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ABSTRACT

EMPLOYMENT & EARNING ANALYSIS OF THE MICHIGAN 
MANPOWER DEVELOPMENT AND TRAINING ACT OF 

1962 INDIVIDUAL REFERRAL PROGRAM

By

Edward Benson

The national in te re s t in manpower tra in in g  programs during the 

1962-1972 decade came about as a re s u lt  of automation. The federal man­

power le g is la t io n  which was enacted in 1962 was designed to t ra in  the 

large numbers o f unemployed and underemployed persons. I t  also pro­

vided access to the labor force fo r those who would be entering fo r  

the f i r s t  time. The tra in in g  programs were e ith e r  in s t itu t io n a l  ( inc lud ­

ing the individual re fe r ra l  or less-than-class s ize) or on-the-job .

While a number o f empirical studies have undertaken an evaluation of  

group tra in in g  in s t itu t io n a l  programs funded by the le g is la t io n ,  no 

e f fe c t iv e  evaluation has been made o f the individual re fe r ra l  program.

This study is based on a random sample o f individuals selected  

from the central o f f ic e  f i l e s  o f the Michigan Employment Security Com­

mission (MESC) fo r the period 1968-1972. The method o f analysis is a 

computerized system ca lled  Automatic In teraction  Dector (AID). The 

system, unlike most lease squares an a ly tic a l programs is  very f le x ib le  

and allows more eas ily  than a conventional regression program the 

determination of in teraction  e f fe c ts ,  e .g . ,  in teraction  between depend­

ent and explanatory variables.
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The f i r s t  te s t  was to determine the s ign ificance o f the 

average number o f weeks unemployed immediately p r io r  to enrollment 

(dependent va riab le ) against the following explanatory variables:  

age, level o f education, race and sex. The second te s t  was to deter­

mine the s ignificance of the average wage immediately p r io r  to t r a in ­

ing (dependent variab le ) against the same group o f explanatory v a r ia -

les . The th ird  te s t was to determine the significance of the average

wage a f te r  tra in in g  against age, level o f education, race, sex, number 

of class clock hours, welfare status and completion of tra in in g . These 

tests were based on analyses o f  variance.

Using the null hypothesis th a t there is no d iffe rence between 

the average wage before and a f te r  tra in in g , t - te s ts  were run to deter­

mine (a) the s ignificance of the d ifference between wages before and 

a f te r  t ra in in g ;  (b) the s ignificance o f the real (d e fla te d ) income 

a f te r  tra in in g .

The results o f the study ind icate  the fo llow ing:

1. That the average a f te r  tra in in g  wage is higher than the

average before tra in in g  wage, and the d ifference is  s ig n if ic a n t  a t  the

.01 le v e l .

2. That the defla ted  value o f the a f te r  t ra in in g  wage does not 

a l t e r  the hypothesis regarding the significance (.01 le v e l)  o f the 

diffe rence between the before- and a f te r  tra in in g  wage. Moreover, 

that there is a s ig n if ic a n t  increase in wage a t t r ib u ta b le  to comple­

tion  o f tra in in g .

3. That the tra in in g  program which cost an average of $3,117.36

per tra inee  contributed to an increase in worker em ployability , and
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that a large percentage (81%) was employed in t ra in in g -re la te d  jobs 

a f te r  tra in in g .

4. That the variab le  most s ig n if ic a n t  in determining the 

average wage p r io r  to tra in in g  was sex: males received a higher average

wage than females. On the contrary, the variab le  most s ig n if ic a n t  in 

determining average wage a f te r  tra in in g  was completion o f  tra in in g .

5. That while the tra in in g  program improved the em ployability  

of the p artic ip an ts , there was a tendency fo r  tra d it io n a l  in s t itu t io n a l  

biases in the labor market to subject blacks and females to less than 

p a r ity  wage with th e ir  counterparts who completed the tra in in g  pro­

gram.

The fa c t  that an evaluation o f the Individual Referral program 

had not been previously undertaken might be ind ica tive  o f the extent to 

which the ro le  of the program had been minimized. Im p l ic i t  in the pro­

gram's high success is i t s  propensity to provide an additional pool of  

s k i l le d  manpower fo r  the service industry.

The success o f  th is  progrm might constitu te  a ju s t i f ic a t io n  

fo r  i t s  continuation under the new Concentrated Employment and Training  

Act o f 1973 (CETA). CETA might than be evaluated as to i t s  e f fe c t iv e ­

ness in improving tra inee em ployability and income. To accomplish 

th is  however, there is urgent need fo r  improvement in c l ie n t  follow-up  

data at MESC. A l im ita t io n  o f  th is  research has been the paucity o f  

follow-up data on c l ie n ts  who had enrolled in the program, and there ­

fore the resu lts  o f  th is  study may be inconclusive.
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CHAPTER I

INTRODUCTION

The h is tory  o f  manpower programs over the past decade (1962- 

1972) has been in large measure, a record o f e f fo r ts  to develop and 

carry out programs which would have e f fe c t iv e ly  tra ined the unemployed 

and underemployed, ra c ia l and ethnic m in o r it ies , young workers, o lder  

workers and women. As a provision in the Manpower Development and 

Training Act o f 1962 and i ts  subsequent amendments, manpower develop­

ment tra in in g  programs were developed to a l le v ia te  manpower shortages, 

lower the high unemployment ra te  and increase the income and employ­

a b i l i t y  o f  tra inees , most o f  whom were affected by automation. The 

general scope and function o f the tra in in g  program has been to enhance 

and increase the s k i l l  level o f  the partic ipan ts  through tra in in g  in 

various types of occupations fo r  which they were most su ited .

Accordingly, tra in in g  took place e ith e r  on the job , in a 

vocational/technical in s t i tu t io n  or community college. On-the-job  

tra in ing  took place on the job with the federal government subsidizing  

the employer as an incentive to p a rt ic ip a te  in the tra in in g  program. 

In s t itu t io n a l  tra in in g  by comparison occurred in a vocational/technical 

in s t itu t io n  or community college under contract w ith the State Depart­

ment o f Education. In th is  connection, the contract provided that the 

in s t itu t io n  would provide a combination classroom/laboratory tra in ing

1
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to enrollees who were re ferred  to the program by the sta te  employment 

service. The trainees were allowed a stipend to cover transportation  

and l iv in g  expenses. The l a t t e r  was based on family size and w i l l  be 

referred  to la te r  in the study.

In s t itu t io n a l  tra in in g  which was referred  to e a r l ie r ,  is  fu rthe r  

refined to consist o f regular classes and less than class s iz e . The 

l a t t e r  type o f tra in in g  was sometimes referred to as individual r e f e r r a l . 

These two w i l l  be used synonymously here.

The basic differences between regular classes and less than 

class s ize tra in in g  are as follows: A) The method o f r e fe r r a l .  The

method used in less than class size tra in in g  was a very se lec tive  and 

ind iv idualized  procedure carried  out by the s ta te  employment services.

The selected individual was directed to a community college academic 

ra ther than vocational program. B) Heterogeneity. Referral is to a 

f a c i l i t y  where an academically heterogeneous group was already enrolled  

and taking courses re la ted  to th e ir  respective educational objectives.

A less than class re fe r ra l  presupposed that the educational level and 

achievement o f the tra inee p r io r  to enrollment was adequate to meet the 

rigorous academic demands of the in s t i tu t io n .  C) Size o f  the class.

The number o f ind iv iduals  re ferred  to less than class size programs was 

l im ited  to ten trainees for each occupation. D) Length o f tra in in g  

period. Less than class size tra in in g  programs ran up to s ix  months 

longer than regular classes because the enrol lees were required by the 

in s t i tu t io n  to also enro ll in courses s p e c if ic a l ly  unrelated to the 

enrol lees' occupational objectives. This meant th at 16-18 months may
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have been required fo r  completion o f  the tra in in g  under the less than 

class size system and approximately ten months fo r  regular classes.

Even though manpower programs have been in existence fo r  almost 

a decade, the less than class size program or individual re fe r ra l  sys­

tem was not developed u n t i l  1968 as a supplemental e f f o r t  in tra in in g  

ind iv iduals  to compete more e f fe c t iv e ly  in the labor market. No 

research studies have undertaken the task o f determining the success 

of the programs in terms o f increasing the income and em ployability o f  

the ( in d iv id u a l ly  re ferred ) tra inees. Therefore, the focus o f  th is  

study w i l l  be d irected toward an examination in Michigan, o f  the in d i ­

vidual re fe rra l  system o f vocational tra in in g  under the Manpower Devel­

opment and Training Act (MDTA) to determine (1) whether tra inee  incomes 

were increased as a re s u lt  o f the program; (2) ch arac teris tics  o f  

tra inees who gained the most from tra in in g . The population was chosen 

from the f i le s  o f the Michigan Employment Security Commission (MESC).

In the absence, to d a t e j  o f any l i te r a tu r e  on the individual re fe r ra l  

system, a review of other re levant empirical studies (Borus, 1964; Borus 

and Hardin, 1969; Main, 1968; Niland, 1972; Scott, 1970; S o lie , 1968; 

Somers and Gibbard, 1968; Weisbrod, 1969) dealing with the group method 

of vocational tra in in g  under MDTA is considered germane to th is  study 

and w i l l  be undertaken in Chapter I I .

The l i te r a tu r e  w i l l  be researched fu rth e r  in  connection with  

the more global context o f manpower tra in in g  resources. The researcher

^While th is  study was in process, an evaluation o f  the MDTA 
In s t itu t io n a l  Referral Program was completed by Olympus Research Corpora­
t io n , S a lt  Lake C ity ,  Utah, fo r  U. S. Department o f Labor, June, 1972.
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intends to review studies re la t in g  to (a) the le g is la t iv e  h istory of 

adult education in the United States as i t  evolved from the Smith- 

Hughes Act o f 1914 to the Adult Education Act o f 1966; (b) the important 

but recently broadened concept o f  human cap ita l (Becker, 1964; Wood 

and Campbell, 1970; Schultz, 1971) and the benefits and costs o f t r a in ­

ing to both society and the trainees (Garms, 1971; C h r is to ffe l ,  1973; 

Borus, Brennan and Rosen, 1970; Barsby, 1972).

Prior to a review o f the l i t e r a tu r e ,  the next few pages w i l l  be 

devoted to a b r ie f  discussion o f the problem and d e f in it io n  o f terms 

which w i l l  be used throughout the study.

A. Problem

The United States has always been concerned with i ts  manpower 

resources dating as fa r  back as the Northwest Ordinance o f 1787 (See 

Figure 1) to the Nixon adm in is tra tion 's  Manpower Special Revenue Shar­

ing proposal to Congress. Manpower researchers would be remiss i f  

they fa i le d  to make special mention o f the more recent (1960's) re in c a r­

nation, a renaissance, of national manpower th ru s t,  the progenitors o f  

which were the la s t  Presidents John F. Kennedy and Lyndon B. Johnson. 

President Johnson's dreams o f a Great Society were the imagination o f  

a great president whose people liv ed  in a paradox o f  poverty and a f f l u ­

ence, unemployment, underemployment and high levels  o f indus tr ia l  

p ro ductiv ity , c iv i l  disorders w ith in  the nation and walking on the tra n ­

q u i l i t y  o f  the moon. I t  is out o f  th is  paradox th at a series o f Great 

Society le g is la t io n  was born.
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Figure 1 .—Manpower Legislation 1787 - 1974.
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Great Society le g is la t io n  o f  the 1960's and th e ir  administra­

t iv e  guidelines were conceptualized and operationalized in sw ift  

reaction to the human resources exigencies o f  the period but without 

the mechanism fo r  determining program effectiveness. Consequently, 

s c ie n t i f ic  evaluation o f manpower program poses serious th re a t to the 

v a l id i ty  o f research resu lts  and raises several questions as to whether 

determination o f program effectiveness can at a l l  be obtained experi­

mentally.

This s ituation  notwithstanding, attempts w il l  be made in th is  

study to discover va lid  evidence of less than class size effectiveness.  

The results could be useful to federal and sta te  decision makers in 

th e ir  search fo r  ways to improve the d e livery  o f manpower services.

The problem is "How successful is the Less Than Class Size  

program in Michigan in terms o f increasing the income and em ployability  

of the trainees?" Im p lic i t  in th is  question are those factors re la t iv e  

to the impact o f the tra in in g  on the a b i l i t y  of the individual to obtain  

a tra in in g  re lated  job , the resu ltan t change in income commensurate with  

increased, salesable vocational s k i l l s ,  and the e ffec ts  o f demographic 

ch a rac ter is tic s . Success of the program w il l  be determined by (a) the 

ra t io  o f completions to dropouts, (b) the number and/or percentage of 

graduates who are employed in t ra in in g -re la te d  jobs, and (c) the s ig n i f i ­

cance o f any wage changes as a re s u lt  o f graduation.

The data used in th is  study spans a period of three years, 1969 

through 1972. The u t i l i z a t io n  o f manpower data over th is  length o f time 

when national and f is c a l monetary po lic ies  fluctuated  could pose a
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serious l im ita t io n  on th is  study. However, the e f fe c t  o f  th is  constra int  

is negated through the use o f the consumer price  index (CPT) fo r  the 

period to determine the real income o f the p a rt ic ip a n ts . Borus and Tash 

(1970) in addressing th is  subject indicated th a t additional research is  

needed in th is  area, and indicated also that "presumably government f i s ­

cal and monetary policy are designed to achieve f u l l  employment regard­

less o f whether a p a r t ic u la r  manpower program is implemented." In th is  

connection, th ere fo re , the answer to the question of time re s tr ic t io n s  

is addressed in Table 37.

A more re levant question in connection with time is the oppor­

tu n ity  costs incurred by the enro llees . Training programs are offered  

based on the expectation o f placement upon completion. The researcher 

contends that except fo r  the General Motors s tr ik e  o f 1970 which had a 

crip p lin g  e f fe c t  on employment (and revenues) time has a n e g lig ib le  

e f fe c t  on the placement of less than class size tra inees in view o f the

length o f  the less than class size t ra in in g  (up to 18 months versus

maximum 10 weeks fo r regular c la ss ).

In the immediate section which fo llow s, a d e f in i t io n  o f terms

is undertaken. Chapter I I  deals with a general survey o f re levant

l i t e r a tu r e ,  followed by the research design and methodology in Chap­

te r  I I I .  Chapter IV is devoted to an analysis o f  the data and Chap­

te r  V presents the research find ings, conclusion and recommendations.

B. D efin it ions o f  Terms 

Manpower programs are federal programs intended to influence the 

q u a lity  and composition o f  the work force by increasing the s k i l ls  and



8

employment opportunities o f ind iv iduals  in  the work fo rc e , or those who 

desire to be in i t  but who are vocationally  unprepared or face other 

barrie rs  to employment. Therefore, programs purporting to a l le v ia te  

employment barriers  must provide s k i l l  t ra in in g ,  tra n s it io n a l employ­

ment experience, job placement assistance, re la ted  ch ild  care, and 

social and health services. Toward th at end, manpower programs gen­

e r a l ly :  (1) operate outside the normal educational processes, (2)

give supportive services fo r periods o f less than one year, (3 ) pro­

vide s k i l l  t ra in in g  and job opportunities fo r  non-professional jobs,  

and (4) ta rge t on the disadvantaged sector o f  the population.

The following is a l i s t  o f terminology which w i l l  be used 

throughout the research:

Employabil i t.y is the capacity to be employed as a re s u lt  o f  

receiving tra in in g .

Employment re fers  to a contractual re la tion sh ip  in which a 

person provides a service fo r  which he receives wages.

Training re la ted  job is employment o f  a tra inee  in a job fo r  

which he was s p e c i f ic a l ly  prepared during the tra in in g  program.

Trainee refers to an ind iv idual who is engaged in MDTA tra in in g  

programs a t some point in time fo r  purposes o f improving em ployability .

Training is  tra inee  enrollment in Vocational Education s k i l l  

preparation class fo r  which he benefits  through increased em ployability  

and employment.

Individual Referral ( IR ) .  A s ta te  employment service system of 

re fe r ra l  to t ra in in g  in which an ind iv idual is se lected, counseled,
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tested and tra ined based upon the in d iv id u a l's  background, p r io r  educa­

t io n ,  work experience and motivation.

Less Than C lass/Ind iv idual Referral ( IR ) .  Occasions e x is t  when 

i t  is not p rac tica l to organize a Manpower Development and Training  

(MDT) class pro ject fo r  a specific  occupation, but circumstances are

appropriate fo r  the inclusion o f one MDT tra in e e , or a few, into  an

existing  program. In these instances, where demand in an occupation is  

scattered and in s u f f ic ie n t  to estab lish  a c lass , tra inees may be referred  

on a less-than-class basis.

Underemployment. The term refers to a person who is working 

part-tim e but seeking fu l l - t im e  work or who is working fu l l - t im e  but 

receiving wages below poverty le v e l.

Cost-Effectiveness. The level of effectiveness achieved and 

cost by a program as compared to the cost and achievement o f a competing 

program.

Benefit-Cost Analysis. A financ ia l analysis of benefits and 

costs o f a program, often expressed as a ra t io .

Opportunity Costs. Those tangib le  and in tang ib le  costs incurred  

by a worker as a re s u lt  o f a decision to enro ll in an educational pro­

gram rather than to be g a in fu lly  employed.

Consumer Price Index (C P I).  A measure of changes in re la t iv e  

price levels  o f commodities normally consumed by urban wage earners.

The index is calculated re la t iv e  to a base period in which the price o f  

consumer goods and services maintained a steady level without wide 

f lu c tu a tio n .



CHAPTER I I

GENERAL SURVEY OF LITERATURE

A. Leg is lative  History of Adult Education

In Michigan, there has been a growing concern fo r  the q u a lity  

of education in the s ta te  since early  1970. This emerging concern 

prompted the State Board o f Education to appoint an advisory task 

force composed o f Michigan educators, students, and lay c it iz e n s .  The 

primary purpose of the task force was to id e n t i fy  what was considered 

the common goals o f an educational system capable o f meeting the grow­

ing and changing needs o f contemporary society.

Although i t  is  recognized that the schools are presently meet­

ing the needs o f  many people, i t  became increasingly important to the 

task force that an e f fo r t  be made to focus i ts  a tte n tio n  on the needs 

of a l l  c i t iz e n s ,  on the demands o f present day soc ie ty , and on the 

resources a t  hand. Speculative ly , i t  is w ith in  th is  general context, 

and w ith in  the context o f the manpower le g is la t io n  o f the 1960's that  

the educational resources of the s ta te  provided the coordinative thrust  

fn r  achieving the common educational goals o f MDTA and the s ta te 's  

task force.

The task force grouped i t s  ideas into  three p rinc ipa l goal 

areas which should guide e f fo r ts  to perfect the educational system. 

These areas are: (1) democracy and equal opportunity--concerned with

10
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conditions necessary fo r  a successful process o f school operation, (2) 

student learn ing— specifying desired outcomes fo r  each person who is a 

product o f  the educational system, and (3 ) educational improvement— 

id e n tify in g  actions th a t are essentia l to continued upgrading o f the 

system. I t  might be in te re s tin g  to note th a t Hennighen (1970) indicates  

that dropout statewide fo r  elementary and secondary schools was approxi­

mately 50,000.

With reference to the task fo rce 's  position on Equality and 

Equal Opportunity, i t  was f e l t  that Michigan education must support the 

princ ip les o f democracy by recognizing the worth of every human being 

and by creating an educational environment to develop mature and respon­

s ib le  c it iz e n s .  Toward that end, th is  researcher believes that the 

tremendous growth and expansion in th is  s ta te  o f community colleges 

over the la s t  decade or so was designed to f a c i l i t a t e  the appropriate  

mil l ie u  fo r  achieving individual and societa l educational objectives. 

While in the past, and to a large degree today, general education was 

considered the bulwark o f  democracy, our democratic in s t itu t io n s  are 

being threatened by the e ffe c ts  on indiv iduals  o f automation and cyber­

nation which are demanding a more specia lized  education.

The r io ts  and c iv i l  disturbances o f  the 1960's according to the
2

Kerner Commission Report was a d ire c t  m anifestation of high unemploy­

ment and in e qu a lity  o f educational and employment opportunities. There 

can be no doubt th a t the r io ts  posed a serious th rea t to the future o f

2
Report o f  the National Advisory Commission on C iv i l  Disorders, 

Governor Otto Kerner, Chairman. Dutton Publishing Company, New York,
New York, 1968, p. 609.
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democratic in s t i tu t io n s ,  a s itu a tio n  reversed only by the sagacity o f  

high q u a lity  American leadership and the enactment o f Great Society 

le g is la t io n ,  including educational opportunities fo r  adu lts .

While general education is important fo r  s e l f -e d if ic a t io n  and 

personal g r a t i f ic a t io n ,  adult education must be given considerable  

attention  in th is  study because the thrust o f the manpower programs 

addresses adult educational needs. Therefore, th is  aspect o f  th is  

study is d irected at a review o f the h is tory  and impact of adult educa­

tion le g is la t io n  on basic education.

Darland (1969) c ites  th at the h istory o f adu lt education in the 

United States cannot be accurately addressed without re fe r r in g  to major 

le g is la t iv e  developments which have exerted influence on the adult edu­

cation movement. Accordingly the cu ltu ra l extension and home economics 

programs were the main thrust o f  adult education a t  the time of World 

War 1 and were made possible by the Smith-Hughes Act o f 1917 and the 

Smith-Bankhead Act o f 1920.

During the depression o f the 1930's much o f adult education 

action was sponsored by such federal programs as the C iv i l ia n  Conser­

vation Corps, the National Youth Adm inistration, and the Work Project  

Administration. The three organizations were created as a re s u lt  o f  

anti-depression le g is la t io n .

Federal aid to education in the United States became more pro­

nounced in the la te  1950 's and early  1960's and public school adult  

education programs were among the rec ip ients  o f federal support. A 

b r ie f  description o f federal involvement appears below.
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Vocational Education Acts

Since 1917 the lo c a l -s ta te - fe d e ra l  programs of vocational and 

technical education have been developed on the basis o f  g ran ts - in -a id  

to the states to encourage and support vocational t ra in ing  (Dariand,  

1969). The or ig ina l  le g is la t io n ,  the Smith-Hughes Act (1914),  specif ied  

ag r ic u l tu re ,  home economics, trades and industries as the occupational 

categories fo r  which state  and local t ra in in g  costs and other expenses 

would be e l ig ib le  for  p a r t ia l  reimbursements by federal funds. This 

pattern continued by designing other occupational categories in which 

t ra in ing  could be supported by federal funds.

The George-Dean Act o f  1937 was a fu r th e r  contribution in th is  

d irec t ion .  This act was concerned with the d is t r ib u t iv e  occupations. 

Succeeding i t  was the George-Barden Act o f  1946 which provided fo r  a 

major expansion in vocational education. Amendments in th is  act pro­

vided t ra in ing  fo r  pract ica l  nursing and preparation in other health  

occupations including authorization fo r  t ra in ing  in the f ishery  trades 

and industr ies .  Later the National Defense Education Act o f  1958 was 

enacted authorizing t ra in ing  of technicians in occupations necessary 

to national defense.

The Vocational Act of 1963 set a few patterns fo r  federal  

support of vocational and technical education. I t  continued the pre­

vious authorization fo r  tra in ing  in specif ic  occupational categories  

and added the o f f ic e  occupations. I t  fu r th e r  permitted states to 

t ransfer  Federal funds from one category to another. More importantly,  

the Act brought a fresh meaning to vocational education in that
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educational opportunities become ava i lab le  to adults in need o f  t r a i n ­

ing, but who were no longer in the educational system.

The 1963 Act was amended in 1968 to provide more "people 

oriented" services. The 1968 le g is la t io n  provided addit ional funding 

to promote a c t i v i t i e s  such as cooperative programs, t ra in in g  fo r  the 

disadvantaged as well as the handicapped o f  a l l  ages. I t  also provided 

for consumer and homemaking education and other a c t i v i t i e s .

The primary and legal basis fo r  vocational educational programs 

were the Vocational Education Act of 1963, the Smith-Hughes (1914) and 

George-Barden Acts (1946).  Using these le g is la t i v e  acts as a basis f o r .  

organization, the Vocational Education program was designed (1) to serve 

adults who needed t ra in ing  or re t ra in ing  in order to achieve stable  

employment or advancement, and (2) to provide special t ra in ing  for  

persons with academic or sociometric handicaps that  may prevent them 

from succeeding in the regular  vocational programs.

As c i ted  by Dari and the Vocational Education Act o f  1963 was

not considered an adult  education b i l l ,  although i t s  purpose included

adults. I t s  purpose is c i ted  in the following paragraph:

I t  is the purpose of th is act to authorize federal grants to 
states in assisting them to maintain, extend, and improve 
ex is t ing  programs of  vocational education, to develop new 
programs o f  vocational education, and to provide part-t ime  
employment for youths who need the earnings from such employ­
ment to continue t h e i r  vocational t ra in in g  on a f u l l - t im e  
basis, so that  persons of a l l  ages in a l l  communities o f  the 
sta te-- those in high school, those who have already entered the 
labor market but need to upgrade t h e i r  s k i l l s  or learn new 
ones, and those with special educational handicaps--wil l  have 
ready access to vocational t ra in ing  or re t ra in in g  which is o f  
high q u a l i ty ,  which is r e a l i s t i c  in the l ig h t  o f  actual or 
antic ipated  opportunities fo r  gainful employment, and which is 
suited to t h e i r  needs, in te re s ts ,  and a b i l i t y  to b en e f i t  from 
such t ra in in g  (Dariand, 1967).
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On November 3, 1966, Congress passed the Adult Education Act 

of 1966 as T i t l e  I I I  o f  the Elementary and Secondary Education Amend­

ments o f  1966. I t  was important fo r  a number of reasons: (1) i t  was

considered the i n i t i a l  le g is la t io n  enacted s p e c i f ic a l ly  referred to 

as an Adult Education Act, and (2) i t  moved adult  education into the 

mainstream of  education in th is  country regardless of student age.

While a series o f  adult  education le g is la t io n  had been useful in pro­

viding educational services fo r  adults ,  other federal le g is la t io n ,  

e .g . ,  MDTA has been useful in serving a complimentary purpose as in d i ­

cated in the next section.

Impact on Other Legis lation

According to the Manpower Report of the President (1972),  the 

primary objective o f  the federal manpower tra in ing  programs was to 

develop job s k i l l s  in helping the unemployed, underemployed, welfare  

rec ip ients ,  and other disadvantaged persons.

The passage of  the Manpower Development and Training Act in 

1962--with much broader provisions fo r  in s t i tu t io n a l  and on-the-job  

t ra in in g — represent a worthwhile innovation. The 1961 recession had 

brought a new r is e  in a chronical ly  high unemployment ra te .  Rapid 

technological change created fear  of widespread unemployment due to 

automation. Fryer (1956) notes th a t ,  although there is a rapid pace 

of technological change, "no machine w i l l  e n t i re ly  replace the human 

being--not only w i l l  new s k i l l s  be required but the old ones w i l l  need 

reshaping." In addit ion,  and perhaps more important, there are ind ica­

tions that  as manufacturing becomes heavily  automated and as unions
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bargain fo r  a shorter work week and e a r l i e r  retirement,  the resultant  

increase in le isure  time w i l l  generate exponentially higher demands for  

service industr ies ,  including government services.

Following the passage o f  MDTA, fears o f  widespread technologi­

cal unemployment lessened as a resu lt  o f  the strong economic expansion 

and a growing b e l ie f  that  technological advance does not necessarily  

imply an overall  increase in unemployment.

I n i t i a l  experience with the manpower tra in ing  programs called  

attent ion  to groups in the population not o r ig in a l ly  designated for  

special he lp-- the poorly education, members o f  minority groups; men 

and women with low incomes. The MDTA was amended in 1963 and 1968 in 

an e f f o r t  to make i t  a more f le x ib le  method fo r  meeting the tra in ing  

needs o f  disadvantaged groups, those affected by automation and new 

entrants into the labor force.

Instruction in basic education under MDTA is usually provided 

through local schools. I t  may be conducted under contract by business, 

industry, trade associations, labor unions, or private  education and 

t ra in ing  in s t i tu t io n s .  Sixty-two thousand trainees have been enrolled  

in basic education since 1962. Table 1 shows in s t i tu t io n a l  trainees  

by occupational category for  the f isca l  year 1967 as reported by the 

Handbook of Adult Education (1970).

The cumulative enrollment nat ional ly  of the MDTA program since
3

i ts  inception in 1962 exceeded three m il l ion  as of November, 1972.

Those trained in the in s t i tu t io n a l  phase of the MDTA program numbered

The estimated number o f  trainees as of Nobember, 1972, was 
3,098,900. Manpower Report of the President, March, 1973, p. 53.
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TABLE 1 . — In s t i tu t io n a l  Training by Occupational Category of T ra in ­
ing, Fiscal Year 1967 (Tenn. 1970).

Occupational Category Percent of Trainees

Machine Trades 21
C ler ica l  and Sales 20
Structural Work 18
Service Occupations 17
Miscellaneous 23

317,800 while on-the-job phase handled 2,781,100 tra inees.  The Depart­

ment of Health, Education and Welfare in conjunction with state educa­

t ion departments arranges the in s t i tu t io n a l  t ra in ing  through public and 

private  educational agencies. Improvement in coordination and coopera­

tion among these agencies has been accomplished through the Cooperative 

Area Manpower Planning System (CAMPS), to the extent that  CAMPS has been 

able to achieve th is .

Darland (1967) notes that  the greatest expansion of adult  edu­

cation programs in recent years has not been under the s t r i c t  c l a s s i f i ­

cation of  "education" but instead under "manpower." Previous vocational 

education acts were not pr im ari ly  aimed a t  the adult  and was t ig h t ly  

targeted on school programs, whereas, the new acts did ju s t  the opposite 

in view o f  increasing s k i l l  obsolescence occasioned by automation and 

increasing entrants into the labor force.

Adult education became a more spec i f ic  part of federal educa­

t ion le g is la t io n  with the enactment of the Manpower Development and 

Training Act of 1962. The b i l l  marked the use of  the term --adult  basic 

education.
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Other provisions of the MDTA made i t  possible to o f f e r  occupa­

tional t ra in ing  programs to persons age 16 and older.  I t  is noted 

that although most of the occupational t ra in ing  aspects of th is b i l l  

came under the ju r is d ic t io n  of  the Department of Labor and were admin­

istered through the branch o ff ices  of the Employment Service, the 

educational portions o f  the t ra in in g - -a d u l t  basic education--was often  

conducted by adult education departments of local public school systems.

The Economic Opportunity act  o f  1964 (EOA) is another le g is la ­

t iv e  source of  funds fo r  adult  education programs. This act focuses 

i ts  a t tent ion  on the needs of the poor, low income fam il ies  and in d i ­

viduals. While MDTA and Vocational Education Acts recognized that  

adult  basic education was a necessary prerequis ite  for meaningful job 

t ra in in g ,  neither b i l l  recognized adult  education to the extent that  i t  

was a central part o f  i t  or was i t  included as a separate t i t l e  in the 

le g is la t io n .  The most important emergence for  adult  education came as 

a re su l t  of the Economic Opportunity Act of 1964. Resulting from this  

action the O ff ice  of Equal Opportunity was created la t e r  the same year  

as a federal agency to administer the various ant i -poverty  programs.

Considerable a t tent ion  seemed to be focused on T i t l e  B of the

act- -Adult  Basic Education Programs--which stated that:

I t  is the basic purpose o f  th is  part to i n i t i a t e  programs of  
instruction for  individuals who have attained age eighteen 
and whose i n a b i l i t y  to read and w r i te  the English language 
constitutes a substantial impairment o f  th e i r  a b i l i t y  to get 
or re ta in  employment commensurate with th e i r  real a b i l i t y ,  
so as to help eliminate such in a b i l i t y  and ra ise the level  
of education of such individuals with a view to making them 
less l ik e ly  to become dependent on others, improving th e i r  
a b i l i t y  to benefi t  productive and p ro f i ta b le  employment, and 
making them b etter  able to meet th e i r  adult  re spo ns ib i l i t ies  
{Darland, 1967).
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T i t l e  I  o f  the Demonstration C i t ies  and Metropolitan Develop­

ment Act o f  1966 which gave b ir th  to the Model C i t ies  program constitutes  

an additional source of  federal le g is la t io n  fo r  adult  education programs. 

An objective of the education component o f  th is  Act seeks to achieve, a t  

the local le v e l ,  "marked progress in reducing educational disadvantages 

and to provide educational services necessary to serve the poor and d is ­

advantaged in the areas . . . and to bring the educational performance 

of disadvantaged children up to levels prevai l ing  in the community or 

metropolitan area and which w i l l  provide substant ia l ly  a l l  Model Neigh­

borhood children and adults with adequate work s k i l l s  and/or academic 

t ra in ing  commensurate with th e i r  a b i l i t y  and expressed desires" (Darland,  

1967).

Toward that end, the Lansing Model C i t ies  Agency fo r  example 

has collaborated with the local school d i s t r i c t  in providing funds and 

in c i t in g  interests in the del ivery of broader, fundamental educational 

services to Model Neighborhood residents. During FY 1974, the Lansing 

Model C it ies  Agency contributed $250,000 to the Lansing School D is t r ic t  

on a p i l o t  basis fo r  developing a career education pro ject designed to 

prepare residents fo r  vocations consistent with th e i r  individual i n t e r ­

ests, needs, and the world of work.

B. Manpower Training and Retraining Programs

According to the Manpower Report o f  the President (1968),  man­

power policy and programs had three major focuses in 1967. These foci  

were on the concentration and u n i f ic a t io n  of manpower forces to help the 

nation's most disadvantaged people achieve employabil ity and decently
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paid jobs, on great ly  increased e f fo r ts  to involve private  industry in 

the t ra in in g  and job adjustment o f  the hard core unemployed, and on new 

program developments aimed a t  greater f l e x i b i l i t y  in meeting the d iv e r ­

gent needs of  d i f fe r e n t  individuals and groups.

A report prepared by Daniel H. Kruger (1972) reveals that  a v a i l ­

able data show that there are individuals in the labor force who possess 

character is t ics  which impede or r e s t r ic t  th e i r  employabil i ty ,  e . g . ,  lack 

of appropriate s k i l l s  or lack o f  adequate schooling. Personal character­

i s t i c s ,  lack of adequate supportive services, imperfections in the chan­

nels o f  h ir in g ,  and an inadequate supply o f  jobs a l l  contribute to the 

number and ra te  of those unemployed in the Greater Lansing Area. This,  

according to Kruger, indicates the needs of individuals fo r  both man- 

powr services and jobs.

Against th is background of federal leg is la t io n  and administra­

t iv e  action in support o f  adult  education and manpower programs, th is  

researcher intends to review some germane empirical studies on the sub­

je c t  of  manpower t ra in in g  in the section which follows:

1. Economic Benefits of Manpower 
Retraining Programs

Page (1964) has done a somewhat inclusive cost-benefi t  study of  

re tra in ing  under the Manpower Development Act. His primary purpose was 

to analyze the e f fo r ts  to maintain a higher level o f  employment in the 

United States by studying a re tra in ing  program under the Massachusetts 

State Law, providing insights into costs and benefits to be experienced 

under MDTA.
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Data were compiled from a s t a t is t i c a l  summary of 907 trainees  

in Massachusetts between 1958 and 1961, who sought re tra in in g  to 

improve the steadiness o f  th e i r  employment and th e i r  incomes. With 

these data supplemented by information from interviews, the author 

proceeded with his benefi t -cost  analysis approach.

Page used fo r  cost measures in his study: c a p i ta l ,  education,

subsistence and supervision. Since the trainees were charged fo r  t h e i r  

use o f  educational m ater ia ls ,  the real value of these educational items 

were used in the analysis. Subsistence costs were d i f f e r e n t ia l  amounts, 

since the MDTA allows subsistence payments fo r  fam il ies  t o ta l l in g  the 

state average unemployment insurance benef i t .

Page notes the observation that  only 438 out o f  907 retrainees  

obtained jobs in the areas in which they were re tra in ed ,  discounting 

the program's assumption that the men need only re tra in ing  to get 

better  jobs.

Hardin (1969),  in his analysis of benef i t -cost  studies c ites  

Cain and Stromdorfer (1969) as ca lcu la t ing  the net present value of  

t ra in ing  to be $3,325 fo r  men, $76 fo r  women, and $1,638 fo r  both sexes 

combined, given a 10 percent discount ra te .  The new present values 

were $3,985, $80, and $1,990, respect ive ly ,  when the discount ra te  is 

f iv e  percent. The pr iva te  cost is estimated to be $233 fo r  men, $30 

for  women, and $165 per average graduate. These results imply b en e f i t -  

cost ra t ios  o f  15.3,  3 .5 ,  and 10.9, respect ive ly ,  given a 10 percent 

discount ra te .  This s i tuat ion  appears to emphasize a serious discrep­

ancy and sex bias in employment practices which are currently  being 

corrected through-court action and a f f i rm a t iv e  action programs.
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Borus (1964) reports present values o f  future benefits from 

$535 to $1,031 depending on the assumptions concerning the discount 

rate  (5 or 15 percent) and the rate  of out-migration from the t ra in in g -  

re lated occupation. The private  cost per t ra inee  is not estimated as 

a single f ig u re ,  but a range of  p o s s ib i l i t ie s  is given.

Hardin and Borus (1966) calculated the annual benefits for  

th e i r  e n t i re  sample as $174 per tra inee and a cost of $1800 per t ra inee ,  

which represents a benefi t -cost  ra t io  o f  5 .9 ,  given a 10 percent d is ­

count rate and a ten year service l i f e .  The average annual benefi t  for  

trainees in classes o f  60-200 hours was calculated to be $745, and the 

cost is negative, -$56. This negative sum may be due to large transfer  

payments to tra inees.

Cain and Stromdorfer (1969) indicated a monthly gain of $67 in 

net earnings plus imputed value o f  voluntary non-part ic ipation in the 

labor force fo r  men. They indicated a corresponding monthly gain of $9 

for  women. These amounts imply a private  benefit  cost ra t io  of 21.2 

fo r  men and 22.1 fo r  women, given a 10 percent discount rate and a 10 

year service l i f e .

Hardin and Borus (1966) fu r ther  indicated that the government 

is able to c o l le c t  an average of  only $88 per tra inee per year a f te r  

t ra in ing  but incurs an outlay o f  $1,115 per t ra in e e .  The annual gain 

being s l ig h t ly  lower than 8 percent of the i n i t i a l  out lay ,  the govern­

ment is not able to recover i t s  investment of funds from the tra inees ,  

unless the discount ra te  is substant ia l ly  less than 8 percent.

Hardin (1969) notes that the inverse re lat ionship  o f  benefits  

to course duration also appears to be present in government benefits .
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A tra inee in a class fo r  60-200 hours returns to the government an 

annual amount with an average o f  $275 a f t e r  t ra in in g ,  and the govern­

ment spends only an average o f  $404 on him. I f  the service l i f e  is 

10 years, c i tes  Hardin, then the benef i t -cost  r a t io  for  the government 

is approximately 4 .2 ,  given a 10 percent discount ra te ,  and a ben ef i t  

cost r a t io  o f  about 5 .5 ,  given a 4 percent discount rate.  According to 

Hardin and Borus the transfer  to re tra in ing  e f fo r ts  from medium and 

long classes to short classes and a reduction in discount rate w i l l  

improve the government's recovery o f  funds from the trainees and w i l l  

have no substantial e f fe c t  on the tra inees .

Magnum and Robson (1971) feel that  the important question is 

not "which manpower program has been most co s t -e f fe c t iv e  in achieving 

i t s  ob ject ive ."  Instead, i t  is "what combination of  manpower services 

can make the greatest contribution to a l l e v ia t e  the employment prob­

lems o f  the disadvantaged." This researcher concurs that the social 

benefits and in some cases the social costs exceed the economic costs. 

The complexity o f  administrat ive problem is a re su l t  o f  the myrid man­

power le g is la t io n ,  i t s  sponsorship, and a f luc tua t in g  national economic 

and f is c a l  pol icy .  Figure 2 prepared by the Manpower Program Service 

at Michigan State University i l lu s t r a t e s  graphical ly  the amorphous 

nature o f  the administrative problem.

Magnum and Robson (1971) fu r th e r  stress th a t  manpower programs, 

in addit ion to increasing employabil ity fo r  tra inees ,  also stimulated  

the growth and development of experienced s t a f f  personnel with conse­

quences for  other public and pr ivate  e f fo r ts .  This researcher’ s expe­

riences indicate that manpower programs also a f fe c t  the a t t i tu d e s ,
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perceptions, and services of public agencies serving the poor, and 

develops in these agencies a greater capacity and s e n s i t iv i t y  fo r  

deliver ing human services. Magnum and Robson (1971) also emphasize 

that in order to learn the real worth o f  manpower programs, one must 

measure th e i r  to ta l  impact on the community. Measuring the impact of 

a manpower program requires a before-and-after  comparison, e . g . ,  "how 

were these things before the manpower program and how they are now?"

Magnum and Robson (1971) feel that the c r i t i c a l  impact o f  man­

power programs is on the l ives o f  the enrol less and th e i r  fam il ies .  As 

a re su l t  of tra in ing  w i l l  they experience more stable ,  more satisfy ing  

and better  paid employment in the future? Further, w i l l  the improvement 

be s u f f ic ie n t  to j u s t i f y  the cost? Magnum and Robson (1971) have sug­

gested two approaches in achieving sa t is f ied  employment and earnings:

(1) I f  the problem is the ind iv idua l 's  lack o f  s k i l l ,  experience, educa­

t io n ,  or motivation, program administrators would be concerned with 

programs designed to improve the in d iv idu a l 's  s k i l l s  and a t t i tu d e ;  (2)

I f  the problem is manifested in the structure and functioning of  the 

labor market, these conditions must be changed. Some of  these changes 

may require programs designed to bridge the geographical gap between 

people and jobs, and to a f fe c t  the labor market dynamics which res tra in  

access.

Hamermesh (1971) c i tes certa in  secondary e f fec ts  that  should 

be considered in ca lcu la t ing  benefits to be used in any benefi t  cost 

calculat ion fo r  t ra in ing  programs. P o s it ive ly  there is a need to con­

sider unmeasured factors as the r ise  in morale among disadvantaged
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trainees who f ind employment and the generational e f fec ts  upon the 

children of successful t ra inees.  Negatively, a very important secondary 

impact o f  t ra in ing  programs is known as displacement. Unless workers 

are trained for jobs in which vacancies e x is t ,  the subsidies given to 

firms to employ disadvantaged workers re s u l t ,  in the long run, in the 

displacement o f  other,  non-subsidized workers, and the possible long-  

run displacement of subsidized workers a f te r  subsidization ceases.

Hamermesh (1971) stresses that secondary e f fec ts  are important 

fo r  policy evaluation, e . g . ,  p o l i t i c a l  repercussions upon the programs 

designed to help the disadvantaged. He fu rther  stresses that the most 

important secondary e f fe c t  o f  t ra in ing  and job information programs is 

the change they cause in the structure o f  pr ivate  economic decision­

making r e la t iv e  to the u t i l i z a t i o n  o f  the tra ined,  disadvantaged in d i ­

vidual.  He suggests that secondary effects  of t ra in ing  and other man­

power programs be analyzed to a r r ive  a t  a correct evaluation o f  on-the-  

job tra in ing  subsidies.

Although Hamermesh (1971) specifies certa in  posit ive and nega­

t ive  secondary e f fe c ts ,  he adds that these secondary e f fec ts  may be of  

primary importance for evaluation, operation and success of  certa in  

manpower programs.

Kiker and L iles (1972) have used the discriminant analysis tech­

nique to evaluate a p a r t ic u la r  re tra in ing  program, instead of  the usual 

cost-benefi t  technique. The discriminant analysis allows for  detection  

of potential fa i lu re s  in a manpower program. They have suggested that  

th e i r  results may be useful to policymakers who are concerned with new 

entrants and graduates of the re tra in ing  program.
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This study was conducted in South Carolina during 1965 and 

1966, a t  which 63 percent of the persons who were offered t ra in ing  under 

the Manpower Development and Training Act (MDTA) completed the program 

and 18 percent o f  the graduates were unemployed a t  the time of the post­

t ra in in g ,  one-year fo llow up.

The primary objective o f  th is  study was to present discrimin­

ate functions, based on an analysis o f  several demographic and economic 

character is t ics  of the MDTA applicants in South Carolina in 1965 and 

1966. These character is t ics  were saidt to be o f  importance in c la s s i fy ­

ing into d is t in c t iv e  groups (graduate or non-graduates) the future  

MDTA applicants in South Carolina. I f  i t  can be assumed that the a p p l i ­

cants o f  future MDTA programs would have s im ila r  ch a rac ter is t ic s ,  the 

specif ic  c la ss if ica t io n s  may be used to aid in policy making. Kiker  

and L iles  (1972) assert that the results of the discriminant analysis 

should not be used as an acceptance c r i te r io n .  Individuals who would 

be c la s s i f ie d  as " fa i lu res"  (non-graduates or unemployed graduates) are 

probably the ones that  the re tra in ing  program are s p e c i f ic a l ly  designed 

to a id .  This researcher contends that perhaps the importance of th is  

kind o f  c la s s i f ic a t io n  is to be able to recognize these individuals  

early  in order that they may possibly complete the program or f ind  

employment as a resu l t  o f  proper counseling, guidance, and placement 

services.

The discriminant factors used in this study were based on 

several demographic and economic character is t ics  of approximately 4,600  

persons. These persons were offered in s t i tu t io n a l  t ra in ing  conducted
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under the MDTA in South Carolina (1965,1966). The discriminant func­

tions were determined fo r  (1)  graduates vs. non-graduates, (2) gradu­

ates vs. dropouts, (3) employed graduates vs. unemployed graduates, and 

(4) dropouts, vs. non-enrollees. Members o f  each category were defined 

by the following demographic and economic ch arac ter is t ics :  age, sex,

education, marital status, number of dependents, primary wage earner,  

pr io r  weekly earnings, months in primary occupation and p r io r  unemploy­

ment.

Resulting from data analysis ,  i t  was found that  the individual  

had a greater p ro b a b i l i ty  o f  being a graduate i f  he had the following  

ch a rac ter is t ic s ,  l is te d  in descending order o f  importance: (1) female,

(2) below average earnings on la s t  job p r io r  to t ra in in g ,  (3) more 

dependents than average, (4) above average in age, (5) unemployed less 

than 5 weeks pr ior  to t ra in in g ,  (6) employed a shorter period o f  time 

than average in primary occupation, (7) primary wage earner, (8) b e t te r  

education than the average, and (9) married. On the other hand, a 

general p r o f i l e  of the unemployed graduate may be seen in the following  

charac ter is t ics :  (1) less education than the average, (2) was unem­

ployed, on the average, more than f iv e  weeks, (3) had below average 

weekly earnings in his la s t  job p r io r  to t ra in in g ,  (4) had more than 

the number o f  months in primary occupations, (5)  female, and (6)  married.

Stromdorfer (1968) sought to examine the benefits of re tra in in g  

programs in West V irg in ia  during the years 1959-1964. The programs 

studied were those established under the Area Redevelopment Act (ARA) 

and the West V irg in ia  Area Vocational Education Program (AVP). The study
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examines and analyzes 879 tra inees,  non-trainees, dropouts, re jects  and 

those who did not report (DNR). This study is  bas ical ly  concerned with  

two s ig n i f ic a n t  questions: (1) does t ra in in g  o f  the unemployed pay off?

I f  so, how much? And to whom? A second and equally important question 

is (2) what are the variables a f fe c t ing  the r e la t i v e  success or f a i lu r e  

of re tra ined wokers in the labor market? Moreover, how do these va r ia ­

bles a f fe c t  d i f fe r e n t  groups of  workers exposed to retraining?

Stromdorfer (1968) considered his dependent variables as employ­

ment and earnings, and his independent variables as t ra in ing  status,  

regular occupation, age, education, sex, marital  status, race, course 

sponsor, geographic m ob i l i ty ,  labor market area, p r io r  labor force 

experience, re tra in ing  s k i l l ,  and job guarantee a f t e r  t ra in ing  was 

completed. Variables which were considered as in s ig n i f ic a n t  were race, 

marital status and sex. In his view, re tra in ing  has a pos it ive  net 

e f fe c t  on labor market success in employment and earnings. Comparisons 

over an 18-month period showed that the trainees earned a net o f  $63, 

$42, $86, and $109 more per month than the non-trainees, dropouts, 

re jects  and those who did not re p o r t ,  respectively .

Considering the remaining independent variables--educat ion,  sex, 

p r io r  labor market experience, the study results were as expected: more

years o f  education suggested more employment opportunities and higher 

earnings. Pr ior  labor force experience f a c i l i t a t e d  b e t te r  employment 

opportunities and more earning p o s s ib i l i t ie s  fo r  tra inees. With r e fe r ­

ence to sex, men were employed about 2.1 months more than women; men's 

earnings on net were $127 higher per month. Implications revealed that
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this d if ference in employment and earnings were due to the va r ie ty  of  

economic and in s t i tu t io n a l  factors which are bias against women.

The Stromdorfer (1968) study showed the net e f fe c t  of re tra in ing  

to be posit ive and s t a t i s t i c a l l y  s ig n i f ic a n t  at the .01 le v e l .  With
4

respect to course sponsor, i t  seems that trainees in ARA -sponsored
5

courses were be tter  o f f  than those in AVP courses. Trainees in ARA 

earned a greater net amount o f  $874 over the 18-month post t ra in ing  

period. ARA courses required less time to complete enabling th e i r  

trainees to return to the labor market sooner.

Solie (1968) measured the benefits of re tra in ing  in his study 

using a two-way method. The primary method was to determine the mean 

number o f  weeks of unemployment for  each group over a two-year period.

A second method o f  determining benefits o f  the re tra in ing  program was 

to ca lcu late  the mean number of weeks o f  employment fo r  each group 

over the same two-year period. He controls fo r  the socio-demographic 

differences of  the individuals in the four groups by using mult ip le  

regression techniques. These variables include age, education, previous 

occupation, county o f  residence, marital  status and others. Following 

regression, the results were evaluated by a t - t e s t  for  s ignif icance.

The d if ference between the mean number o f  weeks employed by the 

completes when compared with the non-completes are s ig n i f ic a n t  a t  the 

.05 le v e l .  The d if ference between the mean number of weeks of unemploy­

ment o f  completes when compared with non-applicants was s ig n i f ic a n t  at  

the .01 le v e l .  Solie found no other differences to be important.

^Area Redevelopment Act o f  1960.
C
3Appalacian Vocational Program.
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Solie  (1968) measured these employment-unemployment differences  

several times over the two-year period. He generalized that the bene­

f i t s  o f  t ra in ing  tend to decrease over time.

Manpower l i t e r a t u r e  reveals that the evaluations o f  manpower 

programs are not very old (less than 10 years) and therefore data are 

not ye t  ava i lab le .  As a re su l t  some less sa t is fac tory  method w i l l  have 

to be devised in order that more meaningful evaluations may be made.

The more e f f i c i e n t  method a t  present seems to be the projection of  bene­

f i t s  fo r  several periods while they are increasing, remaining constant,  

and declining (Borus and Tash, 1970). The authors take into account 

that  the longer term projections should take m o rta l i ty  and labor force 

p art ic ip a t io n  rates into account.

Hardin (1969) feels that  progress has been made in estimating  

the economic consequences of  an important manpower program from the 

point of view of  society as a u n i t ,  o f  the t ra in ee ,  and possibly o f  the 

government as an organization. He argues that fu r th e r  progress in 

measuring the economic benefits and costs requires a c learer  d e f in i t io n  

of the social e f fe c ts ,  especai l ly  the choice between the productive 

capacity and actual output in te rp re ta t ion s;  a decision of  whether to 

focus on e f fec ts  on goods and services or to include also a considera­

t ion o f  transfer  payments in determining the social e f fe c ts ;  estimation  

of output e ffects  from employee compensation instead o f  earnings; and 

progress in iden t i fy in g  and measuring any external e f fec ts  of t ra in ing .  

S im i la r ly ,  a d is t in c t io n  should be made between the d e f in i t io n  of  

private  benefits and costs in terms of disposable income or other c r i ­

t e r i a ,  and a c lear  meaning o f  "economic effects  on the government."
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Borus and Tash (1970) suggested that the observed benefits be 

projected into the future in order to estimate the to ta l  gains of the 

programs. These suggestions may be made using several methods. They 

feel tha t  a feas ib le  method o f  accomplishing th is  would be to base the 

projection on the experience o f  part ic ipants  in other programs. I f  

the gains from a s im i la r  program have increased a t  an annual ra te  of 5 

percent, th is  identica l  f igure  may be applied.

2. Economic Effectiveness o f  Manpower 
Retraining Programs

During the implementation o f  manpower t ra in in g  programs, admin­

is t ra to rs  and t ra in ing  counselors should have some indicators o f  whether 

the applicant w i l l  remain in the program and go on a f te r  graduation to 

f ind a job. This information is useful a t  the outset in order to d e te r ­

mine the extent of supportive services necessary fo r  the applicant and 

to maximize economic effectiveness of the program.

In th is  connection, the Kiker and L iles (1972) discriminant  

analysis technique referred to above may be a useful pred ict ive  tool ,  

in that  i t  detects potential  fa i lu re s  among the applicants. However, 

a more sophisticated study by Niland (1972) uses a d i f fe r e n t  c r i te r io n ,  

and is geared more toward a determination of program effectiveness than 

individual considerations.

Nil and*s (1972) primary concern was fo r  the role o f  p r io r  labor  

market experience in evaluating manpower programs. The present study 

revealed that  in the f i r s t  two years 1260 part ic ipants graduated from 

the 10-week job preparation course, based on a survey made in 1971 of
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graduates, dropouts, and re jec ts  from the program. A series o f  mult ip le  

regressions to determine the influence of  both program and non-program 

factors were used. The independent variables u t i l i z e d  are: race, sex,

marital  status, the number o f  school grades completed, the number of  

other tra in ing  programs attended, weekly earnings at the time o f  a p p l i ­

cation fo r  the program, percent time employed in the 12 months p r io r  

to application for the program, and program status, where the individual  

is e i th e r  a graduate or a re je c t  from the program.

Results show that race, sex, and marital  status do not prove 

s ig n i f ic a n t .  The pos it ive  s ignif icance of education was expected and 

indicates th a t  among graduates and non-graduates, earnings are higher 

as more schooling is completed, in addit ion,  these regressions conclude 

that graduation is associated with greater  earnings, but this is 

achieved only through higher paying jobs for those who previously had 

better  jobs in the labor market p r io r  to t ra in in g .  Reduced unemployment 

among graduates is not indicated.

Borus' 1964 study consists o f  a second consideration of  e f fe c ­

tiveness in manpower re tra in in g .  He weighs the benefits and costs of  

the Connecticut re tra in ing  programs to determine i f  re tra in ing  is a 

sound investment fo r  the individual worker, the government, and the 

economy. The increase in income of workers who u t i l i z e d  t ra in ing  was 

prim ari ly  due to a f iv e  week reduction in t h e i r  expected annual unem­

ployment. A number o f  factors reduced the benefit  fo r  the worker--  

increased taxes, reduced t ra ns fe r  payments, discounting fo r  time p re f ­

erence, and a tendency fo r  the tra inees to leave the re t ra in in g  occupa­

t io n .  Borus notes tha t  not a l l  trainees who enter the re tra in ing
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programs make use o f  the s k i l l s  that they have been taught. Aggregate 

benefits from re tra in ing  were greater than the sum of  individual bene­

f i t s  because, as Borus notes, the value of the workers' production (the  

individual benefits)  was increased by secondary e f fe c ts ,  and the social 

ra te  o f  time preference was assumed to be lower than the ind iv idua l 's  

ra te .  Since the re tra in ing  allowance exceeded normal unemployment 

ben ef i ts ,  i t  was in the f inanc ia l  in te re s t  o f  the workers to enter the 

courses whether or not they planned to use the s k i l l s .  The costs of  

re tra in ing  to the economy were the same as those to the government 

except fo r  the re tra in ing  allowances which were simply transfers.  For 

the worker who had an opportunity cost o f  undertaking re tra in ing  a t  $80 

per week, the benefit  cost ra t io  was between 3.2 and 6 .2 .  The govern­

ment's benefi t -cost  ra t io  was between 11.4 and 42.4 depending on worker 

character is t ics  and the program chosen.

3. Evaluation of Manpower Pro­
grams— Conceptual Issues and 
Problems

Evaluation of manpower programs is of considerable in te re s t ,  

although evaluations have been very slow for various reasons. Notwith­

standing, Barsby (1972),  Magnum and Rossi (1971),  Weisbrod (1969),

Rossi (1973),  Borus and Buntz (1973),  have a l l  examined evaluation of  

manpower programs.

Barsby (1972) asserts that the magnitude of expenditures on 

manpower programs e . g . ,  over $5 b i l l io n  a year is s u f f ic ie n t  j u s t i f i ­

cation fo r  requiring careful evaluation of  th e i r  operation. The wide 

range of  manpower programs serving other groups, indicate that the past
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years have been a period of experimentation as well as one of inten­

s i f ie d  e f fo r ts  to reduce poverty.

Magnum and Robson (1971) feel that  an evaluation study must 

answer two primary questions: (1) What was the to ta l  net impact o f

the en t i re  complex o f  programs in each community? (2) In what ways 

have the d i f fe r in g  economic, p o l i t i c a l  and social environments 

required d i f fe r in g  pol ic ies  or influenced the re la t iv e  success of  

fa i lu r e  of the program?

In th is  connection, Weisbrod (1969) indicates that  when the 

benefits from p a r t ic u la r  manpower programs are being evaluated, there  

is a r isk  of overstatement since a combination o f  programs is employed 

while a l l  the benefits are a t t r ib u ted  to one single program.

Problems o f  evaluation have also been emphasized by Borus and 

Buntz (1972).  They have provided a comprehensive review of  the method­

ology o f  manpower program evaluation as well as some of  the improve­

ments which have occurred in evaluation techniques fo r  manpower pro­

grams. The major emphasis o f  the present authors was devoted to stud­

ies that did not have s u f f i c ie n t ly  supporting methodology in order 

that manpower programs can produce worthy and re l ia b le  answers to ques­

tions concerning policy making decisions. They note that in evaluating  

manpower programs the major ity  o f  studies have used change in the 

income o f  the program part ic ipants  as a primary dependent var iab le .

The use of change in income as a dependent var iab le  is j u s t i f i a b l e  for  

several reasons. F i r s t ,  most o f  the evaluations have taken the point  

of view that one goal of the manpower programs is to improve the level  

of aggregate production.
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I t  is fu r ther  noted th a t  many benefits which accrue to the 

government from manpower programs are based on the earnings of the 

p art ic ipan ts .  For example, tax revenues from the part ic ipants w i l l  

increase as th e i r  earnings r is e  (Hardin, 1969). On the other hand, 

social welfare and social services expenditures may decline i f  man­

power programs are successful (Hardin, 1969). The d i f f i c u l t y  o f  

measuring the variables d i re c t ly  is considered a problem, and there­

fore necessary to estimate the income gains o f  part ic ipants  in order 

to ca lculate  the e f fec ts  of manpower programs on government budgets.

Several major theoret ica l  works (Borus & Tash, 1970; Strom- 

dorfer,  1968; Hardin, 1969; Borus, 1964; Becker, 1964) have advanced 

a var ie ty  o f  approaches fo r  choosing the appropriate discount rate  

for  evaluating returns to government projects .  Various studies have 

shown s im i la r i t i e s  in the choice of discount rates used in projecting  

the benefits o f  manpower programs. I t  is noted that two-thirds o f  the 

studies which calculate  present values use a 10 percent discount rate  

to ca lcu la te  social benefi ts .  The s im i la r  discount rates implies— to 

an e x te n t - - th a t  the findings of  various manpower evaluations are some­

what comparable.

Additional issues re la t iv e  to evaluation were addressed by 

Cain and H o l l is te r  (1973) and others. For example, Cain and H o l l is te r  

(1973) contend that ex is t ing  evaluations o f  social action programs 

have come short of meeting the standards possible within the d isc ip l ines  

of social sciences. These authors feel that ex ist ing  data and methods 

may permit evaluations providing the rules of evidence fo r  determining
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the degree to which programs have succeeded or f a i le d .  According to 

Cain and H o l l is te r  (1973), i t  is expected that  evaluation programs 

should be designed in a manner to r e f le c t  an experimental s i tuat ion:  

That i s ,  a model su itab le  fo r  s t a t i s t i c a l  tes t ing ,  wide range in the 

values of the variables representing the program inputs, and the use 

o f  control groups.

In an e a r l i e r  study, Cain and H o l l i s t e r  (1969) delineated  

two broad types of evaluations. The f i r s t  o f  which is cal led "process 

evaluation," pr im ari ly  concerned with administrative monitoring and 

the need to check on managerial functions, including the accuracy of  

records, etc.

A second type of  evaluation proposed by Cain and H i l l i s t e r  

(1969) is "outcome evaluation,"  more commonly known as cost-benef i t  

analysis. The inputs and outcomes o f  the program require measurements, 

although the most d i f f i c u l t  problem is deciding on the measuring o f  

outcomes. In many cases i t  is possible that a pro ject may be judged 

to be a success or a f a i lu r e  i rrespective  of how well i t  was adminis­

tered.

Borus and Tash (1970) assert tha t  past evaluations of manpower 

programs have taken many forms which have d i f fe re d  in terms o f  the 

variables considered fo r  measuring. Consequently, they have delineated  

three basic types of  evaluations which are a l i t t l e  d i f fe re n t  from 

those proposed by Cain and H i l l i s t e r  (1969),  e . g . ,  (a) program monitor­

ing, (b) short-term feedback, and (c) impact evaluation. They have 

noted that  one o f  the major problems in the evaluation of  manpower
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programs Is that  these programs encompass a wide var ie ty  o f  services 

for  the nation's workers and potential  workers. Generally, they seek 

to improve the employment s i tuat ion  o f  program part ic ipants  through 

improving th e i r  economic, physical,  and mental wel l -be ing.  They seek 

also to increase the productive a b i l i t y  o f  the nation 's  human resources 

and to reduce poverty and social dependency. However, these goals are 

said to be d i f f i c u l t  to operational ize .

Additional problems in manpower evaluations may serve in r e fe r ­

ring to the question of  "whom do manpower programs affect?" Borus and 

Tash (1970) feel  that many studies have excluded— because of  lack of  

data or theoretical  basis--many persons whose labor market experience 

was influenced by manpower programs.

C. Theory and Application of Cost-Benefit Analysis 
and Investment in Human Capital

1. Human Capital

The concept o f  human capita l  has long been looked upon (para­

doxical ly )  as a means o f  reducing man to a mere material component and 

impairing the freedom which man has long sought fo r  himself. The e f fe c t  

of indentured slavery in the United States, and the r ise  o f  colonialism  

elsewhere are the main reasons th a t  man was not considered a form of  

c a p i ta l .  Moreover, as certa in  l i b e r a l ,  emancipation forces began to 

appear on the p o l i t i c a l  and economic horizons, the notion of  human 

capital became fu r the r  unthinkable and unhumanitarian. According to 

Nicholson (1891) even J. S. M i l l  a t  one time insisted th a t  "people of  

a country should not be looked upon as wealth because wealth existed
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only fo r  the sake o f  people.1' A lfred  Marshall somewhat supported M i l ls '  

view, and indicated that "while human beings are incontestably cap ita l  

from an abstract and mathematical point o f view, i t  would be out o f  

touch with the market place to t re a t  them as cap ita l in p ractica l analy­

sis (M arshall, 1930).

On the contrary, supporters o f  the concept o f humans as cap ita l  

according to Nicholson (1891) include the philosopher-economist Adam 

Smith who boldly included a l l  o f the acquired and useful a b i l i t i e s  o f  

a l l  inhabitants o f a country as a part of c a p ita l .  H. Van Thuemen 

also argued that the concept of cap ita l as applied to man did not 

degrade or impair his freedom and d ig n ity .

The stream o f thought, there fo re , has been that i t  is neither  

appropriate nor p rac tica l to apply the concept o f  cap ita l to human 

beings. This s itu a tio n  appears to have been generally accepted, or 

at le a s t  remained w ith in  the realm of philosophical discussions u n ti l  

Schultz (1961) in his pres identia l address spoke o f the b ir th  o f the 

economics o f education a t  an Annual Meeting o f the American Economic 

Association. He indicated th at the acqu is it ion  o f useful s k i l ls  and 

knowledge is a form of c a p ita l ,  that th is  cap ita l is a substantial 

product o f d e lib e ra te  investment and that i ts  growth in Western 

societies may well be the most d is t in c t iv e  feature  o f the economic 

system.

Indications are that since Schultz 's  speech, the economics o f  

education and health have become rap id ly  growing branches o f economics, 

and which during the la s t  13 years have s i le n t ly  revo lution ized  t r a ­

d it io n a l subjects such as growth economics, labor economics,
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international trade and public finance. I t  is  w ith in  th is  general 

framework th a t the following section dealing with the theory and a p p li ­

cation o f co s t-b en e fit  analysis and investment in human cap ita l is 

reviewed.

Human cap ita l is an important concept in re la t io n  to cost-  

b en efit  analysis and has been elaborated in the l i t e r a tu r e  (Schults, 

1961; Becker, 1964).

Becker (1964) has gathered extensive data concerning invest­

ment in human cap ita l development w ith  sp ec if ic  emphasis on e ffec ts  

of earnings, rates o f re turn ; rates o f return from college education, 

under investment in college education; rates o f return from high 

school education and trends over time. He has delineated the various 

forms o f investments in human cap ita l to include schooling, on-the-job  

t ra in in g , medical care , m igration, and information. He fee ls  that  

most investments in human cap ita l ra ise  observed earnings a t older  

ages because returns are a part o f  earnings. Becker fu rth e r  fee ls  that  

because these e ffe c ts  are produced by very d if fe re n t  kinds o f invest­

ment in human c a p ita l ,  a basis is provided fo r  a u n ified  and compre­

hensive theory. Such a theory may help to explain d i f fe re n t  phenomena, 

such as inter-personal and in te r-a re a  d ifferences in earnings, the 

shape o f age-earning p ro f i le s ,  and the e f fe c t  o f spec ia liza tion  on 

s k i l l .  Some investments in human cap ita l do not a f fe c t  earnings 

because costs are paid and returns are co llected  by firm s, industries ,  

or countries employing the ind iv iduals  involved. These are considered 

"spec ific  investments," according to Becker (1964). He views "sp ec ific
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tra in ing "  as tra in in g  which has no e f fe c t  on the p roductiv ity  o f  

tra iness in any f irm  other than the one providing the t ra in in g ;  general 

t ra in in g  increases the marginal p roductiv ity  o f trainees by the same 

amount in  other firms as in the firm  providing the tra in in g . Specific  

t ra in in g  is  said to help in explaining th at unemployment is greater  

among unskilled  than s k i l le d  workers, and sometimes fo r  re s tr ic t in g  

worker m ob ility  among older workers fo r  whom returns to investment 

in tra in in g  would not be optimal.

Becker (1964) fu rth e r  investigates em pirica lly  the e f fe c t  o f  

investment in formal education on earnings and productiv ity  in the 

United States. He examines such areas as: the re la tionsh ip  between

earnings and college education as measured by i t s  e ffe c ts  on national 

pro du ctiv ity , p r iva te  rates o f return from high school education; the 

effec ts  o f  the increase in education upon earnings d i f fe re n t ia ls  and 

emphasizes the age-earnings p ro f ile s  caused by investment in education.

2. Investment in Human Capital

According to Schultz (1961) much of what is referred  to as con­

sumption constitutes investment in human cap ita l--expenditures on edu­

cation , health , and in te rna l migration to take advantage o f b e tte r  

job opportun ities . He indicates that economists have long been aware 

that people are important fo r  the wealth of nations. The productive 

capacity o f human beings is  said to be la rger than a l l  other forms o f  

wealth taken together. Economists stress that people invest in them­

selves and th at these investments are usually very large , espec ia lly  

i f  foregone earnings or opportunity costs are taken in to  consideration.
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However, these investments enlarge and extend the range o f options 

a v a ilab le  to ind iv idua ls . The researcher's m u lt i -d is c ip l in a ry  back­

ground might be a case in point.

Schultz (1961) notes th a t the thought o f investment in human 

beings is  offensive. "Values and b e lie fs  in h ib i t  us from looking 

upon human beings as cap ita l goods— except in slavery--and th is  we 

abhor." I t  seems th at we are unaffected by the long struggle to r id  

society o f indentured service and to evolve p o l i t ic a l  and legal i n s t i ­

tutions in an e f fo r t  to avoid bondage fo r free  men. To use human 

beings as investment runs counter to strongly held values, and tends 

to reduce man to a material component, to something very s im ila r  to 

property.

The fa i lu r e  to t r e a t  human resources as a form o f c a p ita l ,  as 

a means o f production, as a product of investment, has fostered the 

retention o f the c lass ica l notion o f investment, and has fostered  

the retention  of the c lass ica l notion of labor as a capacity to do 

manual work requiring l i t t l e  knowledge and s k i l l .

As c ited  by Schultz (1961) human resources have both quanti­

ta t iv e  and q u a l i ta t iv e  dimensions. The number of people, the proportion  

who enter upon useful work, and hours worked are e s s e n tia lly  q u a n tita ­

t iv e  ch a ra c te r is t ic s . I t  is  noted th at many insights may be gained 

by examining some o f  the more important a c t iv i t ie s  that improve human 

c a p a b il i t ie s .  He concentrated on 5 basic categories: (1 ) health

f a c i l i t i e s  and s e rv ic e s --a l l  expenditures that a f fe c t  the l i f e  expec­

tancy, strength and stamina, and the vigor and v i t a l i t y  o f a people;
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{2} on-the-job tra in in g - -o ld  s ty le  apprenticeship organized by firm s; 

(3) formally organized education a t the elementary, secondary, and 

higher education le v e ls , (4 ) study programs fo r  adults th at are not 

organized by firm s— extension programs especia lly  in a g ric u ltu re ; (5) 

migration o f ind ividuals and fam ilies  to adjust to changing job oppor­

tu n it ie s .  Schultz admits th a t not much is known about these a c t iv i t ie s  

except fo r  education. He f a i l s  to elaborate on these a c t iv i t ie s  in 

any deta iled  manner.

3. The Economics o f Investment 
in Human Resources

While discussing aspects o f investment in human c a p ita l ,  i t  

is o f equal importance to in tegra te  into th is  discussion the economics 

of investment in human resources. The most d is t in c t iv e  feature of 

our economic system is the growth in human c a p ita l .

Marglin (1967) describes benefit-cost analysis as a ta c t ic a l  

ra ther than a s tra teg ic  weapon in economic development. In order fo r  

b en efit-cost analysis to f u l f i l l  th is  ro le ,  economic planning must 

proceed through successive stages fo r se tting  ob jec tives , a llo c a tin g  

resources among sectors, and deriv ing c r i t e r ia  fo r  designing individual 

pro jects . The goal o f pro ject design is the maximization of net bene­

f i t s  under constra ints . The meaning o f "benefits" and "costs" depend 

on the program's objectives. The problem of comparing benefits with  

respect to d if fe re n t  objectives is s im ila r  to the problem of comparing 

benefits in d if fe re n t  years: in both, weights are used; in the la t t e r

case the discount ra te  is the weighing system. The marginal internal
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rate  of return in the p riva te  sector is not an appropriate ra te  of 

discount fo r  the public sector because there exists  no means of which 

the economy as opposed to the individual can divorce the decisions of  

choosing an investment program and d is tr ib u t in g  consumption over time.

A value judgement about the inter-tem poral d is tr ib u t io n  of benefits  

must be incorporated into the investment c r i t e r i a .  While the present 

c r i te r ia  is recommended fo r inter-tem poral comparisons, i t  may lead 

to errors in the timing of projects when benefit  rates increase over 

time.

In th is  connection, Marglin (1967) introduces a c r i te r io n  

which may be applied in a r e la t iv e ly  wide v a r ie ty  of such cases. Risk 

aversion is not necessarily the appropriate a t t i tu d e  fo r  a government: 

p rim a rily , a government should concentrate on expected values instead  

of worrying about the dispersion of outcomes. Secondary benefits are 

defined separately fo r  each objective as in d ire c t  contribution not 

re flec ted  in the d ire c t  consumption of goals and services produced by 

public enterprises.

4. Public Resource Development

Whereas, Marglin (1967) is concerned with the descrip tive  

nature o f b en efit-co st analysis , C iriacy  (1955) is concerned with the 

public policy aspects o f  benefit-co s t analysis. C iriacy (1955) favors 

the use of b en efit-cost analysis as a guide to public investment in  

resource development fo r  two main reasons: (1) i t  is l ik e ly  to res tra in

the abuse o f economic arguments in the p o l i t ic a l  process, and (2) i t
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may provide a stimulus to research and s c ie n t i f ic  understanding. I t  

is suggested th a t intangibles such as recreational opportunities may 

be evaluated through in d ire c t  use o f market data. However, most 

in d ire c t  and secondary benefits and costs are evaluated d ire c t ly  in 

the market p lace, although i t  is not ce rta in  as to what extent they 

w il l  be considered and added to d ire c t  benefits and costs. C iriacy  

(1955) examines secondary benefits and costs in view o f his analysis.

He fee ls  th at a l l  classes o f secondary net benefits should be dropped 

from consideration i f  the problem area is pro ject se lection.

D. Specific  Application o f  
Benefit-Cost Analysis

Sewel, Davis, Scott and Ross (1961) have outlined  the general 

princ ip les and procedures o f b en efit-co s t analysis. Among the p ra c t i ­

cal d i f f i c u l t i e s  considered are the problems o f p r ic in g , pro ject l i f e ,  

discount ra te ,  secondary e ffe c ts  and in tang ib les , damages and compen­

sation, employment taxes, and c o n flic ts  between resource use. The 

authors have outlined procedures fo r  evaluating benefits in the fo llo w ­

ing areas: flood co n tro l,  hydroelectric  power, f is h e r ie s  improvements,

domestic and others. The sample case re la tes  to the economic merits 

of a lte rn a t iv e  hydroelectric  pro jects .

Rossi (1972) in his study has concerned himself with the analy­

sis o f social po licy . The essential elements o f co s t-b en e fit  analysis  

are considered in the following assertion: ra tio na l decisions among

a lte rn a t iv e  po lic ies  may be accomplished by ordering a l l  a lte rn a tiv e s  

in terms o f the balances or ra tio s  between antic ipated  costs and the
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antic ipated  benefits o f  the po lic ies  in question. The benefits  of a 

p a r t ic u la r  policy a lte rn a t iv e  are the antic ipated  want fu l f i l lm e n t  

patterns made possible by the proposed change.

In view of the above, i t  is noted by Rossi (1972) that the 

key problems in cos t-b en e fit  analysis center around (a) a determina­

tion  o f goals; (b) a reduction o f w a n t- fu lf i l lm e n t  patterns; (c) 

id e n t i f ic a t io n  o f costs and ben efits ; (d) id e n t i f ic a t io n  o f  a l te rn a ­

tives and (e) the development o f a mechanism by which to aggregate 

costs and benefits to determine the d is tr ib u t io n  of well-being in a 

social system.

Benefit-Cost Analysis of 
Occupational Training  
Programs

Subsequent to Schultz's (1961) revolutionary t re a t is e  on 

investment in  human c a p ita l ,  the massive sta te  o f unemployment that  

existed during the early  1960's, and the burgeoning e f fe c t  th a t  

Schultz's tre a t is e  has had on the state  o f  the a r t  o f economics, a 

p ro l i fe ra t io n  o f  economic studies re la t iv e  to investment in human 

cap ita l and i t s  impact on manpower tra in in g  has occurred. A leading  

study in th is  area is that o f Hardin (1969), which is concerned with  

a comparison o f recent studies on b en efit-cost analysis o f occupational 

t ra in in g  programs.

His comparisons are focused on occupationally orien ted , i n s t i ­

tu tiona l tra in in g  o f adu lt learners. These workers are usually , but 

not es p e c ia lly ,  unemployed or underemployed. Other studies which are
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included in Hardin's research (and re ferred  to e a r l ie r )  are the West 

V irg in ia  re tra in in g  courses studied by Somers (1968), and results o f  

economic benefits and costs published by Gibbard and Somer (1968),

Cain and Stromdorfer (1968), and Stromdorfer (1968). A report by Solie  

has been published regarding ARA re tra in in g  in Tennessee (1968). Also, 

Borus has analyzed a state-sponsored and ARA re tra in in g  in Connecticut 

(1964). Page and Gooding have studied state-sponsored re tra in in g  in 

Massachusetts (1962). Hardin and Borus (1966) have evaluated ARA and 

Manpower development and Train ing Act (MDTA) re tra in in g  in Michigan.

The main focus of Hardin's (1969) analysis was on those studies 

which resulted in complete b en efit-co s t ra t io s .  He gave s l ig h t  but 

considerable a tten tion  on analysis concerned p rim arily  with other 

important economic aspects o f the re tra in in g  process.

Hardin (1969) begins his research analysis w ith in  a conceptual 

and methodological framework. He emphasized various d e fin it io n s  o f  

"benefits fo r  society" and has sought to compare, contrast, and analyze 

these various perspectives. According to him, b en efit-co s t analysis  

o f occupational tra in in g  may be undertaken from three d i f fe re n t  per­

spectives: Society as a whole, the individual tra in e e , and the govern­

ment as an organization. In th is  connection, Page (1962) defines the 

social economic benefits fo r  society as the sum o f the growth in tra inee  

earnings and the decline in tra inee  tra n s fe r  payments which occur a f te r  

the course and are a t t r ib u ta b le  to i t .

The economic costs o f society consist o f the sum o f the rental 

of p riva te  instrumental f a c i l i t i e s ,  and the operating costs o f
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instruction  together with other expenditures. There appears to be a 

philosophical d ifference between the authors with respect to the com­

ponents o f benefits and costs. Toward th at end, Cain and Stromdorfer 

(1968) define the benefits  as the increase in tra inee earnings re s u lt ­

ing from tra in in g , while Borus (1964) defines the benefits as the 

aggregate increase in earnings in socie ty , including an allowance fo r  

m ultip le  e f fe c ts ,  which results from re tra in in g .

Hardin and Borus (1966) define the benefits from re tra in in g  

as the increase in tra inee  earnings occurring a f te r  the course and as 

a re s u lt  o f i t .  An idea common to a l l  o f these concepts is that an 

in d iv id u a l's  earnings measure his contribution to production and that  

the impact of tra in in g  upon national product may be concluded from the 

impact o f tra in in g  upon earnings. Twoard th is  end, a number o f  

researchers (Wiseman, 1965; Weisbrod, 1969; Conley, 1969; Borus,

Brennan and Rosen, 1970; Levin, 1970; Somers and Stromdorfer, 1971; 

C h ris to ffe l and C lio , 1973) have contributed to the l i t e r a tu r e  o f bene­

f i t s  and costs o f occupational t ra in in g . Programs researched were 

Upward Bound, vocational re h a b il i ta t io n  and Neighborhood Youth Corps 

(NYC) with th e ir  respective impact on the tra n s fe r  payment a lte rn a tive s  

to investment in manpower tra in in g .

Summary of L ite ra tu re  Review

In the sections above, an attempt has been made to look a t  

the l i t e r a tu r e  re la t iv e  to the genesis and development o f  manpower 

tra in in g  programs. I t  is  in te resting  to note th at the concept o f
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investment in human capita l which appears to take i t s  e a r l ie s t  genesis 

with t ra d it io n a l economic th eo re tic ia ns , e .g . ,  Adam Smith, A lfred  

Marshall, e t c . ,  over four centuries ago did not become pertinent u n ti l  

1960 when Schultz (1961) discussed the economics o f education and human 

capita l formation as a means o f improving the q u a lity  of the labor 

fo rc e .

What's more in te re s tin g  is the fa c t  th a t so-called  benevolent 

p o lit ic ia n s  and orthodox economists eschewed human cap ita l when the 

concept involved a r e la t iv e ly  sm all, p a r t ic u la r  group of people, 

because i t  resembled slavery and relegated the human being to a mer­

chandise which could be bought and/or sold. However, as the impact 

of automation replaced large numbers o f  workers fo r whom the job had 

assigned additional favored status in the social system, and as more 

of these workers lo s t  th e ir  places in the economic mainstream of society, 

the concept o f investment in education and human cap ita l took on s ig ­

n i f ic a n t  p o l i t ic a l  proportions and emerged in the 1960's as a f u l l ­

blown d is c ip lin e  in i t s  own r ig h t .

Following very closely upon the emergence of the economics of  

investment in human cap ita l was the massive amounts o f federal dollars  

and manpower programs which had been le g is la ted  fo r the purpose of  

am eliorating the impact o f automation and fo r  re tra in in g  the vast pool 

o f human resources needed to maintain and continue national economic 

growth. Varying degrees o f success has been claimed by the adminis­

tra to rs  o f the manpower programs. While the question o f ra te  o f return  

continues to be debatable among researchers, the e ffe c ts  o f  the
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government investment appears to be successfully reducing the ra te  o f  

unemployment and, a t  le a s t from th is  researcher's point o f view, is  

restra in ing  the tran s fer payment a lte rn a tiv e s  to investment in manpower 

tra in in g .

Im p lic i t  in the question o f program success is the question 

of cost-effectiveness and the appropriate measurement fo r  i t .  Some 

authors (Magnum and Robson, 1971) have attached a greater s ignificance  

to "how things were before the manpower program and how they are now." 

Others (Borus and Hardin, 1969) advocate the measurement o f  program 

impact beginning with the end o f  the f i r s t  year a f te r  tra in in g  and 

continuing at six-month in te rva ls  over a period o f time. A th ird  group 

of researchers (Kiker and L ile s ,  1972) looked at what was called  d is ­

criminant analysis techniques o f  potentia l fa i lu re s .  Notwithstanding 

these d ifferences in philosophy re la t iv e  to cost-effectiveness o f man­

power t ra in in g ,  the overrid ing concern o f the adm inistrator should be 

directed toward accomplishing the stated objectives of the le g is la t io n  

and the p a r t ic u la r  tra in in g  program.

Other areas o f  considerable in te re s t were demographic and 

other ch arac ter is tics  o f tra in e es , e .g . ,  sex, p r io r  labor force expe­

rience, levels  o f education and earnings a f te r  tra in in g . For the most 

p a r t ,  a subtle v a r ie ty  o f economic and/or cu ltu ra l factors were biased 

against women which resulted in longer periods o f  unemployment a f te r  

t ra in in g ,  and a t  lower wages.

The researcher's in te re s t  is considerably aroused by labor 

economists (Borus, 1964; Borus and Hardin, 1966; e tc . )  concern with
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the cost-effectiveness o f manpower programs. He agrees with Magnum 

and Hobson (1971) who feels  that the important question is not which 

manpower program has been most c o s t-e ffe c t iv e  in achieving i t s  objec­

t iv e ,  but ra th e r, what combination o f  manpower services can make the 

greatest contribution to a l le v ia te  the employment problems of the d is ­

advantaged. Indeed th is  is a crucia l question, one that more ade­

quately and appropriate ly  re f le c ts  the basis fo r  the creation and 

expansion of the manpower le g is la t io n  o f the 1960's. This is the 

question which must be addressed by administrators o f manpower programs, 

re a l iz in g  th at the instruments fo r  measuring the impact o f social 

programs should not be based exclusively on a set o f economic c r i t e r ia .  

An important measurement of program effectiveness would be the extent  

to which program administrators can bridge the gap between people and 

jobs and, according to Magnum and Robson (1971) and " a f fe c t  the labor 

market dynamics which res tra in  access."

The question o f worker displacement following the cessation  

o f government subsidy to industry was, according to Hamermesh (1971) 

a p o te n t ia l ly  serious problem. Hamermesh (1971) f e l t  that unless 

workers were trained fo r jobs in which vacancies ex isted , the sub­

sidies given to firms to employ disadvantaged workers resulted in the 

long run, in the displacement o f o ther, non-subsidized workers, and 

the possible long-run displacement o f subsidized workers a f te r  sub­

s id iza tio n  ceases.

This researcher takes issue with Hamermesh (1971). I t  appears 

th a t he f e l t  th a t industry was pressured into h ir ing  the disadvantaged.



52

This was not the case. On the contrary, the high unemployment o f the 

e arly  1960's which gave r ise  to MDTA o f  1962 was occasioned by automa­

tion  and a reduction in labor market transaction. Concomitantly, the 

propensity o f consumer to spend was reduced due to high unemployment.

I t  might be concluded there fore , that industry might have 

employed the disadvantaged in view o f potentia l gains to industry and 

not due to coersion by government.

This researcher found the Kiker and L iles  (1972) discrim inate  

analysis technique fo r  evaluating programs in te re s t in g , and thinks i t  

is more objective than the several cost-effectiveness models advanced 

by other researchers. The d iscrim inate analysis allows fo r  detection  

o f potentia l fa i lu re s ,  and suggests that programs be structured to 

assis t the ind iv iduals  to graduate and find jobs through proper coun­

seling , guidance and placement services. I t  is to be regretted , how­

ever, that the study fa i le d  to include race among the charac teris tics  

of the partic ip an ts .

F in a l ly ,  researchers caution against overstating the benefits  

of tra in in g . Ind ication is  th at a combination o f  programs is employed 

in e ffec tu a ting  tra in in g  but the benefits are often a ttr ib u te d  to one. 

Moreover, tra inee  income is l i k e ly  to be d if fe re n t  from non-trainee  

due to greater job placement e f fo r ts  on behalf o f  tra in ees , and that  

analysis o f  benefits and cost must be undertaken from the point o f  

view o f society as a whole, the individual t ra in e e , and government.

In the next chapter, a design and methodology o f the research 

is established by which to measure changes in income o f the trainees
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as a re s u lt  o f  the tra in in g  program, and the s ta t is t ic a l  s ignificance  

o f the change. Also, an attempt w i l l  be made to id e n t i fy  those v a r i ­

ables which make the greatest impact on the em ployability of the 

tra inees.



CHAPTER I I I

RESEARCH DESIGN

The general scope o f the indiv idual re fe r ra l  program is to 

provide the adu lt learners the opportunity to achieve th e ir  occupa­

tional objectives. The program allows the individual the f l e x i b i l i t y  

of obtaining academic cred its  and a vocational s k i l l .  The tra inees ' 

motivation, p r io r  labor force experiences and ( fo r  the most p art)  high 

school completion are the d istinguishing features o f the program as 

compared with tra in ee  charac teris tics  of other MDTA programs.

The individual re fe r ra l  program was in i t ia te d  in Michigan in  

1968 as a part o f the national th rust in manpower development. The 

respective vocational classes is l im ite d  to ten enrol lees. They attend  

classes at the tra in in g  in s t i tu t io n  nearest to th e ir  home through con­

tractual arrangements with the Michigan Employment Security Commission 

(MESC). Where market demand fo r  a p a r t ic u la r  occupation warrants i t ,  

class sizes are not re s tr ic te d ,  and the occupational tra in in g  is 

offered without preconditions of m otivation, p r io r  labor force expe­

rience or high school completion.

This study is undertaken to determine the e ffectiveness , in  

Michigan, o f the individual re fe r ra l  program in terms o f i t s  enhance­

ment o f tra in ee  em ployability and change in earnings during 1968-1972. 

The hypothesis is th at there were pos itive  changes in tra inee incomes

54
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a f te r  t ra in in g , and th at these changes are s ig n if ic a n t .  The study is  

also designed, using a c lustering  method as described in  the s t a t i s t i ­

cal method below, and in Figures 5, 6, and 7 to determine the extent  

to which in s t itu t io n a l  ra c ia l and sex bias among other variables might 

a f fe c t  employment and earnings before and a f te r  tra in in g .

A. The Sample

A random sample o f 500 or 25 percent ind iv idual re fe rra l  { IR) 

trainees was selected from the 1968-1972 to ta l tra inee  population o f  

2058 who had enrolled in Michigan MDTA. This large sample was believed  

ju s t i f ie d  due to the small population which, under more favorable  

circumstances, e .g . ,  budget and time, might have ju s t i f i e d  a study o f  

the e n t ire  population.

However, in view of serious constraints which appear to be a
6 7c h a rac te r is tic  o f retrospective research, the response from the 

o rig in a l random sample of 500 was used as the basis o f the analysis  

in th is  research.

Therefore, the size o f the sample used in th is  study was 140 

or seven percent o f  the population of 2058. This sample size was based

g
Hardin, Einar and Michael E. Borus. Economic Benefits and 

Costs o f Retraining Courses in Michigan. MSU, East Lansing, Michigan, 
1969, p. iv .  Also Hilda N. Barnes, Finding and Interviewing the Hard 
to Locate: The DMI Experience. Evaluating the Impact o f Manpower
Programs. Proceedings o f a Conference Conducted June 15-17, 1971.
The Center fo r  Human Resource Research, The Ohio U n ivers ity  (mimeo­
graphed) and Celia  Homans. Finding the Hard to Locate: The NORC
Experience.

^Zuwaylif, F a d il ,  General Applied S t a t is t ic s , Addison-Wesley 
Publishing Company, Massachusetts 1970, p. 114.
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on the number o f ind iv iduals  in the o rig in a l random sample o f  500 fo r  

whom complete, useful data was av a ilab le  w ith in  the budgetary and time 

constraints imposed by the research.

The ind iv iduals  in the sample were enro lled  in classes held 

during FY 1968 through FY 1972 (Ju ly , 1968-June, 1972).

B. Data Collection  

The data co lle c tio n  process consisted o f obtaining information  

perta ining to indiv idual ch arac teris tics  o f the 140 ind iv iduals  in the 

sample from the D e tro it  central o f f ic e  f i le s  o f the Michigan Employ­

ment Security Commission. The data was obtained from forms MA-101, 

MA-102 and from MA-103 fo r  those who reported employment status and 

earnings a f te r  tra in in g  was completed (See Appendix B, C, and D).

Where the data on MA-103 was incomplete or unavailable several 

months were spent contacting the indiv iduals  (as fa r  as the researcher 

was able to locate them) by telephone. This task was so time-consuming 

and monumental (due to the high m obility  o f the ind iv iduals  and th e ir  

suspicions o f the nature o f the follow-up) that the decision was made 

to terminate the follow-up a f te r  90 days, and to use the 140 responses 

as the sample on which to base the research find ings. Data re la t iv e  

to tra in in g  costs and allowances, e .g . ,  transporta tion , dependency, 

e tc . ,  was obtained from MA-103 forms.

The demographic and earnings data was coded on Data Layout 

sheets and punched onto IBM cards fo r analysis. Existing general s ta ­

t i s t i c a l  routines used by the S ta t is t ic a l  Evaluation Division of the
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Michigan Department o f Social Services were used to e d it  and analyze 

the data.

C. S ta t is t ic a l  Method
g

AID, an acronym fo r Automatic In te raction  Detector was used.

AID is a computer program designed to provide information about the 

d is tr ib u tio n  o f  a dependent va riab le  and i ts  re la t io n  to several explana­

tory variab les. Unlike most le a s t squares a n a ly t ic a l programs, i t  is  

very f le x ib le — that is ,  i t  assumes very l i t t l e  about the shape of the 

d is tr ib u tio n  o f the explanatory va irab ies , ne ither that they are prop­

e r ly  scaled nor whether th e i r  e ffec ts  on the dependent variables are 

add it ive .

The technique of investigation  is both searching and sequential; 

i t  searches fo r  s tructura l re lationsh ips between a dependent variab le  

and selected explanatory variables separately , allowing one to answer 

the question, "Once th is  f i r s t  explanatory va riab le  has been accounted 

fo r ,  does the second one matter?"

The sequential procedure looks a t  one explanatory variab le  at  

a time; i t  also ascertains whether explanatory variables have an e f fe c t  

over the e n t ire  sample or over small defined subgroups.

AID allows more e a s ily  than a conventional regression program 

the determination o f the existence of in te raction  e f fe c ts .

Q
F. M. Andrews, J. N. Morgan and T. A. Sonquist. The Detection  

of In teraction  A ffec ts --A  Report on a Computer Program fo r  Selection  
of Optimal Combinations o f  Explanatory V ariab les . I n s t i t u t e  fo r  
Social Research. The U niversity  o f Michigan, Ann Arbor, Michigan, 1964.
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Based on the above, th is  research has id e n t i f ie d  the dependent 

variables under consideration in the analysis as income, em ployability  

and employment. Income is a central and predominant fac to r being 

determined, e .g . ,  change in income a f te r  completion o f tra in in g .

Employment and em ployability  are also factors to be addressed 

and are analyzed by re la t in g  various explanatory variables to employ­

ment and em ployability . The independent variables are age, sex, level 

o f education and race. These variables play an important part in 

determining the degree by which an in d iv id u a l's  em ployability  is 

enhanced. Analyses o f  variance, using the AID computer process, is 

undertaken to determine the set of variables most important in pre­

d ic ting  outcomes at an .05 degree level o f  s ign ificance.

The s ta t is t ic a l  computations fo r  em ployability were not lim ited  

to trainees who completed the program, but also included the drop-outs 

as w e ll ,  both o f whom are subsumed under the general category o f com­

p le tio n . The researcher fee ls  confident with th is  assumption because 

94 percent o f the individuals in the sample completed the program. 

Moreover, drop-outs are considered as having completed the course, in  

the sense that th e ir  performance on the job and income are said to be 

improved as a re su lt  o f having enrolled in a tra in in g  program (Borus 

and Tash, 1970).

In order to determine the s ignificance o f  the change in wages 

a f te r  t ra in in g ,  a t - t e s t  o f  the average earnings was undertaken. More­

over, the e f fe c t  o f in f la t io n  during the period o f the study was tested. 

The results are reported in Table 37. The null hypothesis is that
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there is no d ifference between the average wage before and a f te r  

tra in in g .

In Chapter IV which fo llow s, the demographic and cost data 

which had been gathered from the f i le s  o f  MESC and telephone fo llo w -  

up w i l l  be tabulated and analyzed for the purpose of determining 

f in a l  resu lts .



CHAPTER IV

ANALYTICAL FRAMEWORK

A. Measuring Changes in Price— Note 
on Consumer Price Index

The recent h is tory  o f  the United States economy shows a con­

tinuing concern among consumers, bankers, labor union o f f i c ia ls ,  and 

government o f f i c ia ls ,  about the r is in g  level o f prices. Discussions 

about prices generally  depend upon a measure known as the Consumer 

Price Index (CPI) fo r  factual support. The consumer Price Index calcu­

lated and reported by the Bureau of Labor S ta t is t ic s  has a single pur­

pose— to describe re la t iv e  changes in the general level o f prices 

over time. In other words, the principal purpose of an index of prices 

is to measure re la t iv e  change in prices over time fo r some relevant  

group o f goods and services and fo r  some relevant group o f purchasers. 

The group of relevant consumers for the purpose o f th is  study comprise 

b as ic a lly  urban wage workers o f several categories already specified .

The consumer price index is intended to measure changes in the 

re la t iv e  price levels  o f commodities such as food, rents , c lo th ing ,  

automobiles, e t c . ,  th a t are normally consumed by urban wage earners. 

Normally, these indices are calculated with reference to a base period 

or normal year, or period in which the prices of consumer goods have 

maintained a steady level without wide fluc tua tio n s . The consumer

60
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price index is  also calculated fo r  d if fe re n t  classes of items o f con­

sumption so that price movements can be compared between d if fe re n t  

categories o f  goods and services. Consumers know, however, that goods 

and services do not remain constant over time because o f changes in 

technology, s k i l l s ,  educational le v e ls ,  job information opportun ities ,  

environmental conditions or the workplace, etc.

Inasmuch as real goods and services cannot be held constant 

over time, the im p lic it  assumption made in the ca lcu la tion  o f price  

indices cannot be true in a rigorous sense. Some economists have 

argued vehemently in recent years that the s l ig h t  in f la t io n  (ra te  or 

level o f change in the price le v e l)  observed in recent years is a 

s ta t is t ic a l  mirage, e .g . ,  that improvements in the q u a lity  o f goods 

and services may completely compensate fo r  the observed increase in 

price. Unfortunate ly , i t  is impossible to prove or disprove th is  argu­

ment em p ir ic a lly . One can only state or conclude that the consumer 

price index tends to overstate an increase in the price level o f some 

items o f goods and services.

B. Measurement o f Real Income 
--Real Purchasing Power

The measurement o f changes in prices over time provides impor­

tant descrip tive data about the economic system, but any questions of 

measuring welfare must take in to  consideration changes in income as 

well as changes in prices. One basic measure of general welfare is  

real income--the physical amount o f goods and services consumed. The 

measurement o f  real income, again, cannot be precise but only



62

approximate due to l im ita t io n s  on measurement o f prices over time.

Also, real income cannot be measured d ire c t ly  because the units o f  

measurements are not homogeneous among goods and services. One can, 

however, consider th at income can be expressed in terms o f generalized  

purchasing power called  real income, defined as the ra t io  o f actual 

income to the consumer price index fo r  any specified  class o f goods 

and services. However, as pointed out e a r l ie r ,  these measures of  

welfare in terms of real income undoubtedly understate the actual 

increase in welfare during the periods covered because o f the fa i lu r e

of consumer price index to measure the e ffe c ts  o f an improvement in

technology, q u a lity  o f education, improvement in s k i l l  le v e ls ,  physical 

incentives on the job , urban t ra n s i t  growth, changes in the social 

struc ture , employment growth in the public sector, demand and supply 

of s k i l l  labor force , e tc .

Notwithstanding some reservations with respect to the capacity  

of the consumer price index to adequately measure the true e f fe c t  o f  

changes in price  le v e ls ,  i t  is  important that the e f fe c t  o f  in f la t io n  

on the wage change o f  the tra inees in th is  research be tested . The

resu lts  are indicated in Table 37.

In th is  section of the research, the demographic ch a rac te r is ­

t ics  o f the 140 trainees in the sample and cost data are tabulated.  

Also, graphical presentations o f the analyses is presented using the 

AID method as described in Chapter I I I  above. The graphical presenta­

tion fo r  the average number o f weeks unemployed (Figure 5) is derived  

from the computer p r in t -o u t  in the appendix. Computer p r in t -o u t  fo r
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Figures 6 and 7 are also included in Appendix A. F in a lly ,  the null 

hypothesis is tested to determine the s ignificance of the a f te r  t r a in ­

ing earnings.

C. General C haracteris tics o f  the 
140 Trainees

The ch arac teris tics  o f the Michigan indiv idual re fe r ra l  { IR) 

tra inees and areas o f  program preferences based on the resu lts  of the 

sample ind icate  an in te re s ting  amalgam o f individual ch a rac te r is t ic s ,  

program enrollment areas and cost. In the sections which fo llow , the 

data re la t iv e  to these elements are presented.

Age

On the basis of the sample, the age of the IR trainees ranges 

from age 15-60 (see Table 1 and Figure 3) with an average age o f 32 

years and a median age o f 30 years.

TABLE 2 . — Sample o f Age Grouping of IR Trainees in the Michigan MDTA 
Program.

Age Frequency Percentage

15-19 1 0.71
20-24 46 32.86
25-29 23 16.43
30-34 17 12.15
35-39 21 15.00
40-44 12 8.57
45-49 7 5.00
50-54 9 6.43
55-60 4 2.85
TOTAL 140 100.00
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The highest percentage (32.85%) f a l l s  in the age group 20-24 

and the lowest percentage (0.71%) f a l l s  in age group 15-19. R e la tive ly  

high percentages (16.43 and 15.00) appear between the ages 25-29 and 

35-39 respective ly . Figure 3 is  a graphical representation of age 

d is tr ib u t io n  fo r  the population.

The sample does not show enrollment a f te r  age 60; i t  does in d i­

cate one entry  (0.71%) in the age group 15-19.

Sex

The sex make-up o f the program enrollees ind icate  a su b stan tia lly  

higher enrollment fo r  females than fo r  males. Table 3 indicates that  

of the 140 ind iv iduals  in the sample, 109 or 77.86 percent were females, 

and 31 or 22.14 percent were males.

TABLE 3 . — IR Enrollment by Sex

Sex Frequency Percentage

1 -  Female 109 ?7.86

2 -  Male 31 22.14
TOTAL 140 100.00

Education

A s ig n if ic a n t ly  large percentage (82.14%) o f the sample com­

pleted the 12th grade whereas ten percent completed grades 8-11 and 

seven percent experienced some college study.
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TABLE 4- — IR Trainees According to Percentage o f Educational Level 
Completed.

Educational Level Frequency Percentage

8th Grade 1 0.71
9th Grade 2 1.43

10th Grade 6 4.29
11th Grade 5 3.57
12th Grade 115 82.14
13th Grade 11 7.86

TOTAL 140 100.00

Race

A m ajority  (65%) of the trainees were white followed by a

r e la t iv e ly  large percentage (30%) black and f iv e  percent other, includ

ing Indians and O rien ta ls .

TABLE 5 . — IR Trainees by Race.

Race Frequency Percentage

White 91 65.00
Black 42 30.00
Mexican American 0 0.00
Other 7 5.00

TOTAL 140 100.00
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The next six tables (Tables 6-11) represent a cross-tabulation

o f the following variables: age, sex, race and level o f education.

Tables 6, 7, and 8 cross-tabulates these variab les , using the female 

as the independent va ria b le , and tables 9, 10, and 11 uses the male

as the independent va riab le .

Table 6 indicates a d is tr ib u t io n  o f white females (N -  73), 

th e ir  ages and levels  o f education. The table shows th a t no white 

females were enrolled whose age was less than 19 years or more than 

59 years; 28 white females were between ages 20-29; 32 while  females 

were between ages 30-44, and 13 white females were between ages 45-50 

years.

TABLE 6 . --Level o f Education (Grade L ev e l) ,  White Females.

Age
Grade Level -------------------------------------------------------------------------------------- Total

0-14 15-19 20-29 30-44 45-59 60 and Over

1- 8 0 0 0 0 0  0 0

9 0 0 0 1 0 0 1

10 0 0 0 1 1 0 2

11 0 0 2 0 0  0 2

12 0 0 26 27 11 0 64

13 _g _0 _0 _3 _J_ __0 _4

TOTAL 0 0 28 32 13 0 73
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TABLE 7 . —Age, Level o f Education (Grade L ev e l) ,  Black Females.

Grade Level
Age

Total
0-14 15-19 20-29 30-44 45-59 60 and Over

1-10 0 0 0 1 0 0 1
11 0 0 1 0 1 0 2
12 0 1 20 5 1 0 27
13 0 0 1 0 1 0 2

TOTAL 0 1 22 6 3 0 32

TABLE 8 . — Age, Level o f Education (Grade Level) , Other Females.

Age
TotalUl UUL L I VL! 1

0-14 15-19 20-29 30-44 45-59 60 and Over

1-12 0 0 2 1 0 0 3
13 _0 _0 _0 _0 _0 _0 _0

TOTAL 0 0 2 1 0 0 3

Of the 73 white females in the sample, a m ajority  (64) had 

completed the 12th grade, one the 9th grade, two the 10th, two the 

11th, 64 the 12th and four had completed grade level 13.

Table 7 shows a d is tr ib u t io n  fo r  black females (N = 32), th e ir  

age and levels  o f education.

One black female was enro lled  between ages 15-19 years, 22 

between ages 20-29 and three between ages 45-59. Further, a m ajority  

(27) o f the black females indicated an educational level o f 12th grade.
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With respect to grade le v e l ,  one black female was reported to  

have completed the 10th grade, two the 11th grade, 27 the 12th grade 

and two grade level 13.

Table 9 indicates white males {N = 18 ),  th e i r  ages and educa­

tion a l le v e l .  The tab le  shows th at e ight white males were enrolled  

in the tra in in g  program whose ages were between 20-29 years, eight 

between the ages 30-44 years, two between the ages 54-59 years. No 

white male trainees were enro lled  whose ages were e ith e r  less than 

19 or more than 59 years. A considerable number (11) white males 

tra inees were in the 12th grade.

With respect to  grade le v e l ,  one white male had completed the 

8th grade, two the 10th grade, 11 the 12th grade, and 4 had completed 

grade level 13.

TABLE 9 . — Age, Level o f Education (Grade L eve l) ,  White Males.

Age
Grade Level ----------------------------------------------------------------------------------  Total

0-14 15-19 20-29 30-44 45-59 65 and Over

1-8 0 0 0 1 0 0 1
9 0 0 0 0 0 0 0

10 0 0 0 2 0 0 2
11 0 0 0 0 0 0 0
12 0 . . -

0 6 4 1 0 11
13 0 0 2 1 1 0 4

TOTAL 0 0 8 8 2 0 18
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TABLE 1 0 .--Age, Level o f Education (Grade L e v e l) ,  Black Males.

Grade Level
Age

Total
0-14 15-19 20-29 30-44 45-59 65 and Over

1-9 0 0 0 1 0 0 1
10 0 0 1 0 0 0 1
11 0 0 1 0 0 0 1
12 0 0 2 2 1 0 5
13 0 0 1 0 0 0 1

TOTAL 0 0 5 3 1 0 9

TABLE 1 1 .—Age , Level of Education (Grade Level) , Other Males.

Grade Level
Age

Total
0-14 15-19 20-29 30-44 45-59 60 and Over

1-12 0 0 4 0 0 0 4
13 _0 _0 _0 _0 J3 _0 _0

TOTAL 0 0 4 0 0 0 4

Table 10 shows black males, (N = 9 ) ,  th e i r  ages and level o f  

education. The tab le  indicates th a t f iv e  black males were enrolled in  

the t ra in in g  program whose ages were between 20-29 years, three between 

30-44 years, and one between 45-59 years. A m ajority  (12) o f the black 

males had completed the 12th grade.

With respect to grade le v e l ,  one black male enro llee  had com­

pleted the 9th grade, one the 10th, one the 11th, f iv e  the 12th and one
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the 13th. Again there were no black male enrollees who were reported  

as being more than 59 years old.

Public Assistance

Table 12 below indicates that some of the trainees (19.28 per­

cent) were receiving some sort o f public assistance (a t the time of 

enrollment in the tra in in g  program) e .g . ,  payments from the adult and 

fam ily categories of the Social Security Acts, unemployment b en efits ,  

etc.

TABLE 1 2 .— Public Assistance Recipients Enrolled in IR Program.

PA Recipient Frequency Percentage

Yes 27 19.28
No 112 80.00
Unknown 1 .71

TOTAL 140 100.00

Some ind iv iduals  who did not q u a lify  fo r  public assistance payments

were e ith e r  the chron ica lly  unemployed or were engaged in low s k i l le d ,  

low paying jobs.

jh Tra in i ng

Training enrollment data fo r  the IR tra inee sample covers the 

period 1968-1972. Table 12 shows that the greatest percentage (35.7%) 

of trainees enrolled during f is c a l 1970-71. Why the reasons fo r th is
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increase is  unspecified, one might speculate th at the increased e n ro l l ­

ment in tra in in g  is  re la ted  to the General Motors s tr ik e  during the 

autumn o f 1970.

TABLE 13 .— IR Training Enrollment by Years of Enrollment.

Fiscal Year Frequency Percentage

68-69 11 7.86
69-70 44 31.43
70-71 50 35.71
71-72 35 25.00

TOTAL 140 100.00

The second highest (31.4%) enrolled during f is c a l  1969-70, and the 

th ird  largest enrollment (25.0%) occurred in f is c a l  1971-72. The 

smallest percentage (7.86%) of enrollment occurred during f isc a l  

1968-69.

Type o f Training

The type of tra in in g  offered under MDTA ( in s t i tu t io n a l )  is  

always determined according to market demand in the p a r t ic u la r  lo c a l­

i t y .  Table 14 represents a l is t in g  o f occupations offered under the 

individual re fe r ra l  program as obtained from the 140 individuals in 

the sample.
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TABLE 14 .— Type of Training o f IR Sample by Frequency and Percentage, 
1968-72.

Training Frequency Percentage

Stenographer 6 4.29
Secretary 8 5.72
Medical Secretary 4 2.86
Typist 2 1.43
Bookkeeper 3 2.14
Clerk-General and Other 1 .71
Junior Accountant 8 5.72
Accountant Clerk 1 .71
Medical Assistant 8 5.72
Licensed Practical Nurse (LPN) 60 42.85
Barber 9 6.43
Cosmetologist 8 5.72
Truck Driver 1 .71
Tractor T r a i le r  Truck Driver 3 2.14
Auto Mechanic 1 .71
Mechanical Technician 1 .71
D ig ita l Computer Programmer 3 2.14
Operating Engineer 9 6.43
Miscellaneous 4 2.86

TOTAL 140 100.00

As shown, the greatest percentage of trainees in any single  

category were tra ined  in the Licensed P ractica l Nurse area (LPN), 

(approximately 43%). Percentages in the remaining categories range 

from 1% to 6%. Areas which appear to be less appealing to the trainees  

consists o f the following: Truck Driver (.71%), Auto Mechanic (.71% ),
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Accountant Clerk (.71% ), Mechanical Technician (-71%), and Clerk-  

General (.71%).

Table 15 below represents a breakdown o f  type o f tra in in g  

preference by level o f education.

TABLE 15 .— Level o f Education (Grade L eve l) ,  Type of Train ing .

Type o f Training
0-7 8

Grade Level 

9 10 n 12 13
Total

Stenographer 0 0 0 1 2 3 0 6
Junior Accountant 0 0 0 0 0 8 0 8
Secretary 0 0 0 0 0 8 0 4
Medical Assistant 0 0 0 0 0 7 1 8
Barber 0 0 0 2 0 7 0 9
Cosmetologist 0 0 1 1 1 4 1 8
Truck Driver 0 0 0 0 0 1 0 1

LPN 0 0 0 1 1 53 5 60
Tractor T r a i le r  Truck Driver 0 0 0 1 0 2 0 3
Auto Mechanic 0 0 0 0 0 1 0 1

Typist 0 0 0 0 0 2 0 2
Bookkeeper 0 0 0 0 0 0 3 3
Accountant Clerk 0 0 0 0 0 1 0 1
D ig ita l Computer 0 0 0 0 0 2 1 3
Mechanical Technician 0 0 0 0 0 1 0 1
Operating Engineer 0 0 0 0 0 7 2 9
Clerk-General and Other 0 0 0 0 0 1 0 1
Miscellaneous 0 1 0 0 0 2 1 __4

TOTAL 0 1 2 6 5 115 11 140
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The tab le  indicates th at 115 enrol lees out o f  the sample o f  140 or 

82 percent had completed the 12th grade of which 46 percent (53) were 

enrolled in the licensed p rac tica l nursing (LPN) course.

Completion o f  Training

A c r i t i c a l  aspect o f  the MDT program is the l ike lihood  o f  

enrollees to drop out as opportunities fo r  employment a r is e ,  or as 

tra inees ' career goals s h i f t .  For instance, a cursory look a t some 

o f the tra in ee  data revealed a number o f reasons fo r  dropping out, 

e .g . ,  marriage, re location , m atern ity , ind iv idual in s t a b i l i t y ,  e tc .

Notwithstanding, Table 16 below indicates th a t 94 percent 

of the enrol lees completed the t ra in in g ,  and only a r e la t iv e ly  small 

percentage (6%) dropped out.

TABLE 1 6 . --Number and Percentage o f IR Trainees Completing Training  
in the Sample.

Completed Training Frequency Percentage

Yes 131 93.57
No 8 5.72
Unknown (Missing Data) 1 .71

TOTAL 140 100.00

Employment Status

An analysis o f  the sample data before and a f te r  tra in in g  

revealed a s ig n if ic a n t  percentage of the trainees were generally
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unemployed before tra in in g . For example, p r io r  to t ra in in g ,  54 per­

cent o f  the trainees were unemployed and 40.7 percent were under­

employed, while only 4.3  percent were employed.

The r e la t iv e ly  large (54%) percentages unemployed and under­

employed (40.7%) before tra in in g  appears to be adequate ju s t i f ic a t io n  

fo r  in s t i tu t in g  tra in in g  programs, with a view to improving the employ­

a b i l i t y  and increasing the income of these ind iv idu a ls .

Table 17a is a tabu lar representation o f the employment status  

o f trainees p r io r  to enrollment in the tra in in g  program.

TABLE 17a.--Employment Status before Train ing .

Employment Status Frequency Percentage

Unemployed 76 54.29
Employed 6 4.29
Underemployed 57 40.71
Other (Missing Data) 1 .71

TOTAL 140 100.00

Further to the research o b jec tive  o f ascerta in ing the impact 

of the tra in in g  program on the em ployability  o f the tra in e es , Table 

17b indicates the employment status o f enrollees a f te r  t ra in in g .  In 

comparison with 17a above, Table 17b below re f le c ts  an increase (92 

percent) in employment a f te r  t ra in in g ,  as compared with 4 percent p r io r  

to t ra in in g .  Also, underemployment dropped from 40 percent p r io r  to 

tra in in g  as compared with 1.43 percent a f te r  tra in in g .
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TABLE 17b.— Employment Status a f te r  Train ing .

Employment Status Frequency Percentage

Unemployed 5 3.57
Employed 129 92.14
Underemployed 2 1.43
Other (Missing Data) 4 2.86

TOTAL 140 100.00

A condensed view of Tables 17a and 17b is presented in  Tables 

18a and 18b.

Table 18a below shows the employment status o f tra inees before 

and a f te r  tra in in g  fo r  those who completed the tra in in g  program.

TABLE 18a.--Employment Status Before and A fte r  T ra in ing— Completed 
Training.

Employment A fte r  Training Total Employment Before Training Total

Unemployed 3 Unemployed 3
Employed 126 Employed 126
Underemployed 1 Underemployed 1
Other __2 Other 1

TOTAL 132 TOTAL 132

The tab le  shows that a considerable number o f enro llees who 

completed tra in in g  and who were e ith e r  unemployed or underemployed 

before tra in in g  became employed a f te r  tra in in g .



78

Table 18b represents employment status before and a f te r  t r a in ­

ing fo r  those enrollees who did not complete the tra in in g  program.

TABLE 18b.--Employment Status Before and A fte r  T ra in in g --D id  Not 
Complete Train ing.

Employment A fte r  Training Total Employment Before Training Total

Unemployed 2 Unemployed 2
Empl oyed 3 Employed 3
Underemployed 1 Underemployed 4
Other _2 Other _o

TOTAL 8 8

The tab le  indicates th at e ight trainees did not complete the 

program but some of them were able to obtain employment, possibly as 

a re s u lt  of enrollment in the program. This p o s s ib i l i ty  is borne out 

by Borus and Tash (1970).

Table 19 is an assessment o f the program's success in meeting 

the objectives o f the MDT le g is la t io n .  The tab le  indicates th a t 81 

percent o f the trainees acquired jobs th at were s k i l l  re la ted  and 13 

percent acquired jobs which were not s k i l l  re la te d .

TABLE 1 9 .--Number o f Percentage of S k i l l  Related Employment.

S k il le d  Related Frequency Percentage

Yes 114 81.43
No 19 13.57
Unknown (Missing Data)  7 S .00

TOTAL 140 100.00
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These results represent an improvement in Page's (1964) study 

in which tra in in g  enhanced the em ployability o f only 51 percent o f the 

tra inees .

E. Wages P rio r to and A fte r  Training  

Additional s ta t is t ic s  o f in te re s t  in th is  research is the wages 

before and a f te r  t ra in in g . Table 20 shows the average monthly wage 

in the la s t  fu l l - t im e  job held p r io r  to tra in in g . The average monthly 

wage was computed a t  $302.36, with a median income equal to $285.99.

TABLE 2 0 .--Average Monthly Wage in Last Full-Time Job Held.

Wage Frequency Percentage

Less than $49 10 7.14
50- 99 1 .71

100-149 1 .71
150-199 2 1.43
200-249 29 20.71
250-299 37 26.43
300-349 18 12.86
350-399 13 9.29
400-449 11 7.86
450-499 7 5.00
500-549 6 4.29
550-599 2 1.43
600 and above 3 2.14

TOTAL 140 100.00
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I t  is  shown (Table 20) that the highest percentage (26.4%) 

of trainees earned between $250 to $299 per month on the la s t  job 

held before t ra in in g ,  although a considerable percentage (60%) repre­

senting three income groups, earned between $200 to $349 per month. 

Moreover, only 10 percent o f  the trainees earned less than $199 p r io r  

to enrollment. An additional 26 percent spread out among four income 

groups received incomes between $350-$549, and a r e la t iv e ly  smaller 

proportion (3%) were earning between $550 to $650 p r io r  to tra in in g  

(see Figure 4 ) .

An analysis o f wage change a f te r  tra in in g  suggests rather  

in te res tin g  re s u lts . The e f fe c t  o f in f la t io n  during the 1968-1972 

period was tested by converting actual income to real income. This 

was accomplished by d e fla t in g  the actual income through the use o f  

the Consumer Price Index (CPI) fo r  the period covered. The te s t  was 

carried  out to determine the s ign ificance o f the d iffe rence in wage 

before and a f te r  tra in in g .

The resu lts  indicated th at despite d e f la t io n ,  the s ignificance  

was maintained, e .g . ,  the previously computed value t  -  6.15 without 

d efla tion  compared favorably to the defla ted  value t  = 2 .30 . The 

significance in the former case (undeflated incomes) is fa r  higher 

than 1% level o f  s ign ificance, where in the l a t t e r  case (d e fla ted  or 

real incomes) the e f fe c t  is reduced, but the s ign ificance is s t i l l  

close to the 1% le v e l .  The increase in wages a f te r  t ra in in g  is pre­

sented in Table 21 on page 8 2 .*  Of those earning above $650/month,

*See Table 37 fo r  Real Income D is tr ib u t io n .
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LEGEND
Before Training  
A fte r  Training

199 £50 -  299 350 -  399 450 -  499 550 -  599
200 -  240 300 -  349 400 -  449 500 -  549 600 -  650

150 
100 -  149

50 -  99

MONTHLY WAGE $

Figure 4 . — Income D is tr ib u tio n  Before and A fte r  Train ing.



82

one earned $650-699, two earned $80Q-$849, one earned $850-$899 and 

one earned above $1,000. Notwithstanding, the average increase from 

$302.36 per month before tra in in g  to $396.00/month a f te r  tra in in g  

represents a wage increase o f approximately 24 percent as a resu lt  o f  

tra in in g . The median income amounted to $418.00.

TABLE 2 1 .— Monthly Wage in Fulltim e Job Held A fte r  Train ing .

Wage Frequency Percentage

Less than $49 9 6.43
50 -  99 1 .71

100-149 2 1.43
150-199 2 1.43
200-249 3 2.14
250-299 5 3.57
300-349 19 13.57
350-399 13 9.29
400-449 44 31.43
450-499 16 11.43
500-549 10 7.15
550-599 6 4.29
600 and above 10 7.13

TOTAL 140 100.00

Note: Average Monthly Wage = $396.00
Median Wage = $418.00

A fu rth e r  review of employment status a f te r  tra in in g  indicates  

that o f the 27 welfare rec ip ients  in the sample, 21 were employed a f te r  

t ra in in g ,  one was underemployed and two were in "other" category, e .g . ,
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a t  home with the ch ild ren . With regard to 112 non-welfare rec ip ients  

in the sample, th e ir  employment status a f te r  tra in in g  reveals th at 107 

were employed, two were unemployed and one was underemployed.

A summary o f increase (o r decrease) in wage and th e ir  correspond­

ing percentages according to the 20 occupational categories in the IR 

program is presented in Tables 21-23 below fo r  welfare rec ip ien ts  and 

non-welfare recip ients  respective ly .

TABLE 2 2 .--Percentage Increase o f Welfare Recipients' Wages Based on 
Average Monthly Wage and Occupation o f those Before and 
A fte r  Training.

Type o f Training Before A fte r Di fference  
B efore-A fter

Percentage 
Incr. or Dec

Stenographer 286.00 320.00 34.00 11%
Junior Accuntant 262.00 360.00 98.00 37%
Secretary 118.00 320.00 202.00 171%
Medical Secretary 200.00 336.00 136.00 68%
Medical Assistant 272.00 448.00 176.00 64%
Barber 192.00 264.00 72.00 38%
Cosmetologist —

Truck Driver — —

LPN 249.GO 456.00 207.00 83%
Tractor T r a i le r  Truck Driver _ _ —

Legal Secretary —

Auto Mechanic
Typist 200.00 800.00 600.00 300
Cashier Wrapper

20%Bookkeeper 400.00 480.00 80.00
Accountant Clerk — —

D ig ita l Computer Programmer
Mechanical Technician —

5%Operating Engineer 253.00 239.00 -14 .00
Clerk-General and Other — - -

Miscellaneous — —
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TABLE 2 3 .--Percentage Increase o f Non-Welfare Recipients' Wages Based 
on Average Monthly Wage and Occupation o f those Employed 
Before and A fte r  Train ing.

Type o f Training Before A fte r Di fference  
B efore-After

Percentage 
Inc. or Dec.

Stenographer 357.00 442.00 85.00 24%
Junior Accountant 305.00 410.00 105.00 34%
Secretary 285.00 359.00 74.00 26%
Medical Secretary 263.00 356.00 93.00 35%
Medical Assistant 288.00 458.00 170.00 59%
Barber 230.00 367.00 137.00 60%
Cosmetologist 275.00 430.00 155.00 56%
Truck Driver 400.00 457.00 57.00 14%
LPN 281.00 439.00 158.00 56%
Tractor T r a i le r  Truck Driver 253.00 640.00 387.00 152%
Legal Secretary 00.00 .00 .00 0
Auto Mechanic 499.00 694.00 195.00 39%
Typist 00.00 336.00 336.00 100%
Cashier Wrapper 00.00 .00 .00 0%
Bookkeeper 232.00 360.00 128.00 55%
Accountant Clerk 324.00 480.00 156.00 48%
D ig ita l Computer Programmer 480.00 635.00 155.00 32%
Mechanical Technician 204.00 150.00 -54 .00 26%
Operating Engineer 239.00 433.00 194.00 82%
Clerk-General and Other 480.00 382.00 -98 .00 20%
Miscellaneous 558.00 426.00 -132.00 23%
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TABLE 2 4 .--Percentage Increase o f Welfare and Non-Welfare Recipients' 
Wages Based on Average Monthly Wage A fte r  Training and 
Type o f Training o f Those Employed A fte r  Train ing.

Average Monthly Wage o f Welfare vs. Non-Welfare Recipeints

Type o f Training Welfare
Recipient

Non-Wei fare  
Recipient

Difference  
Non-Wei fare  
— Welfare

Percentage 
Inc. or Dec.

Stenographer 320.00 442.00 116.00 36%
Junior Accountant 360.00 410.00 50.00 14%
Secretary 320.00 359.00 39.00 12%
Medical Secretary 336.00 356.00 20.00 6%
Medical Assistant 448.00 458.00 10.00 2%
Barber 264.00 367.00 103.00 39%
Cosmetologist — 430.00 430.00 100%
Truck Driver 457.00 457.00 100%
LPN 456.00 439.00 -17.00 4%
Tractor T r a i le r  TD - - 640.00 640.00 100%
Legal Secretary _ _

Auto Mechanic — 694.QU 694.00 100%
Typist 800.00 336,00 -464.00 58%
Cashier Wrapper —

Bookkeeper 480.00 360.00 -120.00 25%
Accountant Clerk — 480.00 480.00 100%
D ig ita l Computer 

Programer — _ 635.00 635.00 100%
Mechanical

Technician — _ 150.00 150.00 100%
Operating Engineer 239.00 433.00 194.00 81%
Clerk-General and 

Other 382.00 382.00 100%
Miscellaneous — - 426.00 426.00 100%
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F. Labor Force Status 

Table 25 below indicates the number o f weeks IR trainees were 

unemployed p r io r  to enrollment. I t  is shown th a t the greatest per­

centage (37%) were unemployed one week p r io r  to enrollment in the t r a in ­

ing program; 12.9 percent were unemployed four weeks p r io r  to e n ro l l ­

ment. Less than one percent (0 .7 1 ) were unemployed 17 weeks p r io r  to 

entering the tra in in g  program.

TABLE 2 5 .--Weeks Unemployed Prio r to Enrolling  in Class.

Weeks Frequency Percentage

Less than 1 45 32.14
1 52 37.14
2 17 12.14
3 4 2.86
4 18 12.86
5 3 2.15

17 1 .71

TOTAL 140 100.00

To summarize the labor force status of these enrol lees, one 

would have to conclude that a m ajority  (69%) o f the enrollees entered 

the IR tra in in g  program w ith in  a week a f te r  becoming unemployed.

Hours Worked A fte r  Training

The data presented in Table 26 below indicates the average num­

ber o f hours worked by trainees a f te r  completion o f the tra in in g  program.
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TABLE 2 6 .—Average Number o f Hours Worked Per Week A fte r  Train ing.

Hours Frequency Percentage

o ■ lO 15 10.72
10 -  19 2 1.43
20 -  29 3 2.14
30 -  39 1 0.71
40 -  50 119 85.00

TOTAL 140 100.00

I t  should be noted th at the m ajority  (85%) of the graduates 

worked fu l l - t im e  ranging 40-50 hours per week. Approximately 3.6  per­

cent worked 10-39 hours per week, but a r e la t iv e ly  la rger percentage 

(10%) worked up to nine hours per week.

G. Class Cost

The cost o f the tra in in g  program is based on several variab les ,  

e .g . ,  (1) the contract cost o f the tra in in g  in s t i tu t io n ;  (2) academic 

equipment* and supplied d ire c t ly  re la ted  to the tra in e e s 1 needs; (3 )  

transportation and subsistence allowances fo r the tra inees , etc .  

In s t itu t io n a l  costs are paid by the State Department o f Education 

d ire c t ly  to the tra in in g  in s t i tu t io n ,  and subsistence allowance, paid 

by the employment serv ice , is  paid d ir e c t ly  to the individual on the 

basis of number o f  dependents. Transportation cost, where app licab le ,  

is also paid d ire c t ly  to the individual by the employment service.

Table 27 represents the basis on which subsistence allowance 

is paid. For ind iv iduals  on public assistance, the allowance is



TABLE 27.—Training Allowance.

Number
of
Dependents

Basic Amount 
of Regular 
Training 
Allowance

Amount 
Added by 
Number of 
Dependents

Regular Training 
Allowance Payable 
During F irst 10 
Weeks of Training

Amount Added 
After Comple­
tion of 10 
weeks of 
Training

Regular Training 
Allowance Payable 
Beginning With 
11th Week of 
Training

0 60 0 60 10 70

1 60 5 65 5 70

2 60 10 70 0 70

3 60 15 75 0 75

4 60 20 80 0 80

5 60 25 85 0 85

6+ 60 30 90 0 90
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added to our subtracted from public assistance payment, but the rec ip ­

ie n t receives whichever amount is the higher, but w ith in  the average 

allowance schedules established fo r  unemployment insurance re c ip ie n ts .

The aggregate cost o f the tra in in g  program is presented in  

Table 28. I t  is  shown th a t a m a jority  (24.3%) o f the tra inees were 

enrolled in classes costing between $3500 to $3999, a considerable  

number (16.4%) enro lled  in classes costing between $4000 to $4499.

TABLE 2 8 .--Costs o f Class.

Costs Frequency Percentage

$ 0 _ 499 8 5.71
500 - 999 8 5.71

1000 - 1499 10 7.15
2000 - 2499 11 7.86
2500 - 2999 8 5.71
3000 - 3499 11 7.86
3500 - 3999 34 24.29
4000 - 4499 23 16.43
4500 - 4999 5 3.57
5000 - 5499 4 2.86
5500 - 5999 3 2.14
6000 - 6499 3 2.14
6500 - 7499 1 .71

140 100.00

Trainees seem to be somewhat evenly d is tr ib u te d  among cost in te rva ls  

f a l l in g  in the $0-3499 range. Average cost o f tra in in g  was computed 

to be $3,117.36.

Additional in te re s t  with respect to class cost is  the cost o f 

the respective tra in in g  programs. The highest costs fo r  classes were 

fo r  Bookkeeping, Junior Accountant, Licensed P ractica l Nursing (LPN), 

Stenographer, $5 ,216.00 , $3 ,692.00 , $2 ,992.00, $2,900.00 respective ly .
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H. Class Clock Hours

Table 29 below summarizes the range o f  clock hours spent in the 

t ra in in g  programs.

TABLE 2 9 .--Average Class Clock Hours.

Class Clock Hours Frequency Percentage

0 - 299 18 12.87
300 - 499 5 3.57
500 - 699 6 4.29
700 - 899 8 5.71
900 - 1099 12 8.57

1100 - 1299 11 7.85
1300 - 1499 26 18.57
1500 - 1699 23 16.43
1700 - 1999 10 7.14
2000 - 2199 21 15.00

TOTAL 140 100.00

While no attempt was made to determine the sp ec if ic  number of hours 

spent in each program, the tabu la tion  indicates that the la rgest per­

centage (18.6%) o f ind iv iduals  were enrolled in programs requiring  

1300-1499 hours. The second la rg e s t percentage (16%) was enrolled  in  

programs requiring 1500-1699 hours. A smaller percentage (15%) was 

enrolled between 2000-2199 hours, and 12 percent of the tra inees were 

enrolled 0-299 class hours. The remaining 37 percent was d is tr ib u ted  

across the remaining number o f  class clock hours in the tab le .
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I .  Analysis o f  Variance 

Analyses o f variance, using AID was run to te s t the in te rac tio n  

e f fe c t  o f  several dependent and independent variab les , and to determine 

the level o f s ignificance o f  the outcome.

The f i r s t  te s t  centered around tes ting  the in te rac tio n  e f fe c t  

and the significance o f  the number o f weeks unemployed (dependent 

va ria b le ) against the following explanatory variables: age, level o f

education, race, and sex. The sample mean and standard deviation were 

computed accordingly and presented in Table 31.

A graphical i l lu s t r a t io n  of the in te rac tion  o f variables as 

carried  out by the AID computer process includes Figures 5 - 7  and 

appear in Appendix A.9

The analysis o f  variance tab le  below (Table 30) indicates an 

F -ra t io  o f .80 which means th at the several explanatory variables used 

1n the analysis (age, level o f education, race and sex) are not s ig n i f i  

cant w ith  re la t io n  to the in te ra c tio n  between them and the dependent 

variab le  (the number o f weeks unemployed before t ra in in g ) .

TABLE 3 0 .—Analysis o f Variance o f Average Number o f  Weeks Unemployed.

Source o f  
Variation Sum o f Squares DF. Mean Square F Significance Level

Total 1146.74 139

Between 46.94 7 6.70 .80 non-s ign ifican t
Wi thin 1099.80 132 8.33

9Please read instructions in Appendix fo r  in te rp re tin g  AID before 
attempting to read Figures 5, 6, and/or 7.
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TABLE 3 1 .— Mean and Standard Deviation o f Specific  Variables Used in
Analysis o f  Number o f  Weeks Unemployed P rio r to Train ing.

Variable Mean Standard
Deviation N Percentage

Age
0 - 1 4  

20 -  29 
30 -  44

Oi
(X)

1.63

(s)

3.03 120 85.70
15 -  19 
45 -  59 1.00 1.37 20 14.30

Educational Level
1 0 - 1 1  Grade 
13 Grade 1.88 1.36 17 12.10
8 -  9 Grade 

12 Grade 1 .59 3.22 103 73.60

Age
0 - 1 4  

30 -  44 1.88 4.68 43 30.70
20 -  29 1 .38 1.42 60 42.90

Race 
White and Other 2.09 5.20 34 24.30
Black 1 .11 1 .37 9 6.40

Sex
Female 2.28 5.61 29 20.70
Male 1.00 0.00 5 3.60

Race 
Black and Other 1.75 1.40 28 20.00
White 1.06 1.34 32 22.90

Age 
20 -  29 2.67 1.33 9 6.40
30 -  34 1.00 .71 8 5.70
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The second te s t  centered around testing  the s ignificance o f  

wage in la s t  fu l l - t im e  job held p r io r  to tra in in g  (dependent va riab le )  

against the explanatory variables as analyzed under the f i r s t  te s t  

above, e .g . ,  age, level o f education, race and sex. The sample mean

and standard deviation were computed and presented in Table 32.

The analysis o f variance table on page 95 (Table 33) indicates  

an F -ra t io  o f 6 .6 .  This means that there is in te raction  between the 

several explanatory variables (age, level o f education, race and sex) 

and the dependent variab le  (average wage in fu l l - t im e  job p rio r  to 

t ra in in g . )  This in te raction  is s ig n if ic a n t  a t  the .05 le v e l .  Figure 6 

in Appendix A is a diagramatic presentation o f the in te rac tion  o f the 

explanatory variables (age, level o f  education, race and sex) and the 

dependent variables (wage in fu l l - t im e  job p r io r  to tra in in g )  as deter­

mined by AID. The explanatory variables which had the highest in t e r ­

action occurred in the following order: (1) sex, (2) level o f educa­

t io n , (3) age and (4) race.

The th ird  and f in a l  analysis o f variance d ea lt with the aver­

age monthly wage in fu l l - t im e  job held a f te r  tra in in g  as a dependent 

variab le  and the following explanatory variab les: age, race, sex,

completed t ra in in g ,  clock hours, class cost, employment status before 

t ra in in g ,  and welfare status.

The analysis o f variance tab le  (Table 35) on page 98 indicates  

that there is in te raction  between the dependent variab le  (wage a f te r  

t ra in in g )  and the explanatory variables completed tra in in g  sex, race, 

age, class clock hours, welfare status, employment status before tra in in g
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TABLE 3 2 .—Mean and Standard Deviation with Spec ific  Variables used
in Analysis o f the Average Wage in F u ll-t im e  Job P rio r to
Train ing.

Variable Mean Standard
Deviation N Percentage

(X) (s)

Sex
Male 379.00 179.00 31 22.10
Female 274.00 102.00 109 77.90

Educational Level
13 387.00 141.00 6 4.30
8-9 ,10 -11 ,12 268.00 95.60 103 73.60

Age
30-44,45-59 446.00 120.00 14 10.00
20-29 324.00 199.00 17 12.10

Age
0-14,30-44 284.00 89.00 37 26.40

15-19 ,20-29,
45-59 259.00 98.00 66 47.10

Race
Black 464.00 96.00 5 3.60
White and Other 266.00 202.00 12 8.60

Educational Level
10-11 Grade 320.00 76.00 5 3.60
12 254.00 98.00 61 43.60

Race
White 263.00 75.00 37 26.40
Black and Other 239.00 124.00 24 17.10

Race
Black 312.00 78.00 7 5.00
White and Other 277.00 90.00 30 21.40
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TABLE 33 .— Analysis o f Variance of Average Wage Prio r to Tra in ing .  

V ariation  Sum Squares DF. Mean Square F S ignificance Level 

Total 2 ,397.613.00 139

Between 648,018.00 8 81,002.25 6.06 .05

Within 1,749,595.00 131 13,355.68
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TABLE 3 4 .— Mean and Standard Deviation o f Specific Variables Used
in Analysis o f Monthly Wage in F u ll-t im e  Job Held A fte r
Train ing.

Variable Mean Deviation N Percentage

Completed Training
Yes and No Response 407.00 142.00 132 94.30
No 125.00 180.00 8 5.70

Sex
Male 483.00 166.00 29 20.70
Female 386.00 126.00 103 73.60

Race
White 408.00 114.00 71 50.70
Black and Other 336.00 137.00 32 22.90

Class Clock Hours
0-499,500-999,
1000-1499 387.00 132.00 44 31.40
1500-1999
2000-2499 441.00 65.00 27 19.30

Race
White 539.00 106.00 18 12.90
Black and Other 392.00 202.00 11 7.90

Age
20-29 426.00 119.00 18 12.90
30-44,45-59 361.00 134.00 26 18.60

Class Clock Hours
0-499 151.00 218.00 5 3.60
500-999,1000-1499,
1500-1999,2000-2499 370.00 77.00 27 19.30

Employment Status 
Before Training

Underemployed 418.00 90.00 9 6.40
Unemployed and

Employed 330.00 143.00 17 12.10
Welfare

No 354.00 138.00 11 7.90
Yes 287.00 143.00 6 4.30
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TABLE 3 4 .— Continued

Variable Mean Standard
Deviation N Percentage

Cost o f  Class 
$0-1999 503.00 192.00 5 3.60
2000-3999
4000-5999 396.00 47.00 13 9.30

Cost o f Class 
0-1999,2000-3999 580.00 113.00 11 7.90
4000-5999,
6000-6999 476.00 41.00 7 5.00

Age
0-14 ,20 -29 ,
45-59 380.00 60.00 21 15.00
30-34 335.00 113.00 6 4.30

Cost o f  Class 
0-1999,2000-3999 431.00 62.00 19 13.60
4000-5999
6000-6999 465.00 65.00 8 5.70

Employment Status 
Before Training

Underemployed 405.00 68.00 5 3.60
Unemployed,
Employed 372.00 55.00 16 11.40

Cost of Class 
$0-1999 463.00 75.00 7 5.00
2000-3999 413.00 43.00 12 8.60

Class Clock Hours
500-999
100-1499 354.00 43.00 11 7.90
1500-1999,
200-2499 412.00 58.00 5 3.60
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TABLE 3 5 .—Analysis o f Variance o f Average Wages A fte r  Train ing.

Source of 
Variation Sum o f Squares DF. Mean Square F Significance Level

Total 3,520,080.00 139

Between
Within

1 ,568,240.00  
1,951,840.00

16
123

98,015.00
15,868.61

6.17 .05

and cost o f  class and that the in te rac tion  is s ig n if ic a n t  a t  the .05 

l e v e l .

Figure 7 in Appendix A is a diagramatic presentation o f  the 

in te raction  o f the explanatory variables (average monthly wage a f te r  

tra in in g  as determined by AID). The independent variables which had 

the highest influence on wage a f te r  tra in in g  occurred in the following  

order: (1) completion o f t ra in in g ,  (2 ) sex, (3 ) race, (4) class clock

hours; (5 ) employment status before t ra in in g ,  (6) age and (7) welfare  

status: re c ip ie n t vs. non re c ip ie n t .

J. S ignificance of Wage D if fe re n t ia l  

From e a r l ie r  computations, i t  was determined th at the average 

monthly wage before tra in in g  was $302.36 and th at the average monthly 

wage a f te r  tra in in g  increased to $396.00. Questions im p lic i t  in th is  

wage change are (1) is  the change s t a t is t i c a l l y  s ig n if ic a n t ,  and (2) 

a t what level o f significance? Moreover, did in f la t io n  have a s i g n i f i ­

cant e ffect?  These questions are answered la t e r  in the chapter.
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Table 36 shows a summary o f the average before t r a in in g /a f te r
*

tra in in g  wage fo r  the 140 ind iv iduals  in the sample and th e ir  respective  

standard deviation .

TABLE 36 .— Average Monthly Wage Before and A fte r  Train ing .

Before Training A fte r  Training

Sample Size 140 140

Average Earnings X1 = $302.36 X2 = $396.00

Standard Deviation » 5.73 s2 = 42.69

The answers to questions 1 and 2 above presuppose certa in  

hypotheses regarding the s ignificance o f the d ifferences between the 

before and a f te r - t r a in in g  wages, e .g . ,  the Null Hypothesis is that  

there is no d iffe rence between the average wage before and a f te r  t r a in ­

ing:

Null hypothesis HQ: ĥ  = h2 : $302.36 = 396.00

A lte rn a tiv e  hypothesis H-j: h-j f  h2 : $302.36  ̂ 396.00

The standard e rro r o f the d iffe rence between two sample means is 15.238. 

The te s t  is defined by:

t -
SE (X1 - X2)

= 6 . 1 5  where X̂  is the average wage before tra in in g ,

X2 is the average wage a f te r  tra in in g  and SE is the standard e rro r o f
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the d iffe rence . The computed value of t  = 6.15 is s ig n if ic a n t  at the 

1% level o f s ignificance (2 .3 2 1 ),  ind icating  th at there exists s ig n i f i ­

cant d iffe rence between the average monthly earnings before and a f te r  

tra in in g .

The impact of in f la t io n  was discussed a t  some length in the 

e a r l ie s t  part of th is  chapter, consequently an analysis o f real income 

was undertaken and is presented as real income d is tr ib u t io n  in Table 37 

below:

TABLE 3 7 .--Real Income D is tr ib u tio n .

Income Range Frequency

Less than 49 4
50 to 99 1

100 to 149 3
150 to 199 3
200 to 249 6
250 to 299 21
300 to 349 21
350 to 399 42
400 to 449 23
450 to 499 4
500 to 549 6
550 to 599 2
600 over 4

140

Average Real Income a f te r  Training = $329.90 
Average Real Income before Train ing = $302.36

329.90-302.36 (1967=100)
t  = ----------------------

12.00

= 2.2950

t  qjj ( leve l o f s ign ificance) = 1.645 
t  0i ( leve l of s ign ificance) = 2.326

The computed t-v a lu e  is  
s ig n if ic a n t  a t  1% level
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I t  is  in te resting  to note that the defla ted  value o f the a f t e r ­

tra in in g  wage does not a l t e r  the p r io r  hypothesis regarding the s i g n i f i ­

cance o f  the wage before-and a f te r - t r a in in g .  In fa c t ,  the computed t -  

value of the del fated wage is s ig n if ic a n t  at the ^  le v e l .  This is an 

ind ication th a t tra in in g  made a d ifference in the a f te r  tra in in g  wage, 

and th a t the d ifference is s ig n if ic a n t  irresp ective  o f  in f la t io n  during 

the 1968-72 period.



CHAPTER V

SUMMARY, CONCLUSION AND RECOMMENDATIONS

The ob jective  o f th is  research has been to determine the suc­

cess in Michigan o f the MDTA indiv idual re fe r ra l  system. The c r i t e r ia  

fo r  measuring success was determined by the extent to which enrollees  

increased th e ir  incomes and enhanced th e ir  em ployability  as a re s u lt  o f  

enrollment in the program and obtained a t ra in in g -re la te d  job upon 

graduation.

Analyses undertaken in Chapter IV ind icate  that the Michigan 

program was successful. The degree o f success w i l l  be summarized 

l a te r  in th is  chapter. However, p r io r  to th a t ,  i t  might be o f in t e r ­

est to summarize some o f the other resu lts  of the study, as follows:

1. Age S tru c tu re . Although the age o f the sample o f tra inees  

ranges from 15-60, the average age of the sample was 32 and the median 

was 30 years, w ith the highest percentage f a l l in g  in the age group 

20-24 (see Table 2 ) .

Sex. I t  was in te re s tin g  to note th at females dominated 

the program with an enrollment o f 77 percent. One might have assumed 

that with MDTA designed p rim a rily  to address s truc tu ra l changes in the 

labor market which was male o rien ted , that more males would have 

enrolled in the tra in in g  programs. The fa c t th a t more females than

102
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males enrolled has led th is  researcher to speculate th at (a ) during 

structura l changes in the labor market which a f fe c t  the length o f  

unemployment, there is a greater propensity fo r  women to seek tra in in g  

fo r  fu ture  employment. Moreover, that tra in in g  programs co nstitu te  a 

singular vehicle fo r  enhancing e q u a lity  o f access to employment fo r  

females; (b) that th is  large female tra in in g  p a rt ic ip a t io n  ra te  was 

generated as a consequence o f the market demand fo r  " t ra d it io n a l"  

female professions, e .g . ,  secretary , licensed p rac tica l nursing, e tc .

3. Program Enrollment. The overwhelming enrollment was in  

licensed p rac tica l nursing, followed by cosmetology, secretary , medi­

cal ass is tan t. Enrollment in the " t ra d i t io n a l ly "  male profession, 

e .g . ,  truck d r iv in g , auto mechanic, mechanical technician , e t c . ,  was 

low (see Table 14).

4. Educational Level. Eighty-two percent o f the enrollees  

had compel ted the 12th grade upon enrollment. While the program thrust  

was directed a t  th is  level o f  educational achievement, the educational 

level o f  the enrol lees ranged from grades 8-13 (see Table 4 ) .

5. P a rt ic ip a tio n  by Race. An in te re s tin g  observation was the 

r e la t iv e ly  low tra in in g  p a rt ic ip a tio n  ra te  fo r  blacks and other minor­

i t ie s .  Table 5 shows th at approximately 35 percent blacks and other 

m inorities were enro lled  as compared w ith  65 percent whites. While 

the research was not designed to determine the reasons fo r  low m inority  

p a rt ic ip a tio n  ra tes , one might assume th at (a ) m in orit ies  who had com­

pleted the 12th grade saw a b rig h te r fu tu re  in obtaining a college  

degree; (b) greater percentages o f m in orit ies  were probably enro lled
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in regular MDTA ( in s t i tu t io n )  programs; (c ) m in orit ies  had t r a d i t io n a l ly  

had l im ite d  access to employment opportunities and therefore were not 

d ire c t ly  affected  by s tructura l changes in the labor market.

A fu rth e r  observation re la t iv e  to ra c ia l p a rt ic ip a tio n  rates

is that a greater number o f white females age 30 and above enro lled  in

the program than th e i r  black counterparts. This s itu a tio n  appears to 

re inforce labor force s ta t is t ic s  which ind ica te  an increasing number 

o f post ch ild -bearing  aged women returning to or entering the labor 

forces fo r  the f i r s t  time.

Now, in order to determine the extent to which the tra in in g  

program was successful, th is  researcher reviewed employment status o f  

the trainees before and a f te r  t ra in in g ,  assuming that i f  an enro llee  

completed the tra in in g  program and obtained a t ra in in g -re la te d  jo b , the 

program was successful. Moreover, a comparison was made o f wages 

immediately p r io r  to and a f te r  obtaining employment to determine income 

d if fe r e n t ia l  and the s ignificance o f the d iffe ren ce . Also, an analysis  

o f real income o f the trainees during the period was undertaken to 

determine whether in f la t io n  had an impact on the a f te r - t r a in in g  wage.

The results are as follows:

1. Analyses o f the employment status o f the sample p r io r  to

tra in in g  ind icate  th a t 54 percent was unemployed, 41 percent under­

employed, four percent employed, and one percent undecided (see Table 

17a). A fte r  the tra in in g  program, approximately 92 percent o f  the 

sample was employed, one percent underemployed, four percent continued 

umemployed, and three percent undecided (see Table 17b).
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2. Following completion o f the t ra in in g ,  81 percent o f  the 

graduates were employed in t ra in in g -re la te d  jobs (see Table 19).

3. A computation o f  average and median wages before and 

a f te r  tra in in g  revealed the fo llow ing:

a. Average wage before tra in in g :  $302.36
Median wage before tra in in g :  285.99

b. Average wage a f te r  tra in in g :  396.00
Median wage a f te r  tra in in g : 418.00

A t - t e s t  (see Chapter IV) indicated th at the wage d i f fe r e n t ia l  was 

s ig n if ic a n t  a t  the one percent level o f s ignificance (2 .3 2 1 ).  Also, 

a t - t e s t  o f the value o f real incomes fo r  the period, using the Con­

sumer Price Index indicated a s ign ificance a t  the one percent level 

(see Table 37 ), meaning that in f la t io n  had no s ig n if ic a n t  e f fe c t  on 

wages.

4. A series o f tests based on analyses o f variance were used 

to determine in te ra c tion  e f fe c t  of (a ) average monthly wage in f u l l ­

time job p r io r  to t ra in in g  based on ce rta in  variab les , e .g . ,  age, race, 

sex, educational level and (b) average monthly wage in fu l l - t im e  job 

a f te r  tra in in g  also based on the same set of variab les . The analyses 

of variance was designed also to te s t  the s ignificance o f the in te r ­

action o f the dependent and explanatory variab les . The analysis fo r  

(a) indicated a strong in te ra c tio n  ( .0 5  le v e l ) .  The in te ra c tio n  was 

strongest fo r  (1 ) sex, followed by (2) level o f education, (3) age

and then (4) race. Analysis fo r  (b) indicated a high in te raction  

( .0 5  le v e l ) .  The in te ra c tio n  was strongest fo r  (1 ) completion of 

t ra in in g ,  followed by (2) sex (3) race (4 ) class clock hours (5) employ­

ment status before tra in in g  (6) age and (7) w elfare status.
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5. That while the tra in in g  program was useful in improving 

em ployability and the earning capacity o f the indiv idual graduate, 

in s t itu t io n a l  rac ia l biases in the labor market continued to subject 

blacks and other m inorities  to less than p a r ity  wage with th e ir  white 

counterparts (see Figure 7 ) .  S im ila r ly ,  market discrim inatory prac­

t ices re s tr ic te d  the earning capacities o f q u a lif ie d  females.

Conclusions which may be drawn from th is  study consist o f the 

following:

1. That cost-effectiveness as c ite d  in the l i t e r a tu r e  review  

section of th is study is a good adm in istrative tool fo r  improving the 

e ff ic ie n c y  of a manpower tra in in g  program but i t  should not be used 

exclusively to determine the a llo c a tio n  o f government resources.

2. That the individual re fe r ra l  tra in in g  program under MDTA 

was e f fe c t iv e  in upgrading the vocational s k i l ls  o f the enrollees and 

in improving th e ir  earning p o te n t ia l .

3. That retrospective evaluation of a tra in in g  program poses 

serious l im ita t io n s  o f the v a l id i t y  o f research resu lts  due to the 

d i f f i c u l t y  o f obtaining re levant data.

4. That analysis with respect to real income indicates that  

there has been an important e f fe c t  o f the tra in in g  program in increas­

ing the real purchasing power o f the tra in ees .

5. That the explanatory va riab le  most s ig n if ic a n t  in the 

determination o f  the amount o f average monthly wage p r io r  to tra in in g  

was sex. Males were more l ik e ly  than females to receive the highest 

monthly wage. Level of education, age and race followed sex in s i g n i f i ­

cance.
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6. That the explanatory variab le  most s ig n if ic a n t  in the 

determination o f the amount o f average monthly wage a f te r  tra in ing  was 

whether the p a rt ic ip a n t completed tra in in g . This variab le  was followed 

by sex, race, number o f class clock hours, age and welfare status.

Recommendations

1. That greater emphasis be placed by the Michigan Employment 

Security Commission upon updating i t s  records re la t iv e  to tra in in g  

programs. Toward th is  end, enrollees in tra in in g  programs might be 

required to cooperate in providing p o s t-tra in in g  information re la t iv e  

to th e ir  employment and earnings as a pre-condition fo r  enrollment in 

a tra in in g  program.

2. That the prime sponsorship of manpower programs where only 

sta te  and local governmental units are the prime sponsors presents a 

great p o s s ib i l i ty  fo r  the achievement o f the le g is la t iv e  objectives,  

and should be encouraged. However, th is  researcher believes that s ta te  

governments should be given a greater coordinative re sp o n s ib ility  over 

local governmental un its .

3. That tra in in g  under the individual re fe r ra l  system should 

be continued because i t  provides the opportunity fo r  obtaining a broad 

mix o f vocational and educational competence.

4. That the r e la t iv e ly  low male enrollment in the program 

could be a re s u lt  o f  the need by MESC fo r  improvement in communicating 

the program. Therefore, MESC should undertake a more vigorous ro le  in 

recruitment into tra in in g  through a c learer id e n t i f ic a t io n  o f the publics 

at which the program is d irected .
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5. That the MESC should establish  a more useful record keeping 

and data control system re la t iv e  to manpower s t a t is t ic s .  An e f fe c t iv e  

system of fo llow  up would have y ie lded more o f the data that was neces­

sary fo r  th is  study. While fo r  the most p a rt ,  intake data was a v a i l ­

ab le, there was a paucity o f information on the trainees a f te r  they 

dropped out or graduated from the program.

L im ita tion  o f the Study 

The o rig ina l sample had to be reduced from 25% o f the popula­

tion  to 7% of the population, meaning th at conclusions are based on a 

28% response ra te . While fo r  a large population th is  s itu a tion  might 

not be a problem, i t  may have an a f fe c t  on a small population such as 

was used in th is  study, and may therefore tend to place lim ita t io n s  on 

the find ings.
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APPENDIX A

Instructions fo r  Reading AID Graphical 
Presentations in Figures 5, 6, and 7 

as Derived from Computer Print-Out

1. The numbers on the l e f t ,  outside corner o f the squares

are group numbers, e .g . ,  group 1, group 2, etc .

2. The meaning of the notations inside and between the squares

may be determined from the legend.

3. The entries  are read from the top down s ta rt in g  with the

group in which the reader may have an in te re s t .  Example, using 

Figure 5.

1. Group 1 represents the to ta l  sample population in which

N = 140 and X -  1.54 represents the average number o f weeks unemployed 

before tra in in g .

2. Groups 2 and 3 are derived from group 1 and are d if fe re n ­

t ia te d  on the basis o f age, e .g . ,  group 3 contained age groups 2 and 5

and group 2 contained age groups 1, 3, 4.

3. Successive groups continue to be derived on the basis o f

significance o f variables inside and between the groups.

Therefore, i f  the reader is  interested in the high (X 2 .28)  

number o f weeks o f unemployment as represented in group 10, i t  may 

be read as follows: females, white or o ther, in age group (1 ,4 )  0-14

and 30-44 with educational leve ls  8-9 and/or 12th grades.

I l l



112

Conclusion: White females representing these charac ter is tics

were unemployed the longest. On the contrary, males with s im ila r  char­

a c te r is t ic s  (group 11) were unemployed fo r  a shorter duration , e . g . ,  

one week.
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LEGEHO
10 Race

X * Average nurrtor o f 
weeks unemployed

ias.
White
Black
Mexican American 
Other

X-1.00

N-23

X-l .75

N-34

X-1.00

N-29

X * l .06

H-9

N -17

X" 1.03

X - l .54

X-1.00

X - l . 63

4*See computer p rln t-o u t Appendix B fo r  
derivation o f Figure 5 . Figures 6 and 
7 are s im ila rly  derived.

1 m 0-14
2 a 15-19
3 - 20-29
4 m 30-44
5 - 45-39
6 m 60 A over

Sex

1 *  Female
2 -  Hale

Educational level

1 » 0-9th grade
2 - 10-11 "
3 - 1 2  "
4 - 1 3

Figure 5 . —Average Number of Weeks Unemployed Before Train ing.
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b>

LEGEHO

N-12
X*266

N-30

X-277

M*5
N*37

N-6

X-297

N= 109N-31

X-379

N ■ 140 Race
X ■ Average nuirbor of WocKS unemployed O . white

1 Block
£22. 2 Moxlcon

3 Other
1 -  0-14
2 -  15-19 Soy
3 -  20-29
4 ■ 30-44 1 • Fomale
5 -  45-59 2 a Male
6 -  60 & over

Educational LavoI

1 •  B-9th grade
2 « 10-11 "
3 - 1 2  "
4 - 1 3

Figure 6 . --Average Wage in F u ll-t im e  Job Held.
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22 10

7*391

X - l 25

H -132

X-40?

LEGEHO

H *  (4 0

X  *  A v a r e g a  n i r t a r  o f  
■ M k i  u n a n p l o y a d

A g a

1 ■ 0 - 1 4
2  ■ 1 5 -1 9
3 ■ 20-29
4 -  30-44
5 •  43-39
0 *  60 4 ovar

Raoa

0

H -II Clei* celt 
1.2 N-ID Ret* 0 11-29

7*580 X*539 7*483 i

H*7 14-11

7*476 7-392

X-3BG

■  Wtilta
1 ■  B l a d i
2 a  Haul c a n  A n a r  l e a n
3 a (K h a r

Sax

1 a  F a a w l a
2 •  Ha la

E d u c a t io n a l L a va l

1 ■ B -9 th  g ra d a
2 ■ 10-11
3 - 1 2  "
4 - 1 3  "

19 23

X -3 B 7

X-426

7-503

x-161

X -3 96

X-418

N«7I N-32 2, 3, 4, 5 
Clock Hi.. M-27 Age 4 N*6

X-40 8 x-336 7*370 7-335

11-5 N-21

X— (51 7*380

14*49 M-0 N*5 N»l 6

X*43l X-465 7*405 7*372

L<

N*I7

7*330

30 \  31 V 17 / 33 \  O'

14*7

X*46S

N-12

X-413

M-11 

7*354

N*5

X-412

7 - 3 5 4

X-2B7

Figure 7 . --Average Monthly Wage A fte r  Training*
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U. S. DEPARTMENT OP LABOR
MANPOWER ADM INIS I I *  I ION  
Pena M A .1 0 I |444l APPLICANT IN FO R M A TIO N  RECORD  

IfUUWftUbC----------------

FOAm  A FFiO VID
RUDGEI lU lfA U  NO. 41- i  1301.3

t .  C0NT1ACT IDENTIFICATION
a. Sigia at training

t .  Star* Code | c. Final yoar approval 
I

_l_
A  Cob- (Preltit (Film*) (Sub)

"  I I I I I I 1 1

a b
A ------CIP A-----MOIA
B _ -M o d a l City B----- ID A
C ___ CWIP C—— Social Security

— — Other TScecJyt _  — Other (Speedy/

3. PROORAM KXNTIFtCATION
01— —MDTA-tnititultonol 31
01__M D !A .Q JI 11.
0S_ -MOT A-Coup led IS
OT(BBMOtAFor|.|ine 37.
11 _ _ NYC*ln ichoel
IJ_ _N V C -O u lo l tchool
IS -----NVC-Summor

.—Other UpecAt

4. MOTA tNSTITUTIONAl S IC  NO. 3. W M  ONLY
I  IS 3 CAA

4. LOCAL U  OFFICE N O .

7e. NAME OP CONTRACTOR 

• a .  OCCUPATIONAL O O A l INdmal

7b . ADDRESS (hhmber .Seeet Cry. Sea. end Zf> Code!

( Bb. DOT (Q d & l

11a. NAME OP APPLICANT /ton. bit mddb mfall

?o. TARGET A K A  IMomeJ ,9 b . CODE

10. START DATE (Mo. dor. yrj 

12. ADDRESS (Number, ireer Cry, So*, ond i fs  Code!

111b. PHONE NO. |11c. SOCIAL SECURITY N O .

J----------------------- L —.................. ^
1 4 .CONGRESSIONAL DOT. 
a. Sisia Code Jb, Dutrlcl No.IS . COUNTY OF RESIDENCE a. Nama

fa. Coda

IS . DATE OF 
BIRTH 
(M a S y rj

IB. SEX

1 — — Mala 
3— — Fomole

17. HAND). 
CAPPED

1 — ..Yar
3 - -N o

IB. MILITARY SERVICE STATUS
1 —  V.laror. , 
J „ _ S . , .c ia .  fMonPi day. 4 wort

□ lh *r r>OF>-v#l ------------------------------------ - —  “

I?* MARITAL STATUS
l^ ^ N fv B f  inorrlEil 3 - •■Widow/Widower
2**aBMerri«d •Divorced/Ueelty  

teporoied
96. H I m A M

WAGE
EARNER

1— Yar 
7__ No

31, HEAD OF 
FAMILY OR 
HEAD OF 
HOUSEHOLD

l - - Y e r
3__ Na

32. N O . OF DEPENDENTS
 0_ 4__
 1__ 5__
3 __  Bond —_
j  oyer

23o CHECK O
1 -  .W h ite
2 — _N *gro
2 —-AlTltT. Ia 
4 *  bO riiA lal 
5 — _O ihef

N l

d«in

24. IF SPANISH SURNAME, 
CHECK ONE

f ---- M tilto n  Amsricon
2 -,—fy * ito  Rltort 
^ _ _ O lh *r

23, y . it
CLAIMANT

1----- Vet
7___Na

_  Evhouttee

26 W c K i t t ™ ' -

1___Yar 1___No

r n s u a i  
m r ie  roe

37 . HIGHEST 5CHOOL 
GRADE COMPLETED

3E. PREVIOUS JOE TRAININO

I  T r i f# YES cotnpbv Aabtijwu/l  No

a. Job Tula

fa. DO I (B-dlgllJ |t- Data tomplalad (Mo i  yrj I
_L

,3 0 b . DOT ID-dgFJ

39 . PARTICIPATION IN OTHER FEDERAL PROGRAMS 
9— ^Nonr Poriicipated In (d ad  of ralroii arm,;

a t  MDTA el _ -Job Cerpt I
1 NYC 2__Job Carpi II
4— —Project Troniliien 4 -,-Jo b  Corpi 111

b l——Operation M o lnb iom  
! - . —Special Imped 
4 Vforb Incentive

d I N a w  Caraarr 
7  Olhar

30o. PRIMARY OCCUPATION TITLE t io u f i 310. OCCUPATION TITLE OF LAST FULL-TIME 
CIVILIAN JOS

,31b. DOTlOdod

S3. TEARS OF GAINFUL EMPLOYMENT 

2— —J -9 raorrl_ —Under I rear 
3 I -2 yeerr . . I D  yaarr 

and erar

33. LAROR FORCE STATUS AT TIME' 
INTERVIEWED (One L cnV one/

11—  Employ id (aoI under employed)
12..U h rfir» n fF o rttfI3 m *  II Piean ploy ed
l4«_F«m lly fflrm worlitr
2 L - N o t  In fobor lo r t i - In ichool
22«^N ol In Idbor forte * oifcer

33»lS!tMATlD AVfftAOE HOUXLY 
BAJtNINOS O N  LAST FULUTIMB 
CIVIUAJNJOS

34a INCOME
o, ApptlunTl filim o lfd  aornlngt loil 12 month* ^
b, Bttlmolod family In com* loti 12 noniht — —
c Number In family
d. Fomlly below povtriy l*« * l I ,N o

36 . WRIKS
U N B M F L O Y E O

Loal 12 Mo*. 
< J  aep*. 
con*/ 

Current ap ell

37. REFUSED BY

O I - .E . '  Ou I reach D R .—Other community group
03—-N Y C  11 ——Coop School Graduate
0 1 -  —Jab Carpa I } — Cetp School Dropout
04__Union 21 ——S*l. Serulce Raheb. [Art fulling Stoiion]
O i__E m plorar 33__S al, Serrlce Rahab. (aFEES)
0 4 _  _S rll 2 J _ _ 5 t l.  Sarulca Rahab. (lacel Beard]
07— —Welfare 3 l - - O t h a

3E. DISADVAN. 
TAOEO

I--Yet
7  Na

4 1.CHECK APPROPRIATE ITEMb)
IP ELKMSLE FOR OTHER ALLOW.

1-_Sitbndeitce 
3 - —Tramper rattan 
3 Olhar

>9. REFERRAL TO TRAINING OR EMPLOYMENT 40 . IL IO IIIL ITY FOR TRAIN !NO ALLOW AN C l
e. Actaptad ralarral b, Enrolled In 

to training ar |ob training
c. Placed 

In |eb 9__ Not
eligible

Eligible lert 
■——Regular d——Special NYC

l _ —Tor 1__ Yar 1 — -Y ar 3 - —Augmented S— — Incenllre
3 _ -N o  3__ Na 2___Na 3___Youth 6—-Perl-rime

43 . b a rr ie rs  t o  em ploym ent
e l . _ A |e  - tea young
3 - -A ge - loo aid
4-  _lrct» aducottan. training tLiJI,

aiparianca. ar hat ebra/elo Mill

9— —Nona 
b l——Health problem 

1_-P erton al problem 
4 v -Tr on ip a rto Ita n 

_______ problem_________

cl ——Child care problem
2. Care ol other family member
4——Convkllon record

d 1——Gar nlthm ant 
7  Olhar

43 . DATE OP INTERVIEW
iMonA. dor. A rood
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tonn MA401 APfUCANT INFORMATION RECORD SUmEMENT
PART A  •  A l l  PUBLIC ASSISTANCE RECMIENTS PART C  -  SERVICES PROVIOEO  

EMPLOYABILITY PLAN DEVOLVES tC tm i a *  a  r a a  LnAcJ 'I .  FDLAPECIAL A B  RICETVED
I ——ARID I -  —G antral A u li la M t
} . . A f O C  A ^ ^ a FOC ■ n IG tn a rd  A ulilaitct
1  OAA 9 _  . O A i r
A A AtO

_a. Covniallng 
_b. Orianlalian 
. I. IfllAtA)
.d . Raloialton

Svpparllta S a irrtti 
Haallh
fiahablUiattan

_ _ g .  Watlafa 
_ _ h .  Olhar

1. R U B ES  IN PUBLIC HOUSMO I_*« 3  No

3. PARTIOPATEO I
I  CW I
1 _ _ !(■ •  V

CWT AMO /O R  n u t  V 
3 _ _ » e *  CWTond Itrio V 
4 _ „ N a t * a r

FAMIIT INCOME GROUP 

 o F u n  b: N o n litn

3. PARTICIPANT OF PROJECT 100400
IAi u k M  on Form VfS II

 a. Vaa _  _ b . No

4. SERVICES PROVIOEO
TYPE OP SERVICE DAIE

4. NUAARER OF DEPEN0ENT3 RY AOE ANO ARRANGEMENT MADE 
FOR THEIR CAR! a. COUNSELING INTERVIEWS

A Nwnbar el doptndonli
I .  Naaibar lor s lig n  loro 

It  naodod

Undar
(  art.

1.
6 1 5
Til.

3
16 21 
YU-

4.12-64
»i».

S.
65 r » .  
& ov ti

b. COUNSELING SESSIONS
t. GUlOANCE SESSIONS
d. JOB DEVELOPMENT CONTACT

■. PLACEMENT IN  JOB 1 DAYS OR LESS

J. fOR ttXJIH 064 Y — APPLICANT LIVES WITH
l_ _ B e ili paranlt 3 __MoHiti
3 . . F giIi i i  4 __Guardian

S Olhar
I. PLACEMENT IN 

REGULAR JOB

PART B .  W IN  APPLICANTS O N LY

6 . REFERRAL CATEOORY

DOT CODE TAdQtf JiC 
13 dflU

7 , AMOUNT OF WELFARE CASH ASSISTANCE TO 
FAMILY FOR MONTH PRIOR TO REFUSAL 1. .

fl. a p p lic a n t .e m plo ye r  in t e r v ie w

h. SPECIAL PLACEMENT

R. OTHER FAMILY MEMBER ALREADY IN W M  |  y „  3  Na

P. SEASONAL AGRICULTURAL WORKER APPROVED
FOR AFDC IN  LAST 3  YEARS I . . T a t  3  No

10. LENGTH O f  THAI O N  AFDC

I. REFERRED TO
SUPPORTIVE
SERVICE

(I)  HEALTH
(I)  REHABILITATION
(31 WELFARE
(41 OTHER

a. Total Kota daring la il ll«a r a i n

b. Cornwall* a ran a tint a moil (oconl approval 
o> AFDC

MonIM
f .  FOLIOWUP CONTACT

Mon Nil

I I .  COMMENTS
L. OTHER dpac4d

3. TRAJHLNO REFERRALS ANO ENROLLMENTS

TYPE OP TRAINING

a. MDTA • INSTITUTIONAL
b. NYC
4. NYC - MDTA CONCURRENT
d. JOB CORPS
a. OPERATION MAINSTREAM

OATE
REFERRED ENROllEO

SIGNATURE OF R4IERVIEWER I. NEW CAREERS
g. SPECIAL IMPACT

TITLE DATE h. RETURN TO SCHOOL 
I. OTHER
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EY/ l  *  f l / H l  W
r . . i i » t i n i M i i   INDIVIDUAL TCflMIMATION/THANSFEB BtPOBT_________________ *“*»•' ■— »" "*•
1, N A U J OF l l t A I N I N l )  P A C I t IT V /C Q N fN A C T£» 2 , A U L fR tV S  r A T W w ,  T iN # r f  C N r#  S la la *  tm * f t p  Cortot

J *  b u r .  S u e . N o , • » n a m e  u f  t r a i n e e I .  A O P R IS S  f  N V nW af. S lr a a f ,  C lt r ,  I f f N ,  t o i l  t i p  C e t f t J

0 . C O N T R A C T  {P R O JE C T ! lO T N T IF IC A T tO N T( m O O S  A M  t o t  NT m e  AT IO N •  .  ATT E N D  AMCC ! •  N O .  O f  C i M ! IQ .  CLO CK
u* N un** n l S la t* 01 M O T A - ln it 71 N o #  C . IN 4 H tMO.4 •t» r*  p .< D A T S HOURS

Eft M O T A 'O J T 23 D n iY lt lO f t  U *1 n , a . t  l i t l  d o r I ) .  L n t t  d a y n* A llo n d w i t l .W tM M f

I f . St* in  C o rfu C» f l t c a l  y a a t  A p iFovO d w U D T A -C n u p fc td 4 1 O H M  fS p o tt tv t

07 MOT A  p f t f i . i tm p 1 1 , LAS T SERVICE OR T R A IN IN G  
C O V E R E D  BY T H IS  REPORT

1 1 , WORK ASSIG NM ENT 
fO nW r tu t  m > tA  i

■1* O kt. |P Y lff l* | (S u b ) •  » S o c . 
N o .

11 NYC In  S c h o o l
ic .v - f  1

U NYC O w l/S c h o o l A l) i l4 |n B ii| t (

I I  I I  1 1 1 15 NYC S m n ra r 1
L n C I I lM

\3 . T R A IN IN G  f M A U  f f e r  * l t i * t * v * n t  ttm ln litg l 14 SERVICES RENDERED (  O m it f i t  M O M  f 1 ft, NATURE

i!I5

C la c S  H r * . 0 N o n * c o w r i t  TEO 
t r a i n i n g  o b j e c t i v e

i f u l l  t o u t •

01 f V r u p H l f w u i l 1 C o u n t *  II nq N o .  o f C lo c k  H i t . 2 t a t l y  C o m p lm lo n

0 7 I n k  E d u c a tio n 2 f a i l  Inn N n . o l  C lo c k  l i f t . 3 A c c o (4 * 4  F u lM im *  |ni>

04 P ro fV u c n M o n .il 01 U a r f le a l E «am *n#H on 4 I m o lu n lM l  Iv  d ro p p n d

OH t n * i .  $k U 1 /O r lo n ta l Inn 0 2 U H l c a l  S t r v l t i D ID  N O T  A C H IE V E f t V o lu n ta r i ly  d to o o v t f

11. O lh g f f S p e t i f v j 04 D e n ia l  E k a m J n a ilo n t r a i n i n g  o e j i C T i v i T r « n i l» f r « f  id  (H h *r

OS D e n ia l  S o rw lco M D T A  ir o tn ln g

1 t
"

M tf fu d  f ro m  iifw o OS W a g n a itc y  o f ir a ln a a 09 L a c *  o f p f o g m i  w  in n » i« i t 13 O k til t c h o o l  tO m il  to *  M O M  /

1 / Ri>1u rn *r f  f o u r  h o c  1 0 * A i t n h o M in ,  d 'u p i t o P oor a iia n ija n c e 14 A o ra c m o n t fO in tt f tv M O  r £.

L<* fu N 'lC d  A tr tw d  I c r c d OT C a rs  c:f f a m i ly 11 M u c o n d u C t IS U n k n o w n

in l l l n n * ! .  *1 I f  n in e * 00 D ia d 12 H tc p m *  in a liQ iL f if :  tOfr^rt to t  A lQ tA t 10 O th o r

IT . STATUS AT T IV f OF TERMINATION /Com ptef# A or 9 to r o t t  ttw lo o o t t

A ,  W o rk in g  o r S c M d u la d  ID  R e p o rt I dl 0 ,  N o t S c h e d u le d  lo  R o p o ri po a J o b . B u i: C .  P r im .ify  W o r k i la l lc n  p O m it to *  M f lM  /

1 1 1 1 n in g  r * l * 1* ( t  jo b 3 L o o k in g  fo r  m o rk S S e h # d u io d  fo r  m o rv lr n g . {1J i t  t r a m t *  a i
p ra v lo u a  w o r k s la l lo r

|3 |  E m o lo y a r I t ;

2 I 1 N o ft ‘ 1f i i n i n g  r t la t o d  |ob 4 N o t lo o k in g  to t  * c * k 0 N o t k n o w n 1 Puet«c

T M n o r t n ' s  n a m e  a n d  a d d r e s s 1 Y a i 2 W lv a la .  n o n p ro f it

2 N o 3 fY i v i t * .  lo r  p rn N i

IS ,  C E R T IF IC A T IO N  ST T R A IN IN G  F A C IL IT Y  f fO *  M O M  Trolnoo* o n /tf
T h i»  Is  l o  c R H tlv  t h * l  th «  c t r c u m t ia n e a a  o f la r m ln a i ion to* 1h * i r a ln a a  to  

w h o m  t h i t  ta p o r t  r a f a r t

\  |  C t u U i  [  2 j  j  M o t lo f  G ood  ttem  t 9 t

I f ,  M V J lW  I T  l A C l l l f V  OS O IF A IT U tN T  H E A D  (C o m fittto  to r  M O M  trn m n a  
i t  t§ *m in * t io n  * *» t  N o t to * pood c n t i t :  t i t  o t te r  c r v g r tm t  to *

1 h a v a  ra v i» A * d  t h *  r i r c u m M a n c * *  tu rro w n a ftn g  Thn in *  m m a ito n  o f 1 N j
Tfllnup lo which (hit rtpMl Icluit dft) hlvit fgund them to lio JCCWSloly 
datenbad.

u* F A C IL IT Y  N A M t A N O  ADDRESS 4. AGENCY NAME ANO AOCHtSS

b .  NAM E A N O  TITLE OF A U T H Q R U ID  O F F IC IA L t>, NAM E A N O  T l f L l  OF A U T H O R IN G  O f F lC t A l

c .  S IG N A TU R E c .  S IG NATUR E d . PATE

FOB USt BY 8ELICTION/BEFtHBAt OFFICE OB SPONSOR
20. AR | ALL PMAHS O f TRAINING OR SERVICES 1 VfS i i t * r o iv t  T t f i i i i l  D O T  C n/o tor occitpm tion h s tr f t  in  Hem f f f  , DOT CODE

TEJIMINATfO IN THIS PROGRAM? 2 NO
«

-  -  1
c o u n m  A l lo w  i f  a n y  * o o i r < o w * t  o n  c o N T iN u m o  a c t iv it y  i » t c m o u t t o

21 • PROGHAW iD I N T i f  |C  A T IO N  t f r n o e  r o J a  t*om C o m p  la ta  fa *  M D T A  P ro g ra m *  o n ly

tie r ri t  mhovo o* r A t f i  o p t*lic o b to  p io g ttm } 2 2 . M D T A  C O N T R A C T  p m D J tC T p  lO C N TPf IC A T IO N

R u w iiim  Id  u n n  I I  c a t  Io n  C o d a
a , S |*1 a  N im * If* S la iu  C o da c .  1 v  A p p a p w d

■
r! t l r a c l  N o . 

A l a * Sub
4 .  So. . 

N o*

7 i S l* n  t u l  Im p a c t 3? U p w a rd  Round 1 1 1 1 1
J f* J o l) t ;  ra p t 43 O t h a t  fS p m tltr i 2 2* O C C U P A T IO N 3 4 .  D O T  C DD C

< 1 c i  r
n W IN 2 ft ,  IS T R A IN f f  f  NR O LI ED IN 1 Yua 2 4 . Rt A M IN

o n : A O O IT IO N A L  A C T IV IT Y ? I N n  f i t  " f f f f , "  o nti*r m a i m  r a f *  I r o n  f r i ’ m  f i t  a A iiv W

t l A l E N A M  A N D  C O D S O F flC C  OR A  (|RE EMC NT N L fU R i.fi O A T I
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AS AN MDTA TRAINEE, YOU ARE ASKED TO FURNISH INFORMA­
TION 3  MONTHS AND 6 MONTHS AFTER COMPLETION OF YOUR  
TRAINING  TO MEASURE THE RESULTS OF THE MDTA PROGRAM, 
READ THE INSTRUCTIONS BELOW, COMPLETE THE QUESTIONS AND 
M AIL THIS QUESTIONNAIRE TO YOUR EMPLOYMENT SERVICE 
OFFICE IN  THE ENCLOSED SELF-ADDRESSED ENVELOPE.

NO POSTAGE IS REQUIRED

D O  N O T  T E A R  O R  C U T  T H I S  C A R D

( F o ld  on t h i s  f t  n r /

P a r t ic ip a n ts  o f D e p a rtm e n t o f Labor T ra in in g  and th o s e  w ho  re c e iv e d  s p e c ia l s e rv ic e s  lo a d in g  to  e m p lo y ­
m e n t: P le a se  c o m p le te  th e  d e s ig n a te d  ite m s  b e lo w , r e fo ld ,  and m a ll.  If  you r name and a d d re ss  in  d i f fe r ­
en t fro m  th a t s h o w n , p le a s e  c o rre c t and re tu rn  th e  e n v e lo p e  fo ld e d .

C h e c k  o n ly  O NE o f  b o n es  1. 2. 3 ,  4, o r  B u n d e r  " A ”  /)r*/ow. 
t f  you  c h e c k  box  t  o r  2. a n s w e r  n i l  Q u e s t i o n s  to  t h e  r i g h t  o f  
the  box c h e c k e d *

A, During last week 
were you:

Telephone* N o . (Where you can he  reached I

C . D a te  la s t  w o rked  
(M o . ,  day ,  year)

□  1* EMPLOYED
( A n s iv u r  n t to s t ion s  
B to  F on ly )

h o w  m a n y  h o u r s  d i d  y o u  w o r k  l o s t  w e e k ?

L o s s Moro
t h a n

D . H o w  m a n y  w o e k s  h a v e  y o u  h o l d  th is  
j o b  s i n c o  c o m p l e t i n g  t r a i n i n g ?

E. H o w  m uch d id  you  ea rn  a n  hour? 
( D o  n o t  i  n e t  ode  o ve r t im e )

w e e k s

f .  What d o  y o u  d o  o n  y o u r  job?  ( I n c lu d e  a c tu a l  jo b  t i t t t *  i f  known)

□ 2 . NOT WORKING A N D  
NOT LOOKING FOR 
A JOB
f A n s w e r  Q u e s t i o n  
G o n ly ) ^

G, W hat w a s  th e  rea so n  yo u  w ere  not w o rk in g  o r lo o k in g  to r  w ork?  
(C h e c k  ONE b ox  w h ic h  b e s t  s u i t s  you r  re a s o n . /

3 , R ece ived  o rd e r□ 1, T a k in g  
c a re  o f 
f  am i ly

□ S. Perma­
n e n tly
dJsa b li

□ 2 . In  sch o o l 
or t r a in log □ to  report lo r  

M i l i t a r y  d u ty
ok

le d
f I G. Other
1— 1 ( s p e d ,fvi

I f  y o u  c h e c k  b o x  3, 4 o r  5 
b e l o w ,  r e t u r n  t h i s  f o r t h  w i t h '  

o u t  a n s w e r / n o  a n y  o t h e r  

q u e s t i o n s .

□

□

3 , IN  THE ARMED 
FORCES

4 . LOOKING FOR A
JOB

□ 6 , W A IT IN G  TO REPORT 
TO A JOB IN THE 
NEXT 3(J DAYS

D O  N O T  WHITE IN  THIS SPACE — FOB OFFICE USE ONLY

S o c ia l S e c u r ity  
N um her

S ta to  C ode

C o n tra c t /P ro ju n l
N um ber

DO T Codu

Rupert N um ber

S ource

m  m  m u

m
P re fix

m

F is c a l Year

P re fix  p rim e Sub

S e c tio n

]  m
1 2 4 5

□  □  □ □

□  □ □ □ □ □ □ □ □

6 7 8 9

U .S . DEPARTMENT OF LABOR 
MANPOWER A D M IN IS TR A T IO N  
Form  M A -103  [8-GDt (1-70)

CURRENT JOB STATUS REPORT
Form A pp roved  

Budget Bureau N o. 44-R 1246
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