3. Ono of. the principal institutional mechanIsMs which was to

deal with the special problems of WIN enrollees, the remedial or "preparatory"

program, apparently wee not weLi,sulted to the needs of these students.

Other inslItlit'ional mechanisms, especjally the edditlon of sPeclal

counpelors, have proven extremely valuable.

4. The extent to which inititutional odjustments can overcome

soMe of the Impediments to program completion will require careful assess=
4.

ment.
\

'in the nmmelrilng sections of thls chapter, these ccirmints are

discussed In more detail.

W11411-iimUngli=
A number of iactors peculiar to the design of this demonstration

program which would probably not be a pert of an ongoing trglning program

mey have contributed to the attrItiOn of clients from the sohoOls, .FIrst,

the ties provided to hmplement the project may have been too short to

milow adequate development.of the standards for queliftgatIon, both In

teime Of test scores and other screening mechanisms, by the time the

first clients spoiled for the program, In some cases the women enrolled

44

4.
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In WIN solely to be eligible for this program.. Their papers had not

been fully processed and their eliglt;Ility for WIN not finally determined

by the time school began. Childcare arrangements were also difficult

to flnd on such short notice and foi some WOMen mo.arrangements tore made

untll after classes began.

Coupled with the short start-up Hoe was the need-to Identlfy

a large group of,quellfled clients. It was Important tO have enough

study participants to have a sizable pertitIpant group ands comparison

grou0;of equal or greater size. Thls demand strained and In somi

cses overwhelmed the feeder oyster,: There I. evidenakehat sore

'Of the students felt they were forced Into this program even though

It was W.Ot theIT flrst choice.' The Chicigo WIN offrce hes dIscuised

the'problems of providing cless:.sized group of clients and says that'

.clients were actIvely counseled Into'nontradltiOnal trining programs

end Into'thls particular program during thls time. The demand ,

for else also resulted In the decislon to Ifter the admission standards

Wti; on the OATS tests and on the Bell t Mo4ell tsts, so that some women

were admItted to the schools who would'otherwise have been found unqualified.

The speed with which the screenlng was done all the number of:people

processed may also'have limited screening by 'Mt* counselor; for health,

arsotIonal and family problemFc. somelndIvIduals might not have been

admltted to this'trainIng If the'screening had been more thorough. This

may hove been.eslmcialty true:lAiColumbus where a large number of applicants
.1

. -

were volunteering for WIN only, tot,tak edvantags-Off.tiqi.progeem and had

not been seen Ity WIN counselors befofi.

Finally, the site of the entering clots in Coqumbus may have been

too large for the'hew tteenselor for WIN itudepta to handle adequately.

135
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It is passible thet some of the early adjustment problems experienced

by the students went unnoticed or untreated es result.

At tandince '*Itb I oil

, A number of factors contributed to the attendance problems experienced

,fiy.the students. eome of these ere an intrinsic part of any training program

involving single.mothers from poverty backgrounds In their childbearing

years. Others, however, may be subject to some alleviation through dIfierent

institutIOnel arrangements. '

Accordimi.T the reports of counselors,,thi health of the students

their children is tioe most overwhelming fictor contributing to poor-
, ,

attendenè. Although It is likely that these students- -like students in

general-lind Ill heakth the most.convenint-excuse formissing'elaeles;

therel'are some Indicatkons.that health problems may lndd be 'serious for

some participants. One institutional solution which has been suggested'

Is io screen potentiel students'for health problims' which mey effect "

their ability to attend school. Since WIN pertIcipants are alrea0

healthier-than-average qubset of the total AFOC Olpulation,
20

this

may Nreatly'reduce the nueber of pirsons to
)

whom this opportunity is

offered.. Another suggested solution Is 'to Increase motivation by awarding

.bonus payments to these with superior attendance recOrds..

Pregnancy Is another intrinsic factor which restricts the bliity

of students t attend classes regularly. Although most of the woMen.

replied during the first, interview' that they expected to hve no4mori

children *win, their lifetime, reports from studenls end tounsetirs

20
Niles, guy N., Ind ThOmpson, David L, 1972. The_charaivrtstIcs

. Mjnneapolls:
NI;11114r mare ailii211"11025111411111-11111v.osmitt
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Indica.te that pregnancy Is a recurrimi problem' that.has in,so4-cases

led to termination frOe the program'. Some of the women were preinant.

, 4
bSfore they learned of this training opportunity, and thus Weft unable

to adjust their behavior to correspond to the demands of school (atom-
,

dance, and some pregnancies Rey have been unplanned. It may be that
-

the women who are pregnant are those that did.expect to have more

chlidren and they are having iham.during the trainingsprogram because

they feel that It is easier to leave and return to training t* to

return to new job. Examination of the employment and Job training
A ,

histories presented in Chapter III dbes not support this argument, however,

as pregnancy has interrupted previous emploimentand training participa-

tion, indicating that no gross changes in behavior have;OcCurred. It

Is unlikely that any institutional djustmentf, other than the current'

policy of allowing students tq drop out and-then reenroll, could beomde

to adapt to this problem. The leave-of-absenie4orpregnancy policy

of future employ:re may-well be important in determining the ability

of graduates, especially younger graduetes, "to hold a job for long

period of time.

Other areas of personal problems hindering the students.,in the

completion of the prOgreM'hive ben marital difficulties and rdsistance: -

from family members and boyfriends toward the partiapation of the women

in the training. Marital dIfflculties have Included divorce proceedings,

'custody hearings, wife beating and threlis of violence. Howiver, as.in

.the case of serious health problems, It ls important to point out that

!while such occurrences are dramatle fotcltents and ptiaff, they are

.retatively rare end not characteristic of the situation of most partl-

cipants. Solutions for personal phoblems,such aethese are dfificult

.
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Childcare arrangements are a problem intrinsic to the training

nd employment of mothers from al4 conomic levels, but are subject

ro some amelioration through institutional arrangements. The WIN

program help, students arrange and pey for childcare, although

the amounts of payment and assistance vary by site. Some mothers Wye

extremely Mph standards for the care of their children and are not likely

te be seeisfied with any rrangenients currently mode for routine care.

Care for children who-are sick or fi)r children whose ordinary care arrange-
:

ments are not available on given day remains problem. .For some students

the problems of childcare provide I convenient excuse for missing school

when they don't wani to attend for other reasons. Most, hOwever, would

welcome some sort of emergency care assistnce. -Attempts have been made

to establish such a service In Columbus but a rellabpl provider has yet
T.

to be found,

.

Other feetors hinderihg the class attendance of students seem

subject to some correction through instrtutIonal idjustments, and some

are alreedy ImIng med.. Transportation has been major contributor

to miesed.clsses: In both sites, the location of the school Is remote

from the area where most,perticIpants ve, end as showh in Table IX-I,

410
A %

the illIm requireeto commute to echoo considerably exceeds commuting

times which these students had experinted In the past when they were

working, or which members of.the comparison group now spend commuting to
. . .

work, though net bp school: The longer times, coupled tolth the pee-10(11c
- A

m'
breakdowns la transportation airangements whetlipr public or pri;ate (ca.,-

Pools) unquestionably make "transpOrtatlorP problem for almost very par-
.

tIcipent, although perhaps less so In ChIcige, with Its better developed public

transportation system end a population accustomed to longer commuting times.
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TAGLE IX -1

COMPARISON OF THECOMMUTING DISTANCE, TINE, COST ANO Mal SY PARTICIPANTS
TO TRAINING, TO LONGEST JOS PREVIOUSLY NILO, AND
BY COMPARISON GROUP MENDERS TO,TMEIR CURRENT JOSS

(In Percentages)

Participants

WP
To

Training

To Previous
Longest

Job

COampriaon
Group to
Current'

Job

Distance_

Less than 2 miles

- g miles ,

10 15 mlfes

More than 15 miles

Total %
(N)

12

50

23

14

37

*
34)

19.

13

2e

56

16

0

99

(58)

100

(106)
100

(25)
-

Time

Less.'than 15 minutes 20 28 32

16 - 30 minutes 25 30 40

31 - 45 minaes 14 12 12

More. than 46 minutes 41 30 16

Total % 100 100 100
(N) (100) (107) (25)

Weekly Cost,

,4 17 eFree

ti 5 26 47 36

$6 - 10 53 27 40

$11 - 15 il 6 8

More than $16 . 6 4 8

Total % 100 101 100
(N) (100) (103) (25)

Modi.of Transportation

'Mess 43 53 29

Own car ..,..

, . 35 20 50

Cer pudl/ride 19 13 8

Other . 3 14 13

(itC
1;a9 (to.). ,u (24)

Total 100



Some of these problems are'unavoldable, sush as the bus strike in Columbus

and the 'Severe weather during the first winter of the program at both

sites. Some transportation problems have been addressed through funds

for car repairs and the stablishment of a shuttle bus in Columbus.

Almost all the women In this progris are single heads of house-

holds and must cop. on their own with variety of family responsibilities

ranging from childcare through legal, financial and housing problems.

These women, moreover, encounter more problems and have fewer resources

with which to cope than do most other single working parents not on

welfare. Their housing situations, for example, are often tenuous, and

they face vIction and experience burglaries almost routinely. The

women generally see no alternative to being at home to deal with crises,

even If that means quitting a Job. They do not always makethe best

use of resources available from Ann and WIN. They ere frequently absent

free classes In order to solve those problems even when counselors point

out available services which would make prolonged absencis unnecessary.

On the other hand, the local welfare offices In both Columbus

and Chicago have been primarily responsible for the major financial

problems facing the students. Late support checks stretch theresources

of thewoemn to the breaking point, contributing to the transportation,

legal and housing problems discussed above. Other problems related to

personal finances have been.the reductfon in food stamp benefits to

correspond to the bonus payments-foi part4cipation In the program. Some

clients have been .dec.lared ineligible for welfar,, poyments when case.

workers mode eligibility vislts during the time the women were in school.

When the women wefe-not found at homm it was assumed they were working

semd thus Ineligible. These problems have been reduced In frequency



and emergency funds have been stablished by WIN And by the students

to help tide them over when such problems occur again.

It Is interesting to note that about half of 'the women who have

withdrawn from ihe school because of problems suth as those discussed

above, or who were terminated for absences accumulated while dealing with .

them, express an intention of re-:enrolling at later date. Some have

followed through on this Intention and others may ybt do so. ThipartIci-

petits have adapted the readmission policies of the behool torallow.them

to solve problems in their accustomilimmy'.
,

The implications for future employment are mixed. It may be

that the increase in income will in fact result in increased access to

-resources for solving problems, and may result in more adequate housing,

bettor health care for the entire family and a reduction In legal problems.

During the period of transition, however, it will take considerable under-

standing on.the part of the empldyer and support services from WIN or

other agencies to help the graduates cope wlih family problems in ways

that will not comflIct with th4demands of their new Jobs.

The 1411 Nowell Remedial_PrOorrl

While poOr attendance Is generally seen by the school authorities

as the mein reason for students'. poor per,formance and subsequen 1th-

,drewal, it would eppeai that some degree of responsibility f1 clientst-

'academic shortcomings can be attributed to certalh features of the school .

environment.

The preparatory studies program designed to deal with the Afademic

deficies (primerily in methematictss) of marginally admissIble students (both

from WIN and the normel appl)cant pool) does not appear to have been success-

ful. Students bave criticized the preparatory studies seqUence, offered by

. 1 4 1
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the schools for_not teschIng basic lectronics terminology and workshop

. skills, and for not giving the students realistic oxpeCtations of the

sOrts of behavior that would be expected ofthem-during the remainder

of the program.

One factor which appears -to have conetibuted to these siudent

CtiticismS Is the discountinulty between the structure of the coursework

- during this trimester as co*pared to that of the rest' of the technician0

program. Unlike the basic technician program, prepa'ratory stuilles is

taught"thtough a series of individualized modules supplemented by

lecture's and queition-and-answer sessions. Students are allowed to work

40 at their own pace and to take module tests MAW, they feel ready, although

Instructors set deadlines and use grade penalties to prompt individual

initiative. Students can make-up missed work or exams more easily

during this trimester than they can during the regular technician program,

which primarily consists of conventional lecture courtes: Students find

the coursework during preparatory studies lo be familiar, much like high

school, and not unusually demanding. Some take advantage of the flexibility

of self-pecIng, and thli has allowed some "prepratory" students to get by
.

with poor attendance habits, and to expect to be able to make-up missed

work In similar fashion In the succeeding technician program.

Another possible shortcoming of the preparatory studies program

as taught In Columbus (IAA not in Chilago) Is that the course provides

no benchwork familiarity. The students are not exPosed to the laboratories.

or to.the electronlci *Ices and testing equIpenent they will be expected

to use In the following tem Also, the coursework Is not directly .

related to erectronics, so that the students are not exposed to the

abulary end knowledge of the field. This may be more troubling for

le then,the male students is about twawthirds of the rale students

INli2



* '

-122-

who enroll In the technician program hove had some exposure to electronics

through hobbies, high school tourmework or employment, but abeut three -

fourhs of the WIN applicants had little or no prier exposure to the fiord.

This. difficulties Involved In trying to provide students with

successful remedial instruction are not unique to the WIN students.

School officials report th.Mt they expect 10 to 15 percent fewer of the

students who start In "yrep" to eventually graduate. This has

led the Bell t Nowell Education Group to terminate the existing preps-
.

ratory studies program and to begin designing a new program. One

change being experimented-with Is to replace the current program with

the first trimester of new, more mechanically orlented training program

for electronics tasters-and assembears. This.experionce should familiarize
./R

the remedial students with the laboratory, and place them at an advantage

in this area over those who enter directly Into the "tech" progrem.

It Is also hoped thst earlyvexposuro to "hands on" electronics instructicm

'will allow students to wee some concrete results:6f the training which

will increase theIr motivation and that this carefully structured early

success In electronics will build self-confidence.

Ckthar Training Proaraw Concern'

-Other features of the school environment which are less than optimal
1

for WIN students could not easily be ameliorated. An occasional unsympath;tic

nitructor or one whose teaching style Is unsuited for underprepared students

Is bound to create problems, but on-the whol the faculty at both schools-

has apparently been supportive and effective. The fact that these schools

have predominantly male studentioody may have Impeded the progress of .

some of the WIN participants, but again this was probably not a major source

I
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of dIfficulty. The Innovative netuieeof this program and the short start-

up time'allowed made the participation of problems difficult. The hiring

of special counslors for the WIN student% more than offset some of these

institutional obstacles. The counselors have played a key role In dis-

covering problems and In Initiating solutions for Individuals and for the

students as a group. Their advice should be sought during the planning

stages of any similar programs.

ImPlicotions

Easily instltuied wiutions for the problems encountered by

the students are already underway, and other problems such a% student

health and marital and household management will not be easily

addressed. It is unlikely, therefore, that any recommendations for

further fine-tuning of the program could have a sitible impact on the

mojor problem that hes become apparentpoor attendance and its con-

comitant, poor academic performance. Mother, we suspect, the problem

could be remedied only through some fairly far-reaching restructuring

along one of several dimenilons.

A first approach might be to screen.applicagts carefully and

recruit only those least I ikely to have problems. sAs this sort of WIN

program Is not seen as major panacea for poverty, but rather as one

part of a small step toward self-sufficiency for a small portion of the

welfare population, some additional screening On such factors as health

and We stability M. be eppropriate. The results of thiscstudy ere

Ilkely to provide some basis fOr approprIat. screening. Subsequent

groilps of WIN participants 'lave been subjected to.verlous screening

criteria before edmission to the same ku t Nowell schools. Analysls

144
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of the progress of these students may serve as an indicator of the

effectiveness of further screening. It might also be, however, that

such screening will be difflcult to accomplish, as some of the factors

whlch have been suggested s associated with success are mutually

exclusive. School faculty members believe, for example, that the women

performing best are those who most recently finished high school, the

yoynger women. Counselors have observed, however, that the older women

are freer of such problems as pregnancy, and childcare and marital

difficulties. Furthermore, screening on.factors other than ability

may create pdlitical and possibly legal problem: for the program.

Another-line of approach is to provid, yet more services such

as childcare, speciallx when the child is ill, legal advice, housing,

and counseling for personal and marital problems'. One means for

providing this might be to more efficiently deliver servItes that are

currently authorized and funded. .The lack of coordination among the

three agencies (WIN, SAU, welfare).that deal with each student has

created enormous difficulties, taking time, energy and attention away

from their efforts at.school and someilmes causing financial and emotional

problems which lead them to drop out.

Another means for providing increas4d support services might be

to increase the funding of existing programs and the range of situations

which they cover. If more resources were at the disposal of the WIN

counselors they might be able to Aove more quickly to addreas the problems

which currently fail into ores ierviced by SAU or income Maintenance,

and solve them before they had a major Jmisact on the student's school

performance. If more than one counselor ware provided at each school

and If they had more xperienc with tho local welfare systems, more

Individualized and efficient services could be delivered.

1 45
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Howeyere further increasing the volume and cost of support

servIcle may be counter-productive. not only In terms of the program's

credibility and likelihood of wider acceptance, but also for

the clients themselves. The discrepancy in services and support between

school and the world of work may create mejor problems in the period

following grallUation.

Flnally, It is unlikely that even If more support services

becalm available, the attrition rate would be redyCed dramatically.

As we have suggested earlier, sone of the impediments to attendance are

rooted In family roles and values, rather than cajied by lack of Services.

A young mother may went to take Care of a sick child even If a babysitter

Is available, or she mey went to straighten up her house efter burglary

even If she Is offered temporary housing.

For all these reasons we see as the most realistic approach an

increase In the flexIbIlity of attendance required for successful completion

of the training program. The current xperience calls Into question

whether WIN mothers, with all the competing demands for their time and

lack of resources to ease these demands, can successfully participate

in training programs wlth Inflexlble schedules. It may be that the cur-

rent prht1ce of allowing the.students to drop In and out of school In

order to deal with crises and,to repeat courses failed because their

attention wes fixed on outof-school problems Is the moat economical
6

and practical sOlIition,Allthough the net effect would be to extend. the

total.tIme perlod'between the start of the program and graduation. But
t

the optlon of the make-up classes, tests and laboratory exercises should

also be.considered. Almost everyone associated with the program- -WIN

nd 0611 NOweli personnel ....believes that the students are highly

110
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motivated and eager to cellist* the progrem,,although there are those,

in WIN and lsewhere, who feel Chet In the absence of rigorous atten-

dance monitoring, most students would not attend regularlY.

As responsible adults, which most of the studenti are, those

women might well be able to deal with a learning environment which puts

greeter emphasis op slf-motivation and self-monitored perforrunIce,

rather than an attendance-Wised setting. Certainly this approsch hes

been effective for other itomen who faced similar problem of reconciling

stWdy needs with family responsibilities and is the rule, rather than
the exception, in colleee-leel programing for dult women. However,

Sell stlftwell hes shown little inte;est in modifying the school program
In thls direction. School administrators argue that the,demand for

rigid attendance and the provision of few options is designed to accul-

turate the students to the world of work and is the msjor aspect of. .

their progrem which allrgraduates of a two-year Sell t Howell program

to compete on *quill terms, or even have an advantage over, graduates of

four -*oar colleges.

The danger mists of providing student; with so much flexibility

and opportunity to remit failed or missed classs, that they will

develop inappropriate expectations of the behavior and effort'required

to successfully hold a job, Just as the self-paced remedial program gave

students an inaccurate picture of whet would be expected in the regular

school program. It my also be that it would be difficult to restruc-

ture an 0104trOOlcs curricuium in direction which offers greeter

atteadence flexibility. However, lven the high attrition rate which

seems to be In the offing for the present program, and tha7changes

taking place In the structure of Jobs to accomodate the greater foolly

responsibilities of womenwho work, It would be worthwhile to think

Seriously about a mere flexible.alternative.
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CHARACTIRISTICS OF PARTICIPANTS AND
COMPAAISON OROUP

As part of the data analysis for this report, differences

between the particippot and vomparison groups were examined to determine

whether our selection procedures resulted In satIsfectorily matched

groups. Seceuse of the siva diffrences between the 'Chicago and Columbus

pOpulations, lt Is lso,necessary tb take these differences Into account

when mpking comparisona.' Such comparisims have been made for every

variable Mentioned in'thkis report. Chl square tests of statistical

significance were us and .0t probability level was adopted es the cri-

terion for signific t differences. According to this standard, there

are few variables o which the participant and'comparison groups within

ace site differ sIgnificently, suggesting that the selection procedures

adopted for this study were effective in pO4Orcing matched groups.

.Among the demographic variables reported in Chapter II, dlf-

ferehces between the participant and comparison groups were fOund only

In the years of schooling complited and type of high school program.

The distribution of years of education completed by the

comparison group members Is more o3ncentrated In the completed high

school categOIT In both Otos, as Shown In Table A -1.' Thus, while the

participant groupt contain more members who have completed more than a

high school educationalikey also contain more mmbs who have not

ccapieted h1g0 schoOl. It Is Interesting.* note th t the average

nuabirpfayetrs completed la nearly identical across ell groups, and

that whi.le the participent group averages !lightly more years In Chicago,

It averages slightly fewer In Columbus. It would seem that the differ -

*Ikea in the, years of Schooljng completed do not clearly favor the par -

ticipeht tromp. The performance of those with different levels of

**wily.* wi 11 he monitered during thls research.

149
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TABLE A-1 `

YEARS OF SCHOOLING COMPLETED BY PARTICIPANT/COMPARISON GROUP STATUS AND DY SITE
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A-3

The participant spew members in Chicago are more likely to have

taken part.in general or academic'high school program than the Chicago

comparison group. Glyen'the difficulty of thetraining offered by Bell t

Howell, It Is likely that these students have an advantage over those wbo

took port' In vocational programs, and since assignment to such programs

Is often based upon preVious academic recordst. It Is,)ikely that this is

' an Indicator of previous school performance (reble A-2).

The participant and comparison groups also differ on some aspects

of their employment and job ti-einIng histories.. While the occupational

category of the job held Cor the longest period of time did not differ,

the length of-time this job was held did (Table A-3). Participant group

members In Chicago held this Job for a shorter period of time than did

conparison.group,leembers,White in Columbus: the porticipant'group members

held this job for o.longer time. Tbere'ere also differences in the

reasons liven for l.eaving this job,.with participont'group mom6ers being

more likely to report that health and pregnancy were problems in Con-

tinuing employment (Table A-4). -

Immedrately before the time this training program began there

were differences in the types of Jobe held by participant and comparison
- .

group memberse with the comparison group members more concentrated In lower

, skill occupational categori.is,(Table A-5).

Members of both the.partIcipant. and comperison groups had.taken

part in previous training programs in an attempt to upgrade their skills.

The Chita* Participant grouptils more likely then the,ChIcago conparison

mup to have taken part In such a program'and to have completed It. In

.

Columbus there Is less of a difference between the groups (Toble A-6). .
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lABLE A-2

TYPE OF NIGH SC$001. FROGRAN BY PARTICIPANT/COMPARISON GROUP STATUS AND BY SITE
(In Percentages)-

TYPe 0,141gh School.Program

Chicago Coluebus

Participant Comparlson Participant Comparlson
5.

general 78 57 65 68

Academic , 7 2 14 15

Vocational , 15 41 21 17

Total % 100 100 100 , 100
(N) 55) (44) (71) (66)

'NissIng Date
,

, 2) (17) ( 5) (10)
TOTAL 57) (61) (76) (76)

Cbi -Square - 9.3 Chi-Square + 0.44 ?

payrolls of Freedom + 2 Degrees o6,Freadom + 2
IIP Probability + .009

,

*

Probability .80



TABLE A-3

LENGTH OF TIME AT LONGEST JOB BY PARTICIPANT/COHPARISON GROUP STATUS AND BY SITE
(In Percentages)

v

Chicago Columbus

Participant Comparison PirtIcipent Comparison
J

1 - 6 months 16
.

17
e .

5 29

7 - 12 months. . . , 16 0 19 13

13 - 18 months 7 7 14 9

,19 - 24 months 13 3 15 7

25 - 36 months 4 21 . 22 16.

37 - 48 Months 20 34 .
7 9

49 - 60 months 7 . 0 5 4

Flora then 61 months 18 I 14 13,

Tot. I

(10i

101 99 101 100
(45) (25) (53) (55)

Chi-Square 4
Daafls of Freedow- 7

.05

Chi.Square 13

Negroes of Freaclom 7

Probability . .06



TABLEA -4

REASONS FOR LEAVING LONGEST JOB BY PARTICIPANT/COMPARISON GROUP STATUS AND BY SITE'
(In Percentages)

Chicago

Participant Comparison

Columbus

Participant Compariaon

Total % , 189 143 164

(8) (47)
'114029)

(61)

Chi -Square 27.7 Chi-Square 42 26
Oegries of:Freedom 14 Degrees of Freedom r 14

*,
t.

Probabllity .02 Probability n .03 fit
. ... ,

. *Figures include those mentioning each reason as the maln reason for leaving the Job without.prompting
plus those addifional persons mentioning each reason with prompting. The percentages total to more than 100 due
to multiple responses.

l to more than 100 due
to multiple responses.

Total % , 189 143 164

(8) (47)
'114029)

(61)

Chi -Square 27.7 Chi-Square 42 26
Oegries of:Freedom 14 Degrees of Freedom r 14

*,
t.

Probabllity .02 Probability n .03 fit
. ... ,

. *Figures include those mentioning each reason as the maln reason for leaving the Job without.prompting
plus those addifional persons mentioning each reason with prompting. The percentages total to more than 100 due
to multiple responses.

Compariaon
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TABLE A-5

OCCUPATIONAL CATEGORY OF JOB TITLE FOR JOB HELD IN THE YEAR PRIOR TO ENTERING THE BELL I. HOWELL

TRAINING PROGRAM BY PARTICIPANT/COMPARISON GROUP STATUS AND BY SITE
(In Percentages)

Chicago Columbus

Participant Comps r I son Participant forparison

Professional 0

Sub-profossiOnal and Technical 0

Managerial, Administrative and Proprietary 0
,

Nigh Clerical 8

0

13

0

0

0

6

19

0

13

0

o

Low Cferical 31 0 11 0

Foreman, Craftsmen and Kindred 0 0 3 0

Operative and Kindred 23 6 6 9

Service WorkIrs 39 81 56

0

'Total % 101 % 100 101
a

100

(10 (13) (16) (36) (23)

et Chl-Square -. 11.3 -Chl-Square 14.97
Degrees of Freedom . 4 Degrees of Freedom - 6
.Probability .. .02 Probability m .02

1 55.

5



TAOLE A-6

\

PARTICIPATION IN PRE-WIN TRAINING BY MARTICIPANT/COMPARISON GROUP STATUS AND BY 'SITE.
(In Percentages)

hicago
-

Columbui

PerticIped Comer Isom Participant Comparison

cng1Da In n I n!

184 14

ClivrtouzetsrN

Yes

No 60 82 , 52

Total % 100 100 IQ°

(M) (55) (45) .. (75) /

45

55

. 100

(66)

=",----10"1
Chl!-Square 4.8 Chi-Square w .02
Degrees of Freedom 1 Degrees of Freadoww 1
Probability .03 Probability w .89

,Old_YOw fIntah the trelnln, program?

59

41

13

87
v

56

44

46
A

54

IPYell......... . ... . . ..

No

Total %

(8)

100

(22)

100

'( 8)

, 100
(36)

-100
(30)

Chl-Square w 34
,Degrees of Freedom 1

'Probabltity w .06 ,

Chi-Square w .221
Degrees of Freedom w,1
Probabtlity

56



A-9
.. ..

.

_

Finally, there are differences between the Columbus

partiii0ant and comparison groups on two of the items of the kosenberg

Self-Esteem Scale. The participant group in Columbus was more HWY.. iiho

to disagree with the statements "I certainly feel useless at tlifIts"

and "I wish I could have more respect for myself" (Table A-7).

DIfferetices between the participant and comparison grOups within

sites were examined on allNotheir variables discussed in this report and'

no other statistically significant differences were found. Overall, .

It would appear that the two groups are 44ell Maiched. Although there

are Ognificant differences on few of:the variables discussed, the

direction of the differences in terms of characterilAtics presume4 .to be

Important for success In a training program varles, iuggestIng.that:

there was no attempt to maMpulate the selection process in favor of

selecting highly,quailfied clients into the,tralning program. The4 if

enough variation On ill Ctaracteristics among participant and comparison

group members to allow the assessment of the impact of these differences

In program evaluation.

IN r
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- TABLE A-7

SCORES ON SELF-ESTEEM MEASURES BY PARTICIPANT/COMPARISON 0ROUOSTATUS AND BY SITE
(In Percentages)

Group
Status

Chicago Columbus

Strongly
Olsegree

Dis-
agree

Agree
Strongly
Agree

TOTAL
% (N)

Strongly
Dlsaree

Dls-
agree

Agree
Strongly
Agree

TOTAL

% (8)

"I certainly Partici- 18
feel useless pent

36 41 5

k

100 (56) 9 49 34 8 100 (74)

et times."

. .
Comparison IS 40 40 2 100 (57) 18 32 49 1 100 (74)

3%

,
Chl -Square 1.2 .chiSquere is 9.75

I

gDegrees of Freedom = 3 .Degrees of Freedom = )
Probability .75 ProbabIllty .02

"1 wish 1.could Partici- 26
helm more . pint
respect for '

44 IS II 99 (54) 11 49 26 14 100 (73)

myself." Comparison 38 38 19 4 99 (5) 17 30 47 6 too (72)

"".

-%

Cbl-Square 3.42

, Degrees ot Freedom
Probabllity .33

Chl-Square 2 15.98
Degrees of freedom 3

Probability .001
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INTERVIEW COMPLETION

Tho first round of Interviews for this study was conducted

baltween January and March of 1979 (with some difficult-to-locate respon-

dnts interviewed In April). The final results of our efforts to contact

participants for interviews are presented In Table B-I, The participant

or dropout status noted In this table Is as of the time of the Interview

and does not-reflect subsequent changes.

07 the 133 members of the participant group, 130 (98%) were

successfully Interviewed. Of the 117 meibers of the comparison group.

112 (82%) wore successfully interviewed and an additional 5% were contacted

but refused to be interviewed. In spite of the use of Address maintenance

filis, the use of contact persons originally listed by each participant,

the cooperatton of the WIN staff at ach s nd the resourcefulness of

local interviewing supervisors, we were %stile to ontact 21 individuals

(8%) of the original study population'aUrIng the; me peribd we had set-

for interviewing. Efforts to locate these indlAuels have continued.

Several have responded io our latest request for address verification and

we are now in the process of scheduling interviews with them. These

individuals ar reflected in the table In the prevlous chapters as

missing data. They have been retained because of the hope of completing

interviews with them as they are located, and because we do have some

InfprmatIon for them collected during the process of determining their

queliflcations and interest In this program.
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Site

Orlgimel Study
Populations

_

I'
, . .

letervime Status

.

V

Site
Totel

Member f Intorvlows Completed Dumber Unable co Loots Number ei'llefusels

.

Training ries,
Pertielpset

Trelelap
Dertisipont

Dropout Comport Trainr Dropout ColOoriPertic opt
Trelnles

Dropout ComparisonParticipant

Oleo,*

Columbus

Total

57

74

DI 40

55,

1$

10 67

2 7 lit

I)), 1137 91 31 112 is 270


